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  In 2004, rhe  United Nations emphasized  strengthening  family support  en  the 1Oth  anniversary  of  the

Internatienal Year  of  the  Family. Farnily support  is closely  related  to both public institutions and  com-

pany  policies. This paper reviews  family-friendly policies ef  companies  frem the viewpoint  of  family re-

seurce  management.  Dara used  in this paper was  obtained  from surveys  of companles  and  employees

that suggested  the following. {1} Women  tended to acquire  child  care  leave frequently. C2) Men  could

not acquire  maternity  leave easily,  and  the acquisition  rate  was  low, (3) Even  in family-friendly compa-

nies,  a  corporate  culture  enabling  men  to  use  chitd  care  leave was  not  growing. In order  for male  em-

ployees to have consciousness  as  a citizen and  to achieve  work-life balance, it is necessary  to utilize
family-friendly policies frern the viewpoint  of farnily resource  management.
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              INTRODUCTION

  In Japan, a review  of long working  hours of  work-

ers  in enterprises  and  the  division between men  and

women  working  at  home  has long been advocated.

Since the enfbrcement  of  the Basic Law for a Gender-
equal  Society {1999), gender  equaliry  has been pro-
moted  in every  area  of society  and  at home. This
paper attempts  to verify  the  influence of family-
friendly policies being introduced into the workplace
on  the gender  relarionship  at  home  from  the  view-

point of  family resource  management  by considering

that the key for achieving  gender  equality  lies at  the

junction of company  and  dornestic life.
  

"Family-friendty
 policies" support  a balance be-

tween  workplace  life and  family/individual life

(Rodosyo Joseikyoku 2001), More  specificatiy, item
four of  the five basic philosophies in the Basic Law  for
a  Gender-equal  Society states  

"a

 balance between  the

activities  in family liie and  other  activities." The  Basic

Plan for Gender Equality mentions  
"Measures

 to

Create Family-friendly Work  Environment" as one  of

eleven  important objectives.  The  Child-care and  fam-
ily-care Leave Law  was  enacted  in 2001, and  men  and

women  employees  become to be able  to apply  Child-
care  Ieave on  the basis of the article 5 of this Law.'L

Based on  the decision by the  Cabinet in 
"plans

 fbr
measures  to support  the balance of  work  and  child

care"  in July 2001, the Council for Gender Equality

launched measures  to support  the balance of work

and  child  care.

  The 
"Plus

 One Proposal to End Low Birthrate,"
which  were  announced  by the  Ministry of  Health,

Labour and  Welfare in 2002, contain  the basic pelicy
as  a  countermeasure  against  the  declining birthrate

in future generations. and  they cited  a 
"review

 of men

working  habits" as  an  item of  concern.  Based  on  the

policy, the 
"Law

 for Measures  to Support the

Development of  the  Next-generation"'U  was  estab-

lished and  promulgated  in July 2004. This law pro-
motes  the establishment  of  

"Measures

 to Support the
Development of the Next-generation" to provide  an

environment  where  children  of  the  next  generation

are  suitably  born and  raised.  Article 5 of this law

states  that 
"employers

 should  arrange  the employ-

'i

 Revision of Child-care and  famity-care Leave Luw
  (December 8, 2004, revision  1, ImpLemented  on  April

  1, 2005) r  About  revision  of  Child-care Leave Law

  /tD Application of  Child-care Leave to part-time em-

  ployees. @  Child-care Leave to maximum  of one  year

  and  a  hal£  (3) Up  te five days per  year  ofchild  nursing

  care  leave.
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ment  environment  so  that  a  balance  between  the  pro-

fessional and  family life of  the workers  is enabled  and

implements measures  to enhance  the correct  growth
of  the next  generation."

