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3 THE WORK-FAMILY BALANCE IN COLLECTIVE AGREEMENTS 

Most countries in the European Union, including the Netherlands, have witnessed 

rising female employment rates over the last decades, as well as an increasing 

awareness of the importance of a favourable work-family balance. It seems likely 

that these two developments are closely linked, since the existence of work-

family provisions enables especially women to find and remain in employment 

(Tijdens et al. 2002). Vice versa, the possibility to attract and retain female em-

ployees may create a pressure for employers to include these kinds of provisions 

in their CLAs. In the previous chapter, union members and non-members covered 

by a collective agreement have been introduced theoretically as a factor influenc-

ing trade union agenda setting (see Figure 2.3). Now, as in Chapters 4 and 5, this 

factor will be used in an empirical model. The following research question will be 

addressed: can the share of female employees covered by the CLA and the gen-

der of the CLA’s main trade union negotiator explain the presence of work-family 

provisions in CLAs? Ideas and theories that relate to this question are described, 

which leads to the formulation of the hypotheses. Next comes a description of the 

data, methodology, results and conclusions. As mentioned in Chapter 1, the focus 

of this dissertation is on FNV trade unions in the Netherlands; this chapter fo-

cuses specifically on collective labour agreements with starting dates in 2001, 

2002 and 2003. 

 

3.1 HYPOTHESES ABOUT THE WORK-FAMILY BALANCE IN CLAS 

The idea that employees’ preferences can affect formal regulations about work-

family issues is not new. The OECD has investigated policies and practices related 

to balancing work and family life and relevant flexible work arrangements for the 

United States, Canada, Japan and all EU countries except Luxembourg (OECD 

2001). These countries are rated according to the extent to which work-family 

provisions are available to working parents. This OECD score is a composition of 

the coverage of the under-three-year-olds in formal childcare, maternity leave, 

flexi-time, voluntary part-time and the extra-statutory leave by firms. The scores 

are standardised with an average of zero; a positive score means that work-

family provisions are better than average. It turns out that there is a strong cor-

relation between this OECD work-family provision score and the female employ-
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ment rate (r= 0.81). This is much stronger than the correlation with the male 

employment rate (r= 0.52). 

Since this OECD research shows only a correlation, one cannot infer a causal rela-

tion. While it seems likely that employees’ preferences concerning work-family 

provisions can affect trade union agenda setting, and through this the terms and 

conditions employers offer, gender segregation literature also states the opposite. 

In this literature, it is assumed that, in times of occupational mobility, female 

(and male) employees take the presence of work-family provisions into account 

when deliberating which branch of industry to work in (e.g. Watts and MacPhail 

2004). In other words, availability of work-family provisions may also partly de-

termine the share of women working in a branch of industry. It thus seems to be 

a reinforcing process, in which female employees are drawn towards family-

friendly branches of industry and work-family provisions are expanded because of 

growing female labour market participation. Although it is possible to disentangle 

this interdependency empirically, for instance by taking a longitudinal perspective 

on the analysis, it is not feasible with the data that are used for this dissertation 

research. The dataset, as will become clear in the Section called ‘The sample of 

CLAs’, contains cross-sectional data and it only covers three years. Thus, while 

we can neither confirm nor reject effects of the extent to which work-family pro-

visions are included in the CLA on the share of female employees covered by the 

CLA, this dissertation focuses on the opposite effect in the reinforcing process – 

the share of female employees affecting the amount of work-family provisions. 

 

Hypotheses 1.1 to 1.5 are formulated below. 

 

Hypothesis 1.1: The likelihood of part-time regulations being included in a 

CLA is larger when the share of women within the group of employees that 

is covered by the CLA is larger. 

Hypothesis 1.2: The likelihood of childcare regulations being included in a 

CLA is larger when the share of women within the group of employees that 

is covered by the CLA is larger. 

Hypothesis 1.3: The likelihood of paternity leave regulations being in-

cluded in a CLA is larger when the share of women within the group of 

employees that is covered by the CLA is larger. 
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Hypothesis 1.4: The likelihood of parental leave regulations being included 

in a CLA is larger when the share of women within the group of employees 

that is covered by the CLA is larger. 

Hypothesis 1.5: The likelihood of pregnancy and maternity leave regula-

tions being included in a CLA is larger when the share of women within the 

group of employees that is covered by the CLA is larger. 

 

Hypotheses 1.1 to 1.5 will be tested against the null-hypothesis that there is no 

relationship between the share of women and the presence of each work-family 

provision. These five hypotheses pertain to the relationship between female em-

ployment and work-family provisions in CLAs. More specifically, a positive rela-

tionship between the share of women who fall under CLA X and the presence of 

each of the five work-family items in CLA X is expected. One could argue that it 

would be sensible to focus on parents instead of women, since fathers may profit 

from work-family provisions in their collective labour agreement too. In a family 

consisting of two fulltime working parents and at least one child who needs child-

care, the ideal situation for giving optimal care would be brought about by both 

parents benefiting from work-family provisions in their CLA; not just the mother. 

Still, there are two reasons for preferring women over parents as the focus of this 

research. First, in 95 per cent of the households in which both partners have a 

job, it is the woman who carries the burden of combining work with childcare (Ti-

jdens et al. 2002). This implies that provisions in CLAs that facilitate combining 

work and care are more beneficial to women than to men. Second, while labour 

market data on women are available at branch of industry level, labour market 

data on parents, particularly related to being covered by a CLA, are not. The clos-

est approximation would be the share of employees within a specific age category 

per branch of industry. For the reasons mentioned above, the share of women 

covered by a collective agreement is the preferred independent variable to ex-

plain the variation in work-family provisions in CLAs, rather than the share of full-

time working young parents.23 

 

                                           

23 To back up the theoretical arguments with some empirical evidence, the analysis has also been 
done with the share of young fulltime working parents as an independent variable. This variable has 
been operationalised as the share of fulltime employees aged 25 to 34, as compared to the total la-
bour force aged 15 to 64, at SBI 2-digit level. The proxy is not very accurate, although it seems the 
best possible approximation, considering the available data at Statistics Netherlands/STATLINE. This 
proxy turned out to have no significant effects on either of the dependent variables. 
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Although the sectoral level of collective bargaining remains dominant in the Neth-

erlands, a trend towards decentralisation can be observed over the years until 

about the year 2000, as ever more (decentralised) company-level labour agree-

ments were being negotiated. One of the consequences has been a rising demand 

for people who can represent employees in collective bargaining. In accordance 

with increasing female employment rates, the number of female trade union ne-

gotiators also increased. For instance, in 1996, 39 female negotiators were em-

ployed by FNV trade unions in the Netherlands, while in 2000 there were 60. 

From then on, however, their number began decreasing again. In 2003, approxi-

mately 50 women (and 100 men) are responsible for collective bargaining at FNV. 

The development of men working as a negotiator at FNV has followed almost ex-

actly the same trend as that of female negotiators: increasing in the second half 

of the 90s, and decreasing slightly during the next few years.24 

 

As noted previously, collective labour agreements are the result of collective bar-

gaining between employers and trade union negotiators. Several empirical studies 

confirm that female negotiators place higher priority on equality issues than do 

their male counterparts in collective bargaining (Dickens 1998), which implies 

that the gender of a negotiator may influence their position towards work-family 

provisions as secondary benefits. These provisions are primarily beneficial to fe-

male employees, since women still carry most of the childcare burden. Being of 

the same gender, and having a greater awareness of how things are experienced 

by their own sex, Dickens (1998) assumes that female negotiators better under-

stand women’s concerns and working conditions, which leads to more effective 

collective agreements. Therefore, they will put more energy into bargaining for 

work-family provisions than their male colleagues. This leads to the second set of 

five hypotheses, in which each of the five work-family items is hypothetically re-

lated to the gender of the main trade union negotiator – more specifically, in 

which being a female negotiator, as opposed to being a male one, increases the 

likelihood for a work-family item to be included in the CLA. 

 

Hypothesis 2.1: The likelihood of part-time regulations being included in a 

CLA is larger if the CLA’s main trade union negotiator is a woman. 

                                           

24 Source: the DUCADAM dataset, CLA years 1995 to 2003. 
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Hypothesis 2.2: The likelihood of childcare regulations being included in a 

CLA is larger if the CLA’s main trade union negotiator is a woman. 

Hypothesis 2.3: The likelihood of paternity leave regulations being in-

cluded in a CLA is larger if the CLA’s main trade union negotiator is a 

woman. 

Hypothesis 2.4: The likelihood of parental leave regulations being included 

in a CLA is larger if the CLA’s main trade union negotiator is a woman. 

Hypothesis 2.5: The likelihood of pregnancy and maternity leave regula-

tions being included in a CLA is larger if the CLA’s main trade union nego-

tiator is a woman. 

 

These hypotheses will be tested against the null-hypothesis that there is no rela-

tionship between the gender of the negotiator and the presence of each of the 

work-family provisions. 