  Since 1999, the Ministry of  Health, Labour and

Welfare has promoted  the balance of  work  and  child

care,  and  nursing  care  and  is implementing a
"Family-friendly

 companies  commendation"'3  for
those enterprises  that  have achieved  good  results  in
this field.'`

  Home  economics  researchers  have conducted  stud-

ies of the relatienship  between family and  enterprise

and  have found that this dyad is actually  a relation-

ship  between consumers  and  business. Studies of  the

Japanese HIBE (Home Economics in Business) as  a

vital link between consumers  and  business were  con-

ducted from the 1970s to the 1990s (Matsubaguchi et

aL  1997). Interests in livelihood culture  tncreased in

the second  half of the 1980s, which  spawned  a study

to clarify  the relationship  between livelihood culture

and  corporate  culture  from the viewpoint  of organiza-

tional culture  theory  (Saito and  Ito 1996).

  Needless to say,  enterprise  and  home  economy  are

inseparable. Today, in the 21st century,  it is vital  for

home economics  to clarify the relationship between

"
 

"Law
 for Measures  to Support the Development of

  the  Next-generation" obliged  those  establishments

  that  have 301 or  more  employees  to establish  a  
"com-

  mon  employer  action  plan;' which  incorporates mea-

  sures  to facilitate the  taking of  child-care leave.

  reduction  of overtime  work  during the period of

  childcare.  and  correction  of  the  enterprise  culture

  that  gives the  first priority to work.
'3

 
"Family-friendly

 companies"  means  those  enterpris-

  es that have a system  to enable  a balance between
  work  and  childtare,  nursing  care  and  take measures

  to allow  workers  to select  diversified ways  of work-

  ing. The  criteria  for "Family-friendty

 companies  com-

  mendation"  comprise  four pillars: 
"the

 Law  on  child-

  care  and  nursing  care  leave and  the  use  exceeding

  the level specified  in the law," 
"a

 system  to enable

  flexible ways  of  working  considering  the balance be-
  tween  work  and  family and  its use," 

"other
 systems

  to enable  a  balance between  work  and  family and

  their use," and  
"corporate

 culture to facilitate a  bal-

  ance  between work  and  family."
'"

 In the  field of  laber econorny,  with  regard  to these

  trends.  the  fo11owing studies  have been reported:

  Wakisaka  {2000, 2002a b, c, 2004), in sociology.  Sato

  {2000, 20ela. b, c, 2002), Kanbayashi  (2001), Morita

  {2002a, bL in the  business economics  field, Maeda

  (2001a, b, 2002), Hamu  (2001, 2002).

family-friendly policies  and  family life from the view-

point of family resource  management.

  The  United Nations General Assembly  Resolution
54124 proclaimed  2004 as the ]Oth Anniversary of the
International Year of  the Family (IYF>. A  draft resolu-
tion of the UN  Commission for Social Development

(CSD) on  Preparations for the Observance of the 10th
Anniversary of the IYF  was  adopted  on  21 Feb.  2002.

  The  objectives  of the IYF  include increasing
awareness  of  family issues among  governments  and

the private sector;  encouraging  national  institutiens
to formulate, implement and  monitor  family policies;
stimulating  responses  to problems affecting  and  af

fected by the situations  of  families; enhancing  the ef-

fectiveness of local, regional  and  national  programs

for families: and  strengthening  the existing support

  The  Japan Society of  Home  Economics {JSHE> was
commended  by  the  United  Natiens at  the  IYF  in 1994

OSHE International Exchange Committee 1995) and
in 2004. the 10th Anniversary  of  IYF.  The  20th World

Congress of International Federation for Home
Economics (IFHE) was  organized  in Kyoto and  an

open  symposium  commemorating  the 10th Anni-
versary  of  IYF  was  held.

  At  the IFHE  2004  Post-congress, the Division for
Family Resource Management  of  JSHE organized  a

seminar  commemorating  the 10th Anniversary of  the

IYF, The  reports  by Gertraud Pichler and  Ki-Young
Lee  presented  at  that seminar  emphasized  the  need

to enhance  support  to families globally, consistent

with  the ideas of  the  IYF.

  In view  of these processes, and  also  from a  larger

perspective of  Gender Equality and  nurturing  the

next  generation, it is very  important for the Japanese
business culture  to have family-friendly policies from
the viewpoint  of  family resource  management.

  In this paper, the following issues are  discussed
from the viewpoint  of  family-resource management.

(1) What are  family-friendly policies of enterprises?  {2)
How  are  men  and  women  enterprise  workers  imple-
menting  beneficial family-friendly policies? (3) What
are  the present problems  and  improvement measures

for family-friendly policies?

  We  adopted  the  method  of  distributing surveys  to

enterprises  implementing family-friendly policies and

their  employees.EXAMINATION

 METHOD

  For this study.  the surveys  of  enterprises  and  their

employees  were  conducted  at  workplaces  that re-

ceived  the Family-friendly companies'commendation

2 (692)
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Table 1,The  questionnaire to companies

Period 2004.02,28-03.12 Themaininvestigationitems
tr

Method Mailing,E-mail 1Employeessituation(Thenumbereffull-tlmeemployees,

Distribution I70companies'thatreceivedtheThenumberofpart-timeemployees,Employmentsitua-

family-friendlyenterprisecom-tion,Clas$ifiedbyageandlengthofservice,Usesituation

mendation /efChild-carcandFamilycareLeave).
2Chanceofimplementingfamily-friendtypolicies.

Thenumberofrecovery27companies{ResponserateSystemofeffortsforimplementation,
'

companle$ 15.9D/5)
3Companybenefitsfromreceivingthecommendation,

Thenumberofeffective'
4Employeebenefitsfromreceivingthecommendation,

recoverycompanles
5ApplicationofChild-careandFamily-careLeavetupart-

timeemployees.

6Introductionofnursingcareleaveforchildren,
7Expectationsferpublicinstitutesconcerningpromotion

ofwork-chiid-carebalance.

8Expectationsforpublicinstitutesconcerningprometion

oCwork-family-carebalance.'

'The

 number  enterprises  of  that address  was  confirmed  on  the homepage, from  the

iamily-friendly enterprise  commendation  during the fiscal period 1999 to 2003,

Table 2. Data collection

193 enterprises  that received  the

through  interviews to employees

Period ZO04,7.13-e9.10 The  main  investigation items

MethedInterview

Three  employees  ef  two  enterprises  th

received  the  family-frie

cemmendation.

Three  empLoyees  of  one  

has never  received  the  fa

terprise commendation.

iii1Candidate

Have  you  ever  used  child  care  and  family care  leave?

How  long was  the  period  of  use?

Trend  of  using  child-eare  leave and  background  factors.

Influences of  family-friendly policies on  families,

Family-friendly policies that  should  be promoted  further.

Exemption of  social insurance premiums  during child-care
leave.Payment

 during nursing  care  leave is n096  of  ordinary  salary.

Chi]d-care leave of  the  father during the  8 weeks  following

the  birth.

Nursing care  leave for children.

from among  the  enterprises  implementing family-
friendly policies. We  fecused on  

"model

 companies"

that  are  adopting  corporate  measures  that  enable

men  and  women  employees  to fulfi11 their family re-

sponsibilities. We  then applied  Family Resource
Management  theory'S  to them  to discern the true

sense  of  being family friendly.

'f'

 The whole  theory  of family support  has thus  devel-
  eped  in the field of  Family Resource Management in

  
"Home

 Economics": Le. time  use,  workforce  manage-

  ment,  and  family budget studies  from the  viewpoint

  of family gender relations.

(693)

  The  survey  methods  are  shown  in Tables  1 and  2.

Table 1 presents questionnaires submitted  te compa-

nies,  and  Table 2, interview-style surveys  given to

employees.  These two  survey  subjects  are  not  re-

lated, so  independent results  could  be obtained  from
each  investigation (of Questionnaire results  and

Interview results).

                  RESULTS

  We  now  discuss the  results  of  questionnaires and

Lnterview-styLe surveying,  which  primarily focused

on  child-care  leave.