One could object that focusing only on the gender of trade union negotiators ne-

glects the fact that the gender of negotiators bargaining for employers may also 

affect the outcome of collective bargaining, much for the same reasons as men-

tioned above. I refrained from including employer negotiators in the analysis, 

however, for two reasons. First, as has been argued before, this dissertation fo-

cuses on trade unions and trade union agenda setting processes rather than the 

much wider theme of collective bargaining. Second, another aim of this disserta-

tion is to analyse as many collective agreements and bargaining agendas as pos-

sible, which can be done by using the DUCADAM dataset. Including the gender of 

employer negotiators in the analysis would mean reducing the sample size con-

siderably, since ascertaining the names and genders of these negotiators for each 

collective agreement in the dataset was deemed quite unfeasible. Therefore, the 

gender of other negotiators than those working for the FNV has been deliberately 

omitted from the research. 

 

On the assumption that the five work-family provisions are interchangeable, an 

aggregate work-family provision variable can be constructed by combining these 

five provisions statistically to create a compound variable, measuring the level – 

or, to be more precise, the number – of work-family provisions in a collective la-

bour agreement. One of the advantages of such a compound variable is the in-

creased variability: six possible values instead of only two. Providing that the 
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construction of this variable is valid, the model will gain more accurate predicting 

power. Replacing the five dependent variables in hypotheses 1 and 2 with the ag-

gregate variable yields the following hypotheses. 

 

Hypothesis 3: The number of work-family provisions included in a CLA is 

higher if the share of women within the group of employees that is cov-

ered by the CLA is larger. 

Hypothesis 4: The number of work-family provisions included in a CLA is 

higher if the main trade union negotiator is a woman. 

 

These will be tested against the null-hypotheses that neither the share of female 

employees nor the gender of the trade union negotiator has an effect on the 

number of work-family provisions in the CLA. All hypotheses can be summarised 

graphically, as illustrated in the model in Figure 3.1. 

 

Figure 3.1. Research model with independent and dependent variables. 

 

The independent variable as mentioned in hypotheses 1 and 3, the share of fe-

male employees covered by the CLA, is situated in bottom part of the graphical 
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model, while the negotiator’s gender from hypotheses 2 and 4 is placed at the 

left-hand side in the model. Both variables are assumed to affect not only the 

presence of each distinct work-family provision in the CLA, but also the number of 

work-family provisions in the CLA. 

 

At the right, four more variables are included in the model. These variables act as 

control variables because they may affect the relationship between the dependent 

and independent variables. Collective agreements in which a generous wage in-

crease has been agreed upon may leave the employer with fewer economic re-

sources for the inclusion of work-family provisions than CLAs in which the wage 

increase is small or even non-existent.25 Thus, the degree of wage increase may 

affect the relationship between the share of female employees and the presence 

of work-family provisions. Furthermore, if one assumes that larger companies 

tend to have larger budgets for things like childcare and leave arrangements, 

then CLA size – at least in case of a company CLA – is another complicating factor 

in the proposed research model. Finally, the distinctions between public and pri-

vate sector and between company and sectoral CLAs may be of importance in the 

conceptual framework, although exact implications cannot be estimated before-

hand. Because the abovementioned control variables appear to play a role in the 

model, they will be included in the analysis. They will be discussed in more detail 

in the next section on methods and measurements. 

 

3.2 VARIABLES OF THE MODEL AND REGRESSION METHODS 

This section describes the sample, the operationalisation of the dependent, inde-

pendent and control variables, and the testing methods. In order to understand 

the assumed relationship between female employment and trade union negotia-

tors on the one hand, and work-family provisions in CLAs on the other, the level 

of analysis in this chapter is the collective labour agreement.  

 

                                           

25 Alternately, one could argue that a large wage increase indicates a healthy financial position of the 
employer, which could be used not only for increasing wages (‘rent sharing’), but also for improving 
work-family provisions in the collective agreement. In this case, there is no trade-off. 
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THE SAMPLE OF CLAS 

The research sample used in this chapter consists of the 769 current collective 

labour agreements bargained over by the FNV, where ‘current’ means that the 

starting dates of these CLAs must lie in or after 2001. Since the analysis took 

place in 2004, the CLAs in the sample have starting dates in 2001, 2002 and 

2003. They are distributed as follows: a quarter of the CLAs has a starting date in 

2001, one fifth has a starting date in 2002, and the rest has a starting date in 

2003. In Figure 3.2, they are categorised by branch of industry, which, for con-

venience’s sake, shows only the aggregate level branches; in the analysis, more 

detailed branch categories are used. 

Figure 3.2. CLAs in the sample, categorised by aggregate level branch of industry. 

N= 769. Source: DUCADAM dataset, selection of recent CLAs. 

 

The vertical axis lists the branches of industry in the Netherlands, as distin-

guished by Statistics Netherlands. Each bar represents the number of sampled 

collective labour agreements per branch of industry. Almost half of all CLAs are 

found in manufacturing, while less than one seventh of the employed labour force 

is active in this branch of industry. Apparently, this branch of industry has an 

overrepresentation of collective agreements when compared to other branches of 

industry. This can partly be explained by the fact that, while a large firm is more 

likely to have a collective labour agreement than a smaller company, more large-

sized companies can be found in manufacturing than in any other branch of in-
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dustry. A more important reason is of a historic nature, however. In the early 

days of collective bargaining, the majority of the population in dependent em-

ployment had a job in either manufacturing or farming; in other words, these 

branches of industry have a long history during which many collective labour 

agreements came into being. Usually, employers’ and employees’ representatives 

agree on sectoral CLAs first, after which mainly large companies begin formulat-

ing their own collective agreements. This is especially true for CLAs in manufac-

turing – to a large extent, farm workers have never been organised, but factory 

workers have. Although the share of jobs in manufacturing decreased over time 

in relation to other branches, while workers’ representation developed and grew 

outside of manufacturing, the large number of CLAs in the manufacturing industry 

remained. 

 

THE DEPENDENT VARIABLES 

In the DUCADAM dataset, each collective labour agreement is coded for the pres-

ence or absence of each of the following five work-family provisions: regulations 

regarding part-time work, childcare, paternity leave, parental leave and preg-

nancy and maternity leave. These are the dependent variables of hypotheses 1.1 

to 2.5. When an item is present, the variable is given the score of 1, and absence 

of the item results in a score of 0. 

 

The dependent variable in hypotheses 3 and 4 is a compound variable, called the 

‘simple work-family score’. It is operationalised as the number of work-family 

provisions in CLAs. A score can be any natural number in the range from 0 to 5, 

where 0 means that the CLA contains no work-family arrangements, and a score 

of 5 means that all five work-family provisions are included in the CLA. The vari-

able is called ‘simple’ because it is rather a crude measure for the extent to which 

a CLA incorporates work-family provisions. From Section 3.4 onwards, a more 

complicated work-family score will replace this simple score. The more compli-

cated variable will be called ‘precise work-family score’. In hypotheses 3 and 4, 

however, only the number of provisions is used to compute the simple work-

family score. The dependent variables are listed in Table 3.1 in the Results sec-

tion, along with the values they can have. 
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THE INDEPENDENT AND CONTROL VARIABLES 

The independent variable ‘share of female employees’, as used in hypotheses 1.1 

to 1.5 and in hypothesis 3, is operationalised as the number of women working 

within a SBI-2-digit-level branch of industry, divided by the total number of 

workers within the SBI-2-digit-level branch26. Ideally, since the level of analysis is 

the collective labour agreement, the share of female employees should be meas-

ured at that level as well. In other words, the exact share of female employees 

should be known for each CLA. Since these data are not available, aggregated 

data from Statistics Netherlands/STATLINE will be used. Thus, each CLA is as-

signed the value for the share of female employees in the SBI-2-digit-level 

branch of industry in which the CLA belongs, and not the value for the share of 

female employees covered by the CLA itself. The disadvantage of using this proxy 

is that it reduces the variability between CLAs to some extent. For the analysis, it 

means that all CLAs in the same SBI-2-digit-level branch of industry have the 

same value for the share of female employees. The share of female employees is 

based on employees who work at least twelve hours per week, since Statistics 

Netherlands does not include jobs of less than 12 hours per week in the major 

labour force statistics. 

 

The independent variable ‘gender of the negotiator’, as used in hypotheses 2.1 to 

2.5 and in hypothesis 4, is measured at CLA level. This implies that in the DU-

CADAM dataset, each CLA is given a score for the variable ‘gender of the negotia-

tor’, depending on whether the main FNV negotiator who had bargained over the 

CLA was a woman or a man. A female negotiator is coded zero and a one repre-

sents a male negotiator. In the DUCADAM dataset, no data is included about bar-

gaining parties apart from the FNV; therefore, only the gender of the FNV’s nego-

tiator is used in the analysis. 

 

Next, four control variables are added to the model: average monthly wage in-

crease, CLA size, sector type, and CLA type. As explained at the end of Section 

3.1, these variables are assumed to affect the extent to which work-family provi-

sions are included in a CLA, and they are added to the model in order to better 

understand the effects of the independent variables. It is plausible that in CLAs 

                                           

26 The term ‘ SBI-2-digit-level branch of industry’ has been explained in Section 1.3. 
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where the employer and trade union have agreed on generous work-family ar-

rangements, that this was accomplished at the cost of structural wage in-

creases27. This would imply lower wage increases in CLAs with a higher work-

family score. In other words, wage increase has a moderating effect on the rela-

tionship. In the DUCADAM dataset, up to eight variables are reserved for struc-

tural wage increase percentages, each accompanied by a date at which the in-

crease takes place. For example, in the Potato, Vegetable and Fruit Wholesale 

CLA that is valid for a period of 1.5 years (from 01-01-2003 to 30-06-2004), a 

structural wage increase takes place on three separate dates: 1 per cent on 01-

01-2003, 1.5 per cent on 01-07-2003 and again 1.5 per cent on 01-01-2004. The 

average monthly wage increase percentage is computed by determining for each 

month the percentage with which the initial wage is increased, and dividing this 

by the duration of the collective agreement in months, using the following for-

mula: 

 

y1*(1 + p1/100) + y2*(1 + p1/100)*(1 + p2/100) + 

y3*(1 + p1/100)*(1 + p2/100)*(1 + p3/100) + ...  Average monthly 

wage increase =  
y1 + y2 + y3 + ... 

  – 1 

 

where  

pi = the percentage of each distinct wage increase, and 

yi = the number of months that each wage increase is valid. 

 

Note that each consecutive wage increase percentage incorporates previous in-

creases. For instance, a wage increase of 2 per cent in July following a wage in-

crease of 1.5 per cent in January is effectively a wage increase of 3.53 per cent 

(1.02 * 1.015 – 1) compared to the initial wage of before January. The formula 

also takes the dates that a wage increase takes place into account: for instance, 

in a collective agreement valid from January to December, a wage increase of 5 

per cent in January followed by a wage increase of 1 per cent in December will 

result in a higher average percentage than a wage increase of 1 per cent in Janu-

ary followed by a wage increase of 5 per cent in December. In the example of the 
                                           

27 Structural wage increase as opposed to incidental wage increase. Wages increased structurally can-
not be made undone by the employer; furthermore, this increase affects pension levels, whereas inci-
dental wage increases do not. 
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Potato, Vegetable and Fruit Wholesale CLA, p1 = 1, p2 = 1.5, p3 = 1.5, and y1, y2 

and y3 are all 6. The average monthly wage increase percentage would be 

(6*(1+1%) + 6*(1+1%)*(1+1.5%) + 6*(1+1%)*(1+1.5%)*(1+1.5%))/18 - 1 

= (6*1.01 + 6*1.01*1.015 + 6*1.01*1.015*1.015)/18 - 1 

= 18.454/18 – 1 = 0.02523, or 2.523 per cent.28 

 

Large companies and branches of industry tend to be especially innovative with 

regard to employee terms and conditions. This is called trend setting behaviour – 

after observing how large firms introduce work-family provisions into their CLA, 

other, smaller companies may follow this example. Firm size can thus be a control 

variable that partly obscures the relationship between the share of female em-

ployees and the presence of work-family items in CLAs. CLA size, i.e. the number 

of employees covered by a CLA, is one of the variables in the DUCADAM dataset. 

For company CLAs, this is the same as firm size. The values of this variable origi-

nate both from the FNV trade union and from the Labour Inspectorate of the Min-

istry of Social Affairs and Employment. These data are available for 80 per cent of 

the CLAs in the sample. The remaining 20 per cent is treated as missing values. 

Missing value analysis shows that in the selection of CLAs where no information is 

available on the number of employees covered, there is a small overrepresenta-

tion of CLAs with a high share of female employees, of company CLAs, of public 

sector CLAs and of CLAs that are bargained over by AbvaKabo FNV. AbvaKabo is 

the FNV trade union that is responsible for bargaining over public sector CLAs. 

Because the overrepresentation as mentioned never exceeds 10 percentage 

points when compared to the entire sample, there is no reason to assume that 

the number of missing values for the control variable ‘CLA size’ will seriously in-

validate the research results. 

 

Although their effect cannot be accurately identified beforehand, the last two con-

trol variables are still deemed important in relation to this subject. The first is a 

dichotomous variable ‘sector’. Companies and branches of industry can be cate-

gorised into either the public or the private sector. Public sector or governmental 

companies can be considered to play an exemplary role with respect to industrial 

                                           

28 The term ‘average monthly wage increase’ may be slightly confusing, because it may seem to refer 
to the percentage with which employees’ wages are increased each month. It is, however, the average 
per month increase compared to the initial wage level, as illustrated in the example. 
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relations, which might positively affect the presence of work-family provisions in 

public sector CLAs. On the other hand, companies making very large profits tend 

to be situated in the private sector, for instance in the chemical industry. This 

gives private sector employers the opportunity to introduce or improve work-

family provisions in their CLA in order to attract and retain employees. A similar 

rationale can be upheld for the second control variable, CLA type. As mentioned 

before, CLAs can be categorised into two types: company CLAs and sectoral CLAs. 

Competition on terms and conditions is stronger between firms that are bound by 

a company CLA than between those that are bound by a sectoral CLA – in the lat-

ter case, there is hardly any competition, since all firms must adhere to the same 

sectoral CLA. This illustrates the importance of checking whether these variables 

have an effect on the relationship between the share of female employees and 

the presence of work-family items in CLAs. The correlation between these control 

variables and the independent variables of the model is sufficiently small to in-

clude them safely in the analysis29. 

 

TEST METHODS 

Since the dependent variables in hypotheses 1.1 to 1.5 are of the Yes/No type, 

these hypotheses are tested using logistic regression, linking the share of female 

employees to whether or not each of the work-family arrangements is present in 

the CLA. Hypotheses 2.1 to 2.5 are also tested by means of logistic regression, 

relating the gender of the main FNV negotiator to whether or not each of the 

work-family arrangements is present in the CLA. The dependent compound vari-

able of hypotheses 3 and 4, the ‘simple work-family score’, is measured at inter-

val level instead of nominal level, which is why these hypotheses are tested with 

linear regression models rather than logistic or ‘Poisson’ regression. Although the 

possible variation in the values of this dependent variable is limited to six values, 

we deemed linear regression analysis to be the best fitting method of analysis. 

 

Before continuing to the results, a remark needs to be made about the layered or 

‘nested’ structure surrounding collective agreements, the object of research in 

this chapter. Since each negotiator is responsible for bargaining over several col-

lective agreements, collective agreements can be said to be nested within trade 

                                           

29 See Appendix 3.2 for the correlation coefficients. 
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union negotiators. Negotiators themselves are embedded in branches of industry 

in the sense that in each branch of industry, several negotiators bargain over col-

lective agreements. These two examples are meant to illustrate the existence of a 

measure of interdependence between the observations (i.e. the collective agree-

ments, or cases in SPSS) because the values of several groups of cases are based 

upon groups of the same observation. Illustrating how this is reflected in the data 

structure of the DUCADAM dataset may make this a bit clearer. Each collective 

agreement bargained over by a specific negotiator X is given the same value for 

the variable ‘Negotiator’s gender’, namely the gender of the negotiator X who has 

bargained over the collective agreement. Furthermore, each agreement in a spe-

cific SBI-2-digit-level branch of industry is attributed the same value for the share 

of female employees – namely the average value in the relevant SBI-2-digit-level 

branch of industry30. Interdependence between observations can be problematic, 

since it leads to underestimating the standard errors. Thus, the results of the 

analysis need to be scrutinised with care. If the share of female employees or ne-

gotiator’s gender turns out to have a significant effect on either the incidence of a 

work-family provision in a collective agreement or on the number of work-family 

provisions in a collective agreement, these independent variables need to be ex-

amined more closely in relation to the dependent variables. Multilevel analysis 

could then be a viable option, since this takes account of the nested structure of 

observations (see Snijders and Bosker 2000). 

A within subjects ANOVA approach also seems to be feasible alternative. In this 

approach, negotiators would be the subjects and the simple work-family score 

would be measured repeatedly in all collective agreements each negotiator has 

bargained over. A problem with this last approach, however, is the lack of a 

common characteristic, or ‘fixed effect’, of each measurement across negotiators. 

For instance, if all negotiators had followed a specific bargaining training in be-

tween bargaining over two distinct collective agreements, the characteristic ‘pre-

training’ could be affixed to the set of agreements concluded before the training, 

and the characteristic ‘post-training’ could be linked to the set of other agree-

ments. In reality, none of the variables we are interested in could serve as such a 

characteristic, which rules out this method of analysis. 

 

                                           

30 Ideally, each case would have a separate value for the share of female employees covered by the 
collective agreement. Since these data are not available, the aggregate SBI-2-digit-level data is the 
next best choice, as has been explained in Section 3.2 (‘The independent and control variables’). 
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3.3 RESULTS 

The ‘results’ section of this chapter is divided into two parts. The first part, ‘The 

work-family balance in Dutch CLAs’, concerns a descriptive account of how and to 

what extent collective labour agreements in the Netherlands facilitate the combi-

nation of work and family. In other words, how are the dependent and independ-

ent variables of this chapter distributed? In the second part, ‘The role of gender in 

the work-family balance in Dutch CLAs’, the results of the logistic and linear re-

gression analyses are described. 