3
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1 . Retention rate of  exeelLent  employees  er the empleyees  witb  aecumulnted  know-how  incresses.
2.It becomcs easy  to recruit  employees,

3 , Ernpleyee moTale  increases.
4 , Employees can  concentrate  nevv  en  business  vvithout  effi ¢ ial and  persenal anxiety,  and  product+vity increases,

5 , Extends company's  Teach,

6 . Sharpens company's  cornpetitive  edge,

7,Improvescompany'simage.

8 . Company  and  employees  enter  win-win  relatien.

9.0therbenefits.

Ie, No  meTit.

               Fig. 1. Companyls benefits from 
"family-friendly

 company  award"

Questioimaire results

  Initially, when  loeking at  child-care  leave trends, all
women  respondents  answered  that it was  rather  easy

to acqulre.
  However, men  did not  concur.  Mere  than  one  third

of  respondents  answered  that it was  dithcult.
Furtherrnore, when  1ooking into the opportunities  for
acquiring  child-care  leave, 90%  of women  answered
"high"

 and  all men  respondents,  except  those  who

gave no  answer,  answered  low,"

  Thus, in spite  of  the existing  iamily-friendly policies
that provide a  system  for work-life  balance (Diversity
Work  Rute Kenkyukai 2002), the survey  revealed  that

the system  places ernphasis  on  the use  of leave by
women.  while  many  enterprises  simply  assume  that

men  do not  desire it Since men  do have a dithcuit
time acquiring  child-care  leave, this may  be the rea-
son  for their low child-care  leave acquisition  rate,

Current corporate  culture  has not  evolved  to facilitate
men's  use  of child-care  leave, even  in 

"Family-

friendly" companies.

  Therefore, what  is the motive  required  to change

the corporate  cutture  so  that  men  can  use  child-care

leave and  raise  their chiid-care  leave acquisition  rate?

The  motive  will be the enhancement  of gender  equal-

ity to replace  life management  of the 
"consumers"

who  provide labor to enterprises,  because the policies
of an  enterprise  should  reflect  the needs  of its

employees,

  Secondly. although  the introduction of  the system

of  nursing  care  leave for chiidren  is now  regarded  as

a duty towards making  enterprises  family friendly,
only  about  60%  of the 

`commended'

 enterprises  have
already  introduced it. Incidentally, 8096 ef the an-

swers  indicated that 
"it

 was  suencient  to have annual
leave with  pay"  as  a  reason  for not  introducing this
system.  Under these circumstances,  it is highly prob-
able  that much  of the annual  paid leave accrued  by
women  employees,  who  carry  most  of the burden of
nursing  care  for children  at  home, will  be consumed
as nursing  care  leave for children.  In regards  to nurs-

ing care  for children,  men  and  women  employees  are

clearly  divided into two  groups: one  consists  of men

employees  who  do not  use  paid  leave, and  the other

consists  of women  empleyees  who  use  paid leave to

perform  nursing  care  for children  at home. Thus. it
can  be seen  that it is difficult to achieve  gender  equaL

ity in regards  te paid leave.

  This is a serious  problem  that will divide the gen-

ders into those that work  outside  the home  and  those

that  work  in the  home.  It is also  a  problem  from the

perspective of family resource  management,  which

involves the balance of household income and  the dis-

tribution of leisure time; a problem  that must  be re-

exarnined  as  a  relationship  between income (leave
with  pay) and  leave (time}.

4 (694)
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Ernpteyees'  gcnder eonsciousness  dimiaisbes and  it becomes easy  to gain cemmitment  of  fernate employees
Empleyees  can  plan their careers  vifithout  considering  gende[.
FemaleernployeesTcadilychal]engetheirporential.
Ir becernes easy  for empleyees  re realize  werk-life  balance,
ErnpLoyees adept  a  much  wider  vuork  view than the traditiona] one.  (Diligent emplayces  should  work  ]ong heurs, Men  are  engaged  in work  and

women  take care  of  the home.}
The  cempany  and  employces  enTer  a  win-win  relation,

Otherbenefits.

No  merit.