 

THE WORK-FAMILY BALANCE IN DUTCH CLAS 

In 59 per cent of collective agreements, a provision for part-time work is in-

cluded, while in 60 per cent of CLAs in the Netherlands childcare arrangements 

are included. This can be seen in Table 3.1, in the column labelled ‘Mean’, where 

the variables ‘Part-time provision’ and ‘Childcare provision’ have a score of 0.59 

and 0.60 respectively. Paternity leave arrangements that are more generous in 

comparison to regulations in the law31 are found in 20 per cent of Dutch CLAs, 

and parental leave is covered in almost 12 per cent of the CLAs in the sample. 

Lastly, pregnancy and maternity leave provisions that exceed legal regulations 

are included in only 8 per cent of the CLAs. 

 

 Variable  N Min Max Mean sd 

Part-time provision {0,1}  769 0 1 0.59 0.49 

Childcare provision {0,1}  769 0 1 0.60 0.49 

Paternity leave provision {0,1}  769 0 1 0.20 0.40 

Parental leave provision {0,1}  769 0 1 0.12 0.32 

Pregnancy and maternity leave provision {0,1}  769 0 1 0.08 0.27 

Simple work-family score {0,1,2,3,4,5}  769 0 5 1.59 1.16 

Table 3.1. Descriptives for the dependent variables. N= 769. Source: DUCADAM 
dataset 2001-2003. 

                                           

31 ‘Generous’ with respect to the employee. In other words, the employee is better off under the CLA 
than under the law. 
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The mean for the simple work-family score of all CLAs is computed by adding up 

the mean scores of the five work-family provisions. It turns out that, on average, 

collective labour agreements include 1.59 work-family provisions. The standard 

deviation is quite high (1.16), implying that there are large differences between 

CLAs with respect to how many work-family provisions are included. For instance, 

in more than 20 per cent of CLAs, no work-family provisions can be found at all, 

while in only 5 per cent of collective agreements, four or five different work-

family provisions are included. Figure 3.3 lists the number of work-family provi-

sions included in each of the collective agreements in the sample. On the horizon-

tal axis, the number of work-family provisions is shown; on the vertical axis, the 

percentage of collective agreements that includes each respective number of pro-

visions is given. Of the three CLAs that include all five work-family provisions 

(0.4% of all CLAs in the sample), two are found in the chemical industry and the 

third is found in the banking industry. 
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Figure 3.3. Incidence of work-family provisions in Dutch FNV bargained collective 
agreements. N = 769. Source: DUCADAM dataset 2001-2003. 

 

The two independent variables are shown in Table 3.2. As explained in Section 

3.2, the share of female employees is measured at the level of SBI-2-digit-level 

branches of industry, after which these numbers are attributed to each CLA in 

that SBI-2-digit-level branch of industry. There are large differences between 

branches of industry with respect to the share of female employees. Relatively 

few women are working in the metal industry, construction, automobile and 
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transport industry and shipping: less than 10 per cent of all employees in the 

branch. Typical female branches are health, clothing industry, and other services, 

with more than 75 per cent female employees. The average score for ‘share of 

female employees per CLA’ reads 30.8 per cent, which must be observed with 

some care, because it is computed by summing up the shares of female employ-

ees of each CLA in the sample, and dividing it by the number of CLAs. There are 

346 CLAs in the manufacturing industry (see Table 3.3), which is 45 per cent of 

all CLAs in the sample. Because this branch of industry typically has a low share 

of female employees, it draws the average share of female employees per CLA 

down. Therefore, the average score of 30.8 per cent does not reflect the true av-

erage share of female employees covered by collective agreements in the Nether-

lands. 

 

Variable   N Min Max Mean sd 

Share of female employees per CLA [0-100%]  753 3.8 79.1 30.8 16.0 

Gender of FNV negotiator who bargained over 

the CLA {0 = female, 1 = male} 
 768 0 1 0.72 0.45 

Table 3.2. Descriptives for independent variables. N= 769. Sources: Statistics 
Netherlands/STATLINE 2004 (Share of female employees per CLA) and DUCADAM 
dataset 2001-2003 (Gender of FNV negotiator). 

 

The bottom row of Table 3.2 shows that in 72 per cent of the collective labour 

agreements, a male trade union negotiator responsible for the collective bargain-

ing, which means that female negotiators bargained over the remaining 28 per 

cent. In other words, the likelihood of any CLA being bargained over by a female 

FNV negotiator, rather than a male one, is 28 per cent. The standard deviation is 

0.45, which is quite meaningless in practice since gender is a dichotomous vari-

able. 

 

In Table 3.3, frequencies for the five work-family provisions in CLAs are differen-

tiated by branch of industry. The first column lists the branches of industry as dis-

tinguished in the SBI’93 code system. The second column shows the percentage 
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of employees in the branch of industry covered by a CLA32. CLA coverage is the 

number of employees covered by a CLA in a particular branch of industry, in rela-

tion to all employees in that branch of industry. In the column right next to it, the 

number of CLAs that are in force in the branch of industry is shown. There are 

significant differences between branches of industry with respect to the number 

of CLAs. In manufacturing, 347 CLAs are in force, 87 per cent of which are com-

pany CLAs; whereas in the catering sector, only four CLAs can be distinguished, 

one of which is a company CLA. 
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Agriculture and fishing 77% 11 45% 36% 9% 18% 0% 

Minerals 18.1% 3 33% 0% 0% 0% 0% 

Manufacturing industry 76.3% 347 73% 71% 26% 10% 8% 

Energy 23.3% 8 38% 50% 25% 50% 38% 

Construction 73% 14 64% 86% 21% 14% 7% 

Trade 68.6% 76 57% 74% 26% 8% 5% 

Catering 24.6% 4 75% 100% 0% 0% 25% 

Transportation 86.2% 125 34% 26% 4% 8% 7% 

Financial services 82.5% 27 48% 59% 15% 22% 11% 

Business services 50.9% 60 58% 62% 22% 10% 5% 

Public administration 0.7% 8 50% 50% 0% 25% 0% 

Education 65% 13 62% 46% 46% 23% 15% 

Health 79.2% 19 55% 65% 20% 20% 5% 

Other services 41.8% 54 41% 52% 11% 19% 13% 

Total 63.1% 769 59% 60% 20% 12% 8% 

Employees affected (x 1000) 4743 3575 3687 985 1190 875 

Table 3.3. Percentages of collective agreements that contain specific work-family 
provisions, and number of employees, working 12 hours or more per week, who 
can make use of these provisions through the CLA. The data are categorised by 
branch of industry. N= 769. Source: DUCADAM dataset 2001-2003. 

                                           

32 The percentages are computed using data from the DUCADAM Dataset, CLA years 2001-2003. The 
numbers may be slightly inaccurate, since the number of employees covered is missing for 20 per 
cent of the CLAs. 
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The five columns placed under the heading ‘Work-family provisions’ list the per-

centage of CLAs in the branch of industry that include each respective work-

family provision. For instance, the ‘36%’ in the top row (Agriculture and fishing) 

means that 36 per cent of the eleven CLAs in the agriculture and fishing branch 

include childcare provisions; the other 64 per cent do not. In the minerals and 

transportation branch, the work-family conditions in CLAs are relatively poor, es-

pecially on the subject of part-time and childcare provisions; whereas energy, ca-

tering and education are well above average where work-family provisions in the 

CLA are concerned. Part-time and childcare provisions are among the most popu-

lar work-family provisions found in the 769 CLAs in the sample: as can be read in 

the second-to-last row of the table, they are included in 59 and 60 per cent of all 

CLAs, respectively. Pregnancy and maternity leave provisions are not included in 

many CLAs, probably because these issues are well regulated in Dutch legislation. 

The number of employees affected by these work-family provisions is shown in 

the bottom row. They are computed using data in the DUCADAM dataset, but 

since this variable has missing values for 154 of the 769 cases, the numbers of 

employees affected are in reality somewhat higher than those in the table. 

 

There are 59 female and 158 male negotiators in the sample; they are responsi-

ble for 3.7 and 3.5 CLAs on average, respectively. The column ‘N female’ in Table 

3.4 lists the number of female FNV negotiators who conduct collective bargaining 

in each branch of industry. The column ‘N male’ describes similar numbers for 

male FNV negotiators. In the manufacturing industry, there are more FNV nego-

tiators who conduct collective bargaining than in any other branch of industry. 

This is true for both male and female negotiators. Considering the disproportion-

ately large majority of the collective labour agreements that are negotiated in this 

branch of industry, this is quite understandable.33 Compared to their male col-

leagues, female negotiators especially tend to work in the business services sec-

tor, the trade sector and the ‘other services’ sector, whereas men are clearly 

over-represented in agriculture and fishing, minerals, energy, construction, and 

                                           

33 347 CLAs are in force in manufacturing, compared to 422 CLAs in the 13 other branches of industry. 
See Figure 3.2 for the distribution of CLAs per branch of industry. 
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education34. Note that adding up all totals (in the column ‘N total’) results in a 

rather meaningless grand total of 322, which is higher than the actual number of 

negotiating persons (217); this is because more than a third of the negotiators 

are active in more than one branch. 

 

Branch of industry N Female N Male N Total % Female % Male 

Agriculture and fishing 0 7 7 0 % 100 % 

Minerals 0 2 2 0 % 100 % 

Manufacturing industry 21 65 86 24 % 76 % 

Energy 0 4 4 0 % 100 % 

Construction 1 9 10 10 % 90 % 

Trade 17 23 40 43 % 58 % 

Catering 1 2 3 33 % 67 % 

Transportation 9 36 45 20 % 80 % 

Financial services 4 16 20 20 % 80 % 

Real estate & Business 
services 

20 29 49 41 % 59 % 

Public administration 3 3 6 50 % 50 % 

Education 0 6 6 0 % 100 % 

Health 3 11 14 21 % 79 % 

Other services 14 16 30 47 % 53 % 

Table 3.4. Male and female FNV negotiators per branch of industry. N= 322. 

Source: DUCADAM dataset 2001-2003. N is the number of male and female nego-
tiators in each branch of industry. The percentage denotes the share of negotia-
tors of the same sex within a branch of industry. 

 

THE ROLE OF GENDER IN THE WORK-FAMILY BALANCE IN DUTCH CLAS 

In this section, the results of the hypotheses 1.1 through 4 are described. Table 

3.5 and Table 3.6 show the results of hypotheses 1 and 2, respectively. In Table 

3.5, the share of female employees covered by a CLA is acting as a predictor for 

the presence of each of the five work-family provisions included in a CLA. Values 

in the table are odds ratios, which means that a value of 1 implies no relationship 

between independent and dependent variables, a value smaller than 1 implies 

                                           

34 It may be interesting to remark that there is hardly any correlation between the share of female 
employees and the share of female FNV negotiators within branches of industry. This implies that fe-
male negotiators do not typically work in female branches of industry. The same is true for men. 
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that a larger share of female employees decreases the odds of a work-family pro-

vision being included in the collective agreement, and a value greater than 1 im-

plies that a larger share of female employees increases the odds of a work-family 

provision being included in the collective agreement. 

 

 Part-
time 

Childcare Paternity 
leave 

Parental 
leave 

Pregnancy and 
maternity leave 

Share of female employees 

[0 – 100%] 
0.99 1.00 1.00 1.01 1.00 

Table 3.5. Odds ratios of the influence of the share of female employees on each 
of the five work-family provisions. N= 769. Source: DUCADAM dataset 2001-
2003. * Significant at α < 0.05; ** Significant at α < 0.001. 

 

In the table, all of the coefficients are non-significant and indicate the complete 

lack of a relationship between the share of female employees per CLA and each 

work-family provision in the CLA. This finding, which contradicts hypotheses 1.1 

to 1.5, could be caused by the fact that data on the independent variable are at 

an aggregate level35 instead of at the disaggregated CLA level, which makes the 

model less accurate. Unfortunately, as mentioned before, this type of data is not 

available at CLA level. The share of female employees covered by a CLA does not, 

at least from this analysis, seem to affect the incidence of any of the work-family 

provisions. Perhaps it is not the presence of one specific work-family provision 

that is affected by the share of female employees, but rather the number of pro-

visions, as stated in Hypothesis 3. That might explain the lack of correlation be-

tween the variables of hypothesis 1. Since no correlation can be found, hypothe-

sis 1 is rejected. 

 

 Part-
time Childcare Paternity 

leave 
Parental 
leave 

Pregnancy and 
maternity leave 

Gender of negotiator {0,1} 1.05 0.85 0.97 1.00 1.04 

Table 3.6. Odds ratios of the influence of the gender of the main trade union ne-
gotiator on each of the five work-family provisions. N= 769. Source: DUCADAM 
dataset 2001-2003. Female = 0, male = 1. * Significant at α < 0.05; ** Signifi-
cant at α < 0.001. 

                                           

35 Namely the level of the SBI-2-digit-level branch of industry. See Section 1.3 for explanation of the 
term ‘SBI-2-digit-level branch of industry’. 
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The odds ratios in Table 3.6 describe the effects pertaining to hypothesis 2. Al-

though they deviate slightly more from 1 when compared to those of Table 3.5, 

both upwards and downwards, they are still non-significant. For instance, the 

score of 0.85 in the column under ‘Childcare’ would indicate a negative effect of a 

male negotiator on the incidence of childcare provisions in the CLA, and thus a 

positive effect if the negotiator were a woman, as hypothesised (hypothesis 2.2). 

The scores of 1.05 and 1.04 in the first and last columns, being larger than 1, 

would point to a refutation of hypotheses 2.1 and 2.5. However, none of the ef-

fects are significant, implying that the presence or absence of a specific work-

family provision does not depend on the gender of the main FNV negotiator. Had 

the results been significant, the nested structure of the observations could still 

have corrupted the reliability of the results, prompting the researcher to redo the 

analysis using a different approach like multilevel analysis. Since the results are 

not significant in the first place, that specific kind of reanalysis is not necessary. 

 

How can we explain the lack of significance in the effect of negotiator’s gender on 

the number of work-family provisions in collective agreements? One possible ex-

planation lies in the fact that a high work-family score of a collective agreement is 

not achieved in a day – it usually takes many years. During these years, there is 

a distinct possibility that the trade union negotiator who bargained over the last 

CLA is not the same person as the one who bargained over the first. Neverthe-

less, the CLA’s work-family score is dependent on the exertions of all these nego-

tiators. If each of these were of the same gender, then the theoretical model 

would not be hampered by the fact that different negotiators have made the 

work-family score increase. However, we cannot be sure that the gender of the 

negotiator has been the same during these years. A different approach would be 

to focus not on the work-family score of the most recent collective agreement, 

but on the work-family score increase compared to the score of the previous CLA. 

In this way, the effect of gender of just the last trade union negotiator might be 

measured. Still, it is doubtful that all bargaining successes during the most recent 

bargaining rounds are solely dependent on actions executed during these last 

rounds. It is more likely that at least a few bargaining issues have been on the 

bargaining agenda for several years, and that bargaining results thus depend on 

actions of previous negotiators too. If these negotiators are not of the same gen-

der as the most recent negotiator, the effect of union negotiator’s gender cannot 
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be measured as effectively as necessary. All the same, since no correlation could 

be found, hypothesis 2 must be refuted. 

 

With the third hypothesis, we tried to predict the number of work-family provi-

sions included in the CLA36 by looking at the share of female employees within a 

branch of industry. It turns out that the strength of the relationship between 

these two variables is quite low: the standardised beta coefficient is –0.07, and 

not significant. Also, the coefficient has a negative sign, which is contrary to ex-

pectations. Thus, if there is a relationship, it is not a clear one, and the null-

hypothesis cannot yet be rejected. A clear relationship may not yet be visible if 

there is, for instance, an indirect or a non-linear relationship. It is imaginable that 

employers cannot be moved to include work-family provisions in the CLA if the 

share of women in the company (or sector) is low, since that would mean a large 

investment that would only benefit a relatively small number of employees. If the 

share of female employees were high, however, employers might fear it would 

not be cost effective to provide all employees with work-family arrangements, 

and therefore they would, again, not include work-family items in the CLA. Only if 

the share of women were intermediate would employers be indulgent in the col-

lective bargaining rounds in this respect. This implies a parabolic relationship be-

tween the share of female employees and the simple work-family score. However, 

trying to predict the simple work-family score with a squared female employee 

share yields no significant results (β= –0.011). Of course, employers’ arguments 

listed above are purely economic. A ‘social’ employer would reason quite differ-

ently, figuring that if the share of female employees in the company were high, it 

would be very important to have work-family provisions in the CLA since so many 

employees would appreciate that; and if it were low, including work-family provi-

sions would be a nice gesture to the few female employees at relatively low costs. 

From this rationale, it follows that the economic and social arguments produce 

contrary effects, which means that effects will probably not be visible at the sec-

tor level. A more detailed focus on the employers themselves appears to be 

needed, including data on personnel and recruiting policies and on how employ-

ees are viewed (as assets or as liabilities). However, since this dissertation fo-

cuses on trade unions rather than employers, these lines of investigation will not 

be pursued. 

                                           

36 The number being either 0, 1, 2, 3, 4 or 5. 
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In hypothesis 4, we tried to predict the number of work-family provisions included 

in the CLA by looking at the gender of the main FNV negotiator bargaining over 

the CLA. Again, the analysis shows that there is no association between the gen-

der of the FNV trade union negotiator and the simple work-family score (β= –

0.011, not significant). 

 

To summarise the results thus far, the share of women and the negotiator’s gen-

der play no role in predicting the number of work-family provisions in the CLA, or 

if they do, the relationships between the variables are quite clouded and unclear. 

Including both the share of female employees and the negotiator’s gender in one 

model causes both effects to become even smaller, as illustrated in Model 1 in 

Table 3.7. In an attempt to shed some light on this issue, a number of control 

variables will be added, as already stated in Section 3.2. 