             Fig. 2. Employees' benefits from "family-friendly

 company  award"

  Company's  benefits and  employees'  benefits from

receiving  the commendation  were  showed  Flg. 1 and
Fig, 2 each  other,

Interview  results

  Interview-style surveying  was  implemented with

employees  of enterprises  that  received  the 

"Family-

friendly company  commendation"  and  those  that had
not  (Table 3).

  The  present status  of child-care  leave acquisition
from rhe  standpoint  of employees  is shown  in Table 3.
Frem  Table 3. the  following facts can  be seen  regard-

less of whether  the enterprise  surveyed  received  the
"Family-friendly

 company  commendation"  or  not.

1. Generaliy, women  obtained  child-care  Ieave easily,

  and  their acquisition  rate  is high.
2. Men, on  the other  hand, have dithculty acquiring

  child-care  ieave and  few  actually  have  the desire to

  acquire  it. Thus, rheir  acquisition  rate  is lo"r,

  Some  examples  will further clarify the issue of dis-

parity: A company  that has a system  of nursing  care

leave for children  is Company  A  (Mr. A, Ms. B), where
the length of  leave is five days. Company  B  (Ms. C)
and  Company  H  {Ms. D, Ms, E, and  Ms. F) have no

system  of  nursing  care  leave for children.  The opin-

ions of  employees  on  nursing  care  leave for children
are  listed in Table 4. From  Table 4, it can  be seen  that

employees  earnestly  desire nursing  care  leave for
children  regardless  of  whether  the  company  has a
system  of  nursing  care  leave for children  or  not.

  With  regard  to the  rights  of  fathers to acquire

child-care  Ieave during the 8 weeks  fo11owing child-
birth (see Table 5), it can  be seen  that  women  employ-

ees  strongly  desire that the father acquires  child-care

leave during this period. However, as  Ms. F pointed
out, the  reform  of a father's ideas concerning  his fam-
ily will  be the  essential  key in acquiring  chilcl-care

leave during this  period.
  The opinions  of  employees  on  ways  to increase the
number  of  men  who  obtain  child-care  leave are  listed
in Table 6, and  the following is a  summary:

1. It would  be a good  idea for the employee  to submit

  a  plan for acquiring  child-care  leave to the company

  during pregnancy  (his wife  in the case  of a mall  em-

  ployee) so  thar the company  can  make  arrange-

  ments  for his or  her absence  during child-care

  leave.

2. At least 6096 to 7096 of the employee's  ordinary  sal-

  ary  is required  during the period of child-care

  leave,
3. Men  are  unfamiliar  with  the child-care  leave sys-
  tem  and  few have the determination to take advan-

  tage of  it Thereiore, a reform  of men's  awareness

  regarding  family responsibility  is required.

  However, since  it is dithcult fbr a  single  enterprise

  to achieve  this, it is necessary  that public institu-

  tions rnake  effbrts  by recognizing  it as a societal

  problem,
  Personnel  management  can  enable  a  work-life

{695) 5
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Table 3. Actual states  ofchild-care

lpn. VoL

leave as

56 No.

viewed

 10 (2005)

from interviewswithemployees

IntervieweeSex  Age  CompanyCuntents
 Object

               Period
of job child

 Rensen  for
acqutsltLonfno

 acquisitionTrend

 of  acquisitionFactors
 in the

  the trend  obackground

 of

facquisition

Men  Wemen Men Women
Mr. AMan42  A Sales3rd  6weeks

chi]d

Want  to attend  on  Hard
the  new  born
chi]d. Want  to ac-

quire childtHre

leave if avai[able,

EasyAcquisition  of

child-care  leave it-
seLf  is difficutt
If acquisition  is
desirabie, iL is dif-

ficult to request  it

When  have no  re-
mstance  agamst

acquisition  of

childtare  Leave.

Ms,BWoman  32 Job lst lyear  and

related  to child  5 months

safe  2nd  lyear  and

operation  child  8months

It is naturat  that Hard
women  acqulre

child･care leave
after bearing a

child.