 

 Model 1 Model 2 Model 3 

Intercept   1.624   1.234   1.596 

Share of female employees within branch [0 – 100%] – 0.006    0.005 – 0.034 

Negotiator's gender {0,1} a – 0.007 – 0.001 – 0.009 

Structural wage increase per year [0 – 100%]     0.216 **    0.211**

CLA size [9 – 320,000 employees]      0.028 

Private / public sector {1,2} b      0.035 

Sectoral / company CLA {1,2} c   – 0.089 * 

R2    0.009    0.047    0.057 

Table 3.7. Regression models predicting the simple work-family score [0 – 5] in 
collective labour agreements. N= 769. Source: DUCADAM dataset 2001-2003. 

Standardised coefficients. * Significant at α < 0.05; ** Significant at α < 0.01. 

 a Female = 0, male = 1.  b Private sector = 1, public sector = 2.  c Sectoral CLA 
= 1, company CLA = 2. 

 

In Model 2, the first control variable is added: structural wage increase. Surpris-

ingly, there is a positive, significant relationship between the annual wage in-

crease and the simple work-family score. The correlation coefficient is 0.216 and 
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is significant at the 0.01 level. Perhaps some employers have room financially to 

provide (future) employees with both an above average wage increase and sec-

ondary work-family benefits, possibly as a result of a benign business climate 

(‘rent sharing’), while other employers may find themselves under labour market 

pressure and cannot be as generous to their employees. This gives rise to the 

idea that there might be two groups of employers: those that provide their em-

ployees with both a generous salary increase and a good work-family balance, 

and those that do not (or less). The aforementioned positive relationship can be 

explained differently by looking at trade unions rather than employers. Perhaps 

they hold a lot of bargaining power, which enables them to make both good pe-

cuniary and good work-family agreements with employers – ‘good’ meaning prof-

itable for employees. If union density data were available at the level of the col-

lective agreement, this could serve as a proxy for union bargaining power, with 

which this explanation could be researched further. 

 

In Model 3, three more control variables are added: CLA size, sector (private or 

public) and type of CLA (sectoral or company CLA). Again, neither the effect of 

the share of female employees nor that of the gender of the negotiator becomes 

significant. The strength of the effect of yearly wage increase drops a little (β= 

0.211), but it is still significant. Model 3 also shows that neither CLA size nor sec-

tor prove to have a significant effect on the simple work-family score. The stan-

dardised beta coefficients are 0.028 and 0.035, respectively. The fact that sector 

has no effect may point to a rejection of the prior speculation about business cli-

mate explaining the positive relationship between wage increase and the simple 

work-family score, although the dichotomous variable ‘sector’ as used in the 

analysis is a crude measure compared to, for instance, branch of industry as dis-

tinguished by the SBI’93 system. The strong correlation between wage increase 

and the work-family score of the collective agreement could suggest that employ-

ers only start thinking about including work-family provisions in their CLA if there 

is financial room to do so, which is underscored by the wage increases employers 

are willing to give. This contrasts the idea of including these provisions as a stra-

tegic investment move to attract employees and only afterwards, possibly, in-

crease profits. 

 

The type of CLA does seem to matter, however. The empirical data illustrate that 

the number of work-family provisions in sectoral CLAs is greater than in company 
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CLAs. A possible explanation for this is the following. CLA funds are formal finan-

cial reserves of companies and branches of industry, out of which specific ex-

penses are paid. Examples of targets include childcare provisions, paternity leave 

provisions and parental leave provisions. In the DUCADAM dataset, three dummy 

variables are included that designate whether each of the three targets men-

tioned above are financed through a CLA fund. A new dummy variable ‘presence 

of a CLA fund’ was computed by adding the values of the three underlying vari-

ables; if the sum turned out to be 0, the value for ‘presence of a CLA fund’ was 

set to 0, and if it exceeded 0, the value for ‘presence of a CLA fund’ was set to 1. 

 

 Model 3b 

Intercept    1.097 

Share of female employees within branch [0 – 100%] – 0.025 

Negotiator's gender {0,1} a – 0.011 

Structural wage increase per year [0 – 100%] 0.215** 

CLA size [9 – 320,000 employees] 0.032 

Private / public sector {1,2} b 0.035 

CLA fund {0,1} c 0.156** 

R2 0.075 

Table 3.8. Additional regression model predicting the simple work-family score [0 
– 5] in collective labour agreements. N= 769. Source: DUCADAM dataset 2001-
2003.Standardised coefficients. * Significant at α < 0.05; ** Significant at α < 
0.01. a Female = 0, male = 1.  b Private sector = 1, public sector = 2.  c CLA 
fund: no = 0, yes= 1. 

 

The existence of a CLA fund paves the way for actually spending money on spe-

cific CLA provisions, whereas the absence of such a fund might enlarge the 

threshold to do so. It is more likely for sectoral CLAs than for company CLAs to 

make use of the concept of CLA funds, as is illustrated by the data: 18.1 per cent 

of the sectoral CLAs incorporates a CLA fund, whereas only 1.9 per cent of com-

pany CLAs uses this kind of funding. Rerunning the analysis with ‘presence of a 

CLA fund’ instead of CLA type as an independent variable confirms this assump-

tion, as shown in Table 3.8. 
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The presence of a CLA fund turns out to be a much stronger predictor than CLA 

type: 0.156 versus 0.089. Empirically, it also seems a more logical factor, as ex-

plicated above. This explains why sectoral CLAs, as opposed to company CLAs, 

have more extensive work-family provisions. A T-test shows that the average 

work-family score of sectoral CLAs is 1.79, whereas the average score for com-

pany CLAs is 1.53. This difference is significant (α < 0.01). 

 

Although the effect of the share of female employees is not significant, there are 

reasons to assume that the effect may be stronger in the public sector than in the 

private sector. In the latter case, employers are more stringently bound by mar-

ket constraints than in the public sector, which may negatively affect their will-

ingness to invest in work-family provisions rather than other, more directly prof-

itable issues. To test this assumption, an interaction effect of the share of female 

employees and sector type was added to the analysis, the results of which are 

displayed in Table 3.9. 

 

 Model 3c 

Intercept    5.905 

Share of female employees within branch [0 – 100%] – 0.084 

Negotiator's gender {0,1} a – 0.014 

Structural wage increase per year [0 – 100%] 0.213** 

CLA size [9 – 320,000 employees] 0.021 

Private / public sector {1,2} b – 0.042 

CLA fund {0,1} c 0.151** 

Share of female employees * Private/public sector (interaction effect) 0.073 

R2 0.077 

Table 3.9. Additional regression model predicting the simple work-family score [0 
– 5] in collective labour agreements. N= 769. Source: DUCADAM dataset 2001-
2003.Standardised coefficients. * Significant at α < 0.05; ** Significant at α < 
0.001. a Female = 0, male = 1. b Private sector = 1, public sector = 2. c CLA 
fund: no = 0, yes= 1. 
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After adding the interaction effect, the strength of the effect of the share of fe-

male employees did indeed increase somewhat, although it becomes by no means 

significant (α = 0.25). The interaction effect itself is not significant either. 

 

I conclude this section with two analyses that predict the presence of work-family 

provisions in collective agreements. First, the same six variables are used as pre-

dictors for the presence of any work-family provision. This new dependent vari-

able has a value of 1 if any work-family provision is included in the collective 

agreement, and 0 if no work-family provisions are included. Logistic regression is 

used as a test method. 

The results are displayed in Model 3d in Table 3.10. Interestingly, but perhaps not 

surprisingly, the outcome is similar to that of Model 3c. Structural wage increase 

has a positive effect on the chance of any work-family provision being included in 

the collective agreement, as has the presence of a CLA fund. 

 

 Model 3d Model 3e 

Share of female employees within branch [0 – 100%] 1.002 0.995

Negotiator's gender {0,1} a 0.978 1.375

Structural wage increase per year [0 – 100%] 1.202** 1.564**

CLA size [9 – 320,000 employees] 1.000 1.000

Private / public sector {1,2} b 1.594 1.756

CLA fund {0,1} c 1.909* 1.808

Constant 0.177 0.807

R2 0.078 0.021

Table 3.10. Additional logistic regression models predicting the presence of a 

work-family provision (Model 3d) and the presence of a paren-

tal/paternal/maternity work-family provision (Model 3e) in collective labour 

agreements. N= 769. Source: DUCADAM dataset 2001-2003.Standardised coeffi-

cients. * Significant at α < 0.05; ** Significant at α < 0.01. a Female = 0, male = 

1.  b Private sector = 1, public sector = 2.  c CLA fund: no = 0, yes= 1. 
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Model 3e shows the same independent variables, but the dependent variable is 

defined as a parental, a paternal or a maternity provision being included in the 

collective agreement. This might be interesting since these are less common than 

the other two work-family provisions (part-time work and childcare). As in the 

previous analysis, logistic regression is used here. The strength of the variable 

‘structural wage increase’ has increased compared to Model 3d, whereas the ef-

fect of the presence of a CLA fund has disappeared. This seems to suggest that 

parental, paternal and maternity provisions are not primarily financed out of a 

CLA fund. Rather, only when the employer appears to have enough financial lee-

way to agree upon a relatively high structural wage increase, do these kind of 

work-family provisions come into the picture. 

 

At the end of the ‘Test methods’ section, mention was made of the layered struc-

ture surrounding collective agreements. If the share of female employees or ne-

gotiator’s gender were to have significant effects on the dependent variables, 

these results were to be inspected with caution, and perhaps rerun with a differ-

ent method of analysis. Since no significant effects were found with respect to 

these two independent variables, underestimation of the standard error is no 

longer relevant, and reanalysing the data in relation to this specific issue appears 

unnecessary. 

 

3.4 LOOKING INTO THE WORK-FAMILY SCORE 

When investigating the relationship between the share of female employees and 

the work-family provisions in a CLA, more detail could have been obtained by ex-

amining the five work-family items more closely. Merely analysing the incidence 

of a childcare provision in a collective labour agreement ignores the fact that 

some childcare provisions are far more costly to employers than others. Compare 

for instance a collective agreement that grants every employee 200 Euros a 

month to help pay for childcare expenses to a collective agreement that allows 

only female employees who have been in the company at least one year 100 Eu-

ros for childcare expenses, providing the child is under four years of age. The first 

one is, at least potentially, more generous to employees. Therefore, it may prove 

fruitful to rerun the analysis with a more precise dependent variable that differen-

tiates between extensive and marginal work-family provisions, to increase both 

its accuracy and variability. The simple work-family score that was used until now 
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only considered whether a work-family provision was present in the CLA, neglect-

ing the variety within the provisions. Therefore, in this section, the simple work-

family score is replaced by the precise work-family score, after which the analy-

ses are run again. 

 

The ‘precise work-family score’ has a range of 0 to 100, where a score of 100 

represents the best possible work-family provisions for the employee. In the DU-

CADAM dataset, the five work-family provisions have up to twelve different speci-

fication variables, specifying details of the work-family provisions. Examples in-

clude ‘Can all employees make use of the provision: yes/no’ and ‘Amount of 

money reserved for the provision by the employer’. This makes it possible to con-

struct a precise work-family score based on 47 different variables, each of which 

has a specific weight. Scores are attributed to sub-items according to their impor-

tance. In other words: how well do they assist female employees in combining 

work with family life? 

 

Work-family provision Possible scores 

Part-time provision score 0 – 30 points 

Childcare provision score 0 – 30 points 

Parental leave provision score 0 – 15 points 

Paternal leave provision score 0 – 10 points 

Pregnancy/maternity leave provision score 0 – 15 points 

Precise work-family score 0 – 100 points 

Table 3.11. The precise work-family score and its components. Source: DUCADAM 
dataset 2001-2003. 

 

Since part-time and childcare provisions are structural rather than temporary, 

they can be given a maximum of 30 points, whereas parental leave and preg-

nancy/maternity leave arrangements receive up to 15 points. Paternity leave ar-

rangements are the least demanding provisions financially – from the employer’s 

point of view – so this sub-item can receive a maximum of 10 points. A sub-item 

receives a score of 0 if the relevant work-family provision is not included in the 

CLA. If it is included, between 0 and the maximum amount of points are attrib-
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uted to the precise work-family score. The amount of points depends on how 

‘good’ the provision is from the employee’s point of view. For example, more 

points are given to the childcare provision score if all employees can make use of 

the provision (rather than only a selective part, for instance only female employ-

ees); if the maximum age of children for whom childcare is available lies above 

four years of age (rather than only up to four years of age); if childcare arrange-

ments are set up according to the VWS37 table (rather than an employer-defined 

compensation system), and so on. Some aspects of the childcare provision are 

considered more important than others, and will therefore potentially receive 

more points. 

 

In Table 3.12 until Table 3.15 below, an account is given of how the points are 

obtained. For each of the five work-family sub-items applies that if there is no 

provision, no computation is necessary: the sub-item receives zero points. If a 

specific work-family provision does exist in the CLA, the final score for this sub-

item can be computed according to the values in the table. For example, if there 

is no part-time provision in the CLA, the part-time work-family score as a whole 

receives zero points. However, if there is such a provision, then the question is 

asked whether this provision is available for all employees. Suppose that this is 

true; then 5 points are added to the running total of the work-family score of this 

sub-item. The next question reads: “Must part-time employees work a minimum 

number of hours a week?” If this is the case, and the part-time provision in the 

collective agreement only allows employees to work part-time if they work at 

least a specific number of hours per week, then the next question is whether this 

minimum is larger than 24 hours per week. Suppose this is not the case; then 

another 1.5 points are added to the running total of the work-family score of this 

sub-item, bringing it up to 6.5 points. Once the entire list of questions has been 

answered, the work-family score for the part-time provision can be computed. 

Adding up the sub-scores for the five work-family provisions yields the precise 

work-family score. 

 

As described in Box 1.2, the FNV trade union has converted textual data of all col-

lective agreements they have bargained over into values for more than 1100 

                                           

37 VWS is the abbreviation for ‘Volksgezondheid, Welzijn en Sport’, which refers to the Ministry of 
Health, Welfare and Sport. 
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variables. The questions as listed in the five tables are translated directly from 

these variables. All variables pertaining to each work-family provision, as distin-

guished by the FNV, are used in constructing the precise work-family score.  

 

Although based on empirical CLA data and logical thinking, the attribution of 

points to each of the work-family sub-items does, up to a point, remain arbitrary. 

One can question whether part-time provisions should be given a maximum score 

of twice that of parental leave provisions, rather than, for instance, 1.5 times as 

much. A clear answer is difficult to give. No other researchers have scored work-

family provisions in CLAs on such a detailed scale before, which might have pro-

vided indications of how to weigh the different items. 

 

 Do employees have the right to work part-time? 

No  � End-score for sub-item 'Part-time provisions' equals zero.  0 

Yes � Is this true for all employees? No   + 0 

 Yes   + 5 

No   + 3 Must part-time employees work a 
minimum number of hours a week? Yes No + 1.5 

  

Is the minimum 
larger than 24? Yes + 0 

Number = 0   + 0 

Number > 0   + 1 

Percentage = 0   + 0 

Company policy to increase the num-
ber or percentage of part-time jobs: 

Percentage > 0   + 1 

No   + 2 Must part-time employees work a 
minimum number of hours a week to 
retain the right to schooling, training, 
early retirement, et cetera? 

Yes   + 0 

No   + 0 Do part-timers have the same rights 
as full-timers? Yes   + 5 

No   + 0 Do part-timers receive the same 
overtime bonus as full-timers? Yes   + 3 

No   + 0 Do part-timers have a voice in their 
working schedule? Yes   + 5 

No   + 0 Do part-timers have the opportunity 
to save up for a leave of absence? Yes   + 2 

No   + 0 

 

 
Can part-timers increase their num-
ber of working hours? Yes   + 3 

Table 3.12. Distribution of points for the part-time provision sub-item. 
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 Can employees make use of childcare provisions?  

No End-score for sub-item 'Childcare provisions' equals zero. 0 

No   + 0 
Yes Is this true for all employees? 

Yes   + 5 

 No   + 1 Only women can make use of 
childcare provisions. Yes   + 0 

 ≤ 1 child   + 1 

 

Maximum number of children per 
employee. > 1 child   + 3 

 ≤ € 5000   + 1 

 

Maximum amount of money 
available for childcare. > € 5000   + 3 

 ≤ 4 years   + 1 

 

Maximum age of children for 
whom childcare is available. > 4 years   + 3 

 No   + 0 

 

Is childcare being paid from a 
CLA fund? Yes   + 6 

 No   + 4 

 Yes ≤ € 2500 + 0 

 

Is the employer's financial con-
tribution for childcare maxi-
mised? 

 

How large is this maxi-
mum contribution? > € 2500 + 2 

 No   + 0 

 

Are childcare arrangements set 
up according to the VWS table? Yes   + 5 

Table 3.13. Distribution of points for the childcare provision sub-item. 

 

 

 Can employees make use of paternity leave provisions? 

 No End-score for sub-item 'Paternity leave provisions' equals zero. 0 

 Yes No + 0 

 
Is this provision set up according to the Work & Care Act? 

Yes + 1 

 ≤ 2 + 0 

 
Number of days paternity leave. 

> 2 + 3 

 0 + 0 

 
Number of hours paternity leave. 

> 0 + 1 

 No + 0 

 
Continued pay during leave? 

Yes + 1 

 ≤ 50% + 0 

 
Continued pay during leave. 

>50% + 2 

 No + 0 

 
Is paternity leave being paid from a CLA fund? 

Yes + 2 

Table 3.14. Distribution of points for the paternity leave provision sub-item. 
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 Does the CLA offer more days of pregnancy / maternity leave than prescribed by the law (WA&Z)? 

 No  � End-score for sub-item 'pregnancy / maternity leave provisions' equals zero. 0 

< 1 week + 4 
Length of extra pregnancy / maternity leave. 

> 1 week + 8 

No + 0 
Does the employee have the right to refuse certain tasks? 