EasyChild-careIeaveis
net  diencuLt to ac-

quire, but do not

intend to acquire

child-care  teave

(There is ne  will

to acquLre).

Most  women  Hc-

quire  child-care

leave without  re-

tiring, It is natural
that wornen  ac-

quire  childtare

[eave after  bear-
ing a  child,

Ms. CWoman  44B becretary 3rd 6months
         chitd

Want to raise the Hard
child  with  moth-

erg  milk,

EasyChild-caredificultquire,[eave isto
 ac-Though

 it cannot
be said that acqui-
sition of chitdtare
leave is naturaL  it
can  be acquired

without  hesita-
tion.

Ms. DWoman  31H Personnel lst lyear
affairs  child

What  to devote Hard
myself  to child

eare  while  child-

care leave can be
acquirecl,

EasyDue  to the com-

mon  concept  that

child  care  is a

task  of  women,  it
is difficult to at-

quire child-eare

]eave.

Will acquire  child-

care  leave and

then  return  to

workptace.

Ms, EWornan  32 Personnet lst lyear
affalrs chitd

Because there  is Hard
the  system  of

chiid-care  teave.

EasyNot  only  it is dith-
cutt  to acquire

ehitd-eare  leave,
but alse  have lit-

tle witl to acquire
lt.

Acquiring child-

care  leave posi-
tively,

MsFWeman  37 PersonnelaffairsNot yetaequiredWhen the 2nd Hard
child  was  born,
child-care  ]eave
had just been in-
troduced, so there
was  no  will to ac-
quire it, Did not

acquire  tt for the
3rd chi:d either,

EasyIt  is dithtult to ac-

quire  child-care

teave, so  there  ts
no  will  to aequire

it

Theugh  I did not
acquire  child-

care  leave, the

workplace  under-

stands  the  neces-

sity  of  acquisition.

Table4. 0pinionsef intervieweesabout nursing  care  leaveforchildren

Interviewee Opinion

Mr.

Ms.

Ms.

Ms.

Ms.Ms.

A

B

C

D

EF

When  a  child  falls ill, it is desirable to acquire  nursing  care  leave for children.  However,  is the  5 days leave

enough?  
'

If nursing  care  leave for children  can  be acquired,  it is unnecessary  to use  all annual  leave with  pay for
nursing  children. Ten days of nursing  care  leave is desirable.

If nursing  care  leave for children  can  be acquired,  one  or two  days of  annual  leave with  pay  can  be used

fer mysetf  Such  leave is desirable.

If nursing  care  Ieave for children  is not  available,  all annual  leave with  pay will  be used  for children,  so

at  least five days of  leave is desirable,

Establishment of  a system  of  nursing  care  leave for chi}d  is desirable.

Establishment of a system  of  nursing  care  leave for child  within  a  certain  period is desirable.

6 {696)
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Table 5,Right  of fathers to acquire  child-care  leave during the 8 weeks  foIlowing child  birth

Interviewee Opinion

Mr. A

Ms, B

Ms,  C

pt(s, D

Ms, EMs.
 F

From  my  experience  of  having six  weeks  of  child-care  leave, it would  be splendid  if both father and

mother  can  acquire  eight  weeks  of  leave. Ideally, the acquisitien  of  three years of  leave for both father

and  mother  is desirable, However,  in practice, at  least ene  year of  leave is desirable, though  it wi]1  be dif-

ficult to acquire  from the  perspective of  income.

Eight weeks  of child-care leave following child birth is a  very  good  system.  In the mother  cannot  go out

of  the home  or  no  helper is available,  help by the father is necessary,  so  I strongly  desire that he acquires

leave.I
 strongly  desire that the father acquires  child-care  leave during the  first week  fo11owing child  birth, In

the case  of  a nuclear  family with  no  helper available, one  month  of  child-care ieave is necessary.

It is ideal fer the  father to  participate in child-care. Theugh it is a common  societal  awareness  that 
"child

care  is a  woman's  job," the  children  are  born from both parents.  I consider  that both a  husband and  wife

enjoying  and  worrying  about  the  care  of  a  newborn  and  watching  him or  her grow  will  lead to a  harmo-

nious  family. I hope that fathers who  acquire  child-care  leave wil]  increase.

From the standpoint  of the wife,  it is very  geod if the husband can  acquire  child-care leave,

A  system  will  have no  meaning  unless  the  father changes  his attitude and  helps with  child care.

Table 6. Measures to increase the number  of men  who  acquire  child  care  leave

Interviewee Opinien

Mr. A

Ms. B

Ms, C

Ms. D

Ms, E

Ms, F

When  I reported  the  birth of  a  new  child,  I was  told that a  ]ater notice  is enough  for men.  I wanted  to re-

ceive  child-care  leave in the same  way  as  women.  In the present  circumstance  where  acquisition  by a

man  is an  exception,  it is difficult to request  child-care  leave. It is necessary,  regardless  whether  the  em-

ployee is a man  or women,  to submit  a plan of child-care ]eave to the company  when  pregnancy has been
confirmed  so  that chilcl-care  leave can  be arranged.

It is net  that child-care  leave is difficult to acquire:  rather  men  do not  intend to acquire  ch!ld-care  leave.

Some men  do not  even  know rhe  system  of child-care leave exists, so the existence  of such  a system  must

be publicized.
To  raise  men's  acquisitien  rate  of  child-care  leave, it is necessary  to sotve  the problem of  payment,

Though we  don't require  100%  of  our  ordinary  salary,  at  least 60%  to 70%  is required  to raise  men's  ae-

quisition rare  of  child-care  leave.

It is necessary  to create  an  atmosphere  in which  men  are  allowed  to acquire  child-care leave by the work-

place  or  whole  company  to promote  acquisition,  Public institutions mu$r  also  prumote chiid-care  leaye by

some  means.

It is necessary  to promote the  system  ef  child-care  leave and  notify  each  individual thar it can  be ac-

quired, Public institutions are also  required  to publicize that it can  be acquired,
Men  have little will  to acquire  child-eare  leave on  the  company  or  individual leveL so  men's  attitudes  must

be changed.  However,  it is difficult for a  single  enterprise  to achieve  this, so  it is necessary  rhat  public in-

stitutions should  endeavor  to understand  [t as  a  common  problem  of  society.

balance for men  and  women  employees,  and  it is said
that 

"this

 stage  of  family awareness  is necessary  to

change  the  working  environment  for men,"

Therefore, the  accepted  system  of  men  employees

working  overly  long hours must  be improved,
However, this involves the most  intransigent

C697)

problems of labor policy and  family awareness  re-

form. Also, in erder  to increase the number  of men

who  acquire  child-care  leave, the efforts oi a  combina-

tion of  both the  public  sector  and  the private  sector

are  required  to rake  various  measures.  including the
honoring of payments  during the period  of  child-care
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leave.

  Under the present circumstances.  those men  who

do acquire  child-care  leave are  considered  an  excep-

tion, and  it can  be said  that they  also  require  courage

to go  against  the accepted  rule  of absolute  company

loyalty to become loyal husbands and  fathers, With
the increase of men  requesting  child-care  leave, the
universally  accepted  idea of 

"child

 care  being wom-
en's  work  and  child-care  leave should  be acquired  by
women  only"  is expected  to diminish.

               DISCUSSION

  From  the  survey  results,  the  discussions on  family-
friendly policies from the viewpoint  of family-
resource  management  are  as fo11ows:
  The trend where  men  encounter  dithculty in ac-
quiring child-care  leave means  that there is an  in-
creased  burden of  unpaid  work  on  women  during the

period of  child-care.  Under the present  circumstances,

therefore, the improvement of gender relations  at

home  by means  of  family friendly policies is diffcult
Promoting the acqui$ition  of child-care  leave by men

employees  is problematic  in that paid leave equals
only  40%  of the ordinary  salary.

  From the viewpoint  of family resource  manage-

ment,  it is necessary  to implement family-friendly

policies, Work-life balance with  family-friendly poli-

cies  is a  concept  that should  be studied  by incorporat-
ing it into family resource  management

  Merits for employees  of  companies  receiving  fam-
ily-friendly company  commendation  are  numerous.

For example,  
"employees

 find it easier  to achieve

work-life  balance," 
"gender

 discrimination among  em-

ployees diminishes, the work  of women  employees  be-
comes  easier,"  

"women
 employees  find it easier  to

realize  their own  potential," and  
"employees

 come  to

realize  emancipation  from the traditional sense  of

work  as drudgery." These results  can  lead to a work-
life balance for both men  and  women  employees,  and

when  viewed  from the aspect  of  family life are  ex-

tremely valuable.

  It appears  that family-friendly policies have taken
root  as  the system  for the work-life  balance of em-
ployees. The  efforts  in supporting  the  child  care  of

employees,  including men,  will  not  only  change  the
trend  of  having  only  a few  children,  but will  surely

contribute  to the creation  of  a  society  where  working

couple  can  bear and  raise  children  while  working

(Sato and  Takeishi 2004),

  The  previously described flows into 
"Plus

 One
Proposal to End  Low  Birthrate" and  the 

"Law
 for
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Measures  to Support the Development  of  the  Next-

generation" are  significant  in that they intend to

change  the  ways  of  working  of men  as  welL  The  ori-

entation  of  placing importance en  a work-life  balance
achieves  a society  with  life-friendly elements  (a re-

view  of the way  of working  in general) while  main-

taining conventional  family-friendly elements

(enrichment of nursing  services,  etc.)  {Kashima 2003).

  Elucidating the relationship  between family-
friendly policies and  family life is essenttal  for studies
of gender  in home  economics.  This is achieved  by

paying  attention  to the present status  of the work-life

balance of employees  from the viewpoint  of  family-

resource  management.  In Japan. the orientation  of
"the

 reinforcement  of supports  to families" by the
United Nations on  the 10th anniversary  of the IYF
mentioned  at the beginning of  this paper  must  be con-

nected  to these important  social  subjects.

  Some  part of  this paper  was  reported  in the poster
session  of  the 56th JSHE convention  research  presen-
tation meeting  <August 2. 2004. Kyoto),
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企業に お け る フ ァ ミリ
ー ・フ レ ン ドリ

ー
施策 と生活経営

杉 田 あ け み ， 伊藤 セ ツ
’

（千葉経済 大学短期大学部，
＊

昭和女子大学大学院生活機構研究科〕

原槁 受付平 成 16年 11月 4 日 ；原稿受理 平成 17年 8月 19 日

　2004年 ，国連は国際家族年 10周年 に 当た り，家族支援 の 強化 を強調 した．家族へ の サ ポ
ー

トは，公の 制度とともに 企業の 施策と深 い 関係が ある ．本論文の 目的は，生 活経営学の 視点か

ら，企 業の フ ァ ミ リー ・
フ レ ン ドリー

施策を検討す る こ とで あ る．方法は，．企 業と従業員とへ

の 調査で あ る．結果は ，次の とお りで あ る．  女性は育児休業を取得 し や す い 傾向に あ り，
そ の 取得状況は高か っ た   男性は 育児休業を取得 し に くい 傾向に あ り，そ の 取得状況 は低

か っ た．  「フ ァ ミ リー ・
フ レ ン ド リー

企業」に お い て さ えも，男性が 育児休業を利用 しや す
い 企業文化が 育 っ て い な か っ た．男性従業員 が，生 活者 と して の 意識 を 持 ち，ワ

ーク ラ イ フ
・

バ ラ ン ス を取れ る よ う に し て い くた め に，フ ァ ミ リー・
フ レ ン ドリー施策を生活経営の 視点か

ら活 用 す る 必 要が あ る．

キ ーワー ド ： フ ァ ミ リ
ー ・フ レ ン ド リー，国際家族年，

看護休暇、ジェ ン ダー．

ワ
ーク ラ イ フ

・バ ラ ン ス ，育児休業．
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