Yes + 2 

No + 0 
Can the employee make use of breast-feeding facilities? 

Yes + 2 

No + 3 

 Yes � 
 
 

Can the pregnant employee be excluded from work? 
Yes + 0 

Table 3.15. Distribution of points for the pregnancy / maternity leave provision 

sub-item. 

 

 Does the CLA offer more days of parental leave than prescribed by the law (WA&Z)?   

 No End-score for sub-item 'Parental leave provisions' equals zero. 0 

≤ 1 week + 1 Length of extra parental leave. 

> 1 week + 2 

No   + 0 

Yes ≤ 50% + 2 

Continued pay during parental 
leave? 

 

Continued pay during parental 
leave. 

> 50% + 3 

No   + 2 

Yes ≤ 20 hrs + 1 

Obligation to continue working 
during parental leave? 

 

Obligation to continue working 
during parental leave. 
 

> 20 hrs + 0 

No   + 0 Is pension premium (employer) 
paid during parental leave? 

Yes   + 1 

No   + 0 Is pension premium (employee) 
paid during parental leave? 

Yes   + 1 

No   + 0 Is pension premium (fund) paid 
during parental leave? 

Yes   + 1 

No   + 0 Is parental leave being paid from 
a CLA fund? 

Yes   + 2 

≤ 4 years  + 0 Parental leave: maximum al-
lowed age of child. 

> 4 years  + 1 

≤ 4 years  + 0 Maximum allowed age of child in 
case of paid parental leave. 

> 4 years  + 1 

No   + 0 

 Yes � 

Is partitioning of parental leave 
possible? 

Yes   + 1 

Table 3.16. Distribution of points for the parental leave provision sub-item. 
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The results of the analysis are shown in Table 3.17. In all three models, the stan-

dardised beta coefficients turn out to be quite similar to those in the model of the 

simple work-family score described in Table 3.7. 

 

The main difference between the simple work-family balance models in Table 3.7 

and the precise work-family balance models in Table 3.17 is the size of the two 

significant variables. In the models predicting the precise work-family score, the 

influence of the yearly wage increases has dropped a little. The effect of the type 

of CLA has become stronger in Model 6 compared to the effect of the type of CLA 

in Model 3. This implies that if a work-family provision is included in the CLA, it is 

more generous to the employees in sectoral CLAs than in company CLAs, possibly 

as a result of the presence of a CLA fund. Basically, however, running the analysis 

with a precise rather than a simple dependent variable yields very similar results 

in terms of the size, sign and significance of the main independent variables. This 

is underscored by the strength of the correlation between the simple and the pre-

cise work-family score (r= 0.86). 

 

 Model 4 Model 5 Model 6 

Intercept  15.889  12.224  20.043 

Share of female employees within branch [0 – 100%]    0.010 – 0.001 – 0.058 

Negotiator's gender a {0,1} – 0.002    0.003 – 0.008 

Structural wage increase per year [0 – 100%]     0.185 **    0.179 **

CLA size [9 – 320,000 employees]      0.055 

Private / public sector b {1,2}      0.032 

Sectoral / company CLA c {1,2}   – 0.150 **

R2    0.000    0.034    0.063 

Table 3.17. Regression models predicting the precise work-family score [0 – 100] 
in collective labour agreements. N= 769. Source: DUCADAM dataset 2001-2003. 
Standardised coefficients. ** Significant at a < 0.001. a Female = 0, male = 1.      
b Private sector = 1, public sector = 2.  c Sectoral CLA = 1, company CLA = 2. 

 

In Section 3.2, the argument for including CLA size as a control variable was the 

fact that large companies tend to have larger budgets, which makes it easier for 
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them to invest in work-family provisions than for smaller companies. Since the 

results appear to indicate that CLA size has no effect on the amount of work-

family provisions in the CLA, it seems that the assumption is incorrect. And in-

deed, in the case of sectoral CLAs, CLA size does not necessarily equal company 

size. While the CLA size of a sectoral CLA is usually quite large, the size of the 

companies that are covered by this CLA need not be large. Therefore, to investi-

gate the influence of company size on the amount of work-family provisions in 

the CLA, the analysis should be repeated with only company CLAs in the sample. 

 

In Table 3.18, the results of the analysis are shown. It turns out that CLA size, 

which is in this case equal to company size, does have a significant influence on 

the amount of work-family provisions in the CLA. The standardised beta coeffi-

cient is 0.179, which is highly significant. Apparently, large companies are more 

likely than small companies to invest in employee terms and conditions that do 

not add to a company’s economic turnover in the short run. 

 

 Model 6b 

Intercept  12.319 

Share of female employees within branch [0 – 100%] – 0.019 

Negotiator's gender a {0,1} – 0.050 

Structural wage increase per year [0 – 100%]    0.229 ** 

CLA size [9 – 320,000 employees]    0.179 ** 

Private / public sector b {1,2} – 0.029 

R2    0.079 

Table 3.18. Regression model predicting the precise work-family score [0 – 100] 
in collective labour agreements (company CLAs only). N= 590. Source: DUCADAM 
dataset 2001-2003. Standardised coefficients. ** Significant at a < 0.001. a Fe-
male = 0, male = 1. b Private sector = 1, public sector = 2. 

 

The effect of the structural yearly wage increase is larger in the sample of com-

pany CLAs than in the analysis performed on all CLAs (0.229, compared to 0.179 
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in Table 3.17). This confirms the assumption that larger companies have greater 

financial reserves to invest in both wage increase and in work-family provisions.38 

 

3.5 CONCLUSION 

No direct relationship exists between the share of female employees that are cov-

ered by a collective labour agreement and the extent to which CLAs include work-

family provisions. An explanation for this might be the following. Even though the 

burden of combining work with childcare is accepted primarily by mothers, a 

trend towards both women and men taking up childcare responsibilities is visible. 

This implies an increasing motivation for both trade unions and employers to tar-

get not just female parents, but young parents of both sexes when bargaining 

over work-family provisions. To some extent, this is in line with Teulings and Har-

tog’s (1998) statement about trade unions not being eager to invest in non-

members’ interests. If a trade union were to put an item on the agenda that was 

solely directed at mothers of young children, then that would indeed be investing 

in employees who are less often union member than men. However, by also in-

vesting in fathers of young children, who, through the sole virtue of being men, 

are more likely to be a union member, the interests of members are served bet-

ter. 

 

From the empirical data in the DUCADAM dataset, the amount or extent of work-

family provisions in a CLA cannot be explained by the gender of the negotiator. 

Female FNV negotiators are not more (or less) successful at bargaining over 

work-family issues than their male colleagues, at least if the simple and precise 

work-family scores of CLAs are taken as a measure. Although not strictly con-

trolled for ‘other things being equal’, these results do not confirm Dickens’ (1998) 

assertion that female negotiators are able to contribute to creating more equality 

in collective bargaining outcomes. 

 

Work-family provisions are more likely to be included in the CLA when the em-

ployer has the funds for it. Although this may seem like an open door, it proves 

                                           

38 Although the correlation between the predictor variables ‘Yearly wage increase’ and ‘CLA size’ is 
larger in the sample of company CLAs (N=590) than it was in the sample of all CLAs (N=769), it is still 
sufficiently small (r=0.096), and only significant at 5% level. 
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that work-family issues are an important topic for both union and employer: 

when company profits are spent on wage increase, they are also spent on intro-

ducing or improving work-family provisions. 

 

When only company CLAs are considered, company size matters for the extent to 

which work-family provisions have been included in the CLA. Larger companies 

tend to perform the role of trendsetter, adopting work-family provisions sooner and 

more extensively than smaller companies. It is quite possible that trade union ne-

gotiators anticipate on this, by approaching trend-setting companies first when try-

ing to realise certain work-family agreements with all CLAs he or she bargains 

over. Whether or not this is indeed the case will be discussed in Chapter 5. 

 

There is no difference between the public sector and the private sector when it 

comes to the extent to which work-family provisions have been included in the 

CLA. The type of collective labour agreement, however, does matter. Employees 

who are covered by a sectoral CLA tend to have more extensive work-family pro-

visions than employees covered by a company CLA, possibly because the concept 

of CLA funds is more common in sectoral CLAs. 

 

With the advantage of hindsight it can be said that, when trying to shed light on 

trade unions’ behaviour with respect to work-family issues, looking at collective 

labour agreements might not have been an optimal method, because a CLA is the 

result of negotiations between trade unions and employers (or employer’s asso-

ciations). In other words, the influence of other actors than the unions is clearly 

felt. For instance, as seen in Sections 3.3 and 3.4, the employer’s financial re-

serves affect the amount of work-family provisions that are included in the CLA. A 

better method to research factors that affect trade unions’ policy with respect to 

work-family provisions is to look at their bargaining agendas. Although negotia-

tors might, to some extent, tune their agenda to how they expect the employer 

will react to it, the influence of the employer on the trade union’s agenda is likely 

to be smaller than his influence on the CLA. Therefore, in the next chapter I will 

use the union negotiators’ bargaining agendas as a research target, and I will try 

to make an inventory of factors influencing these agendas – obviously with re-

spect to work-family topics. 

 


