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All observers agree that changes in family 

structures have been witnessed in the last 

decades. The main factors are an increase 

of women employment rate, an ageing 

population and a higher number of single 

parent families. These changes have 

resulted in greater difficulties for all EU 

citizens to cope with everyday life tasks and 

family responsibilities.  

The ability to reconcile work and private life 

is affected by the time available to carry out 

unpaid work, i.e. housework and care. 

Housework comprises of traditional tasks 

such as cleaning, cooking, washing, 

gardening and repairs while care include 

both childcare and care for elderly and 

disabled relatives. In this regard, the 

provision of personal and household 

services is of crucial importance and can 

answer to the growing and emerging 

demand of EU citizens for a better work-life 

balance with other tools such as leave and 

flexible working arrangements. This is why 

this paper intends to set out and clarify the 

role played by the personal and household 

services sector towards a better work-life 

balance.  

 

 

  PHS: KEY TOOLS FOR WORK-LIFE BALANCE 

What are personal and household services ? 

Personal and household services (PHS) 

comprise of a broad range of activities that 

contribute to the well-being of families and 

individuals which are: home services 

(housework, ironing, gardening, small 

repair work, delivery of food, etc.), child 

care facilities including all kind of services 

(nursery, nanny, shared childcare, holiday 

centres, baby sitting, etc.), tutoring (school 

help, IT assistance etc.) and services to 

enable disabled, dependants and elderly 

people to continue to live in their own 

home.  

PHS allow EU citizens to outsource certain 

tasks and to save time to do others 

activities or to properly take care of their 

relatives, so that they  do not have to 

favour one sphere at the expense of the 

other one.  
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By doing so, the PHS sector : 

 

 

 

 

  PHS: KEY TOOLS FOR WORK-LIFE BALANCE 

 

As such, the PHS sector is a key element 

towards the achievement of a better work-

life balance (WLB), as it:  

 enables families and individuals to 

externalise daily tasks made at home, 

 provides various solutions regarding 

child and elderly care,  

 favours women increased participation 

to the labour market. 

 

is limited by the extent of undeclared work 

At least 7 MILLION Europeans purchase cleaning 

services on the undeclared labour market 

7.5 MILLION workers 

CAN CREATE 

BUT 

EMPLOYS 

5.5 MILLION new jobs 

Sources: European Commission, EFSI based on Eurostat 
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As a general rule, work-life balance 

measures should be made available and 

accessible to all workers be they parents of 

young children or teenagers as well as 

carers of older or disabled family members, 

and it should target men as much as 

women. WLB challenges may evolve over 

time but they last through the entire life 

course.  

   

WLB : a concern for every EU citizens  

The most time consuming unpaid activities 

appear to be cooking and food preparation, 

cleaning, shopping and child care.  

 

 

ON AVERAGE, EU CITIZENS SPEND 

23h/week caring for children 

 11h/week on cooking and housework 

  8h/week caring for elderly or disabled 

22% of people in employment express WLB dissatisfaction  

27% of EU workers feel that they spend too much time at work :-( 

came home too tired to do household jobs that need to be 

done several times a months in 2011  

53% OF EU WORKERS 

Source: Eurofound 

Source: Eurofound 
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If the research towards a more balanced life 

is a common challenge among EU citizens, it 

appears that the European Union is still 

facing considerable challenges when it 

comes to addressing the gender dimension 

of this topic.  

  PHS: KEY TOOLS FOR WORK-LIFE BALANCE 

 

This gender inequality has a direct impact 

on women’s participation in the labour 

market. If nothing is done to reverse the 

trend, it will undoubtedly undermine the 

European Union’s ability to reach the 

Europe 2020 Strategy’s objectives related to 

employment and poverty reduction.  

Furthermore, the need of a better balance 

between professional and personal duties 

of family carers is often underestimated. 

Taking care of a relative can have serious 

consequences on the possibility to work in 

formal employment and pursue a career.  

- Inactivity: 9.9% ♀/ 1.9%♂ 

- Part-time employment: 15.6% ♀ / 7.3% ♂   

Personal and family responsibilities are the main reason for: ♀/♂ 

- Inactivity: 15% ♀/ 1.2%♂ 

- Part-time employment: 27.6% ♀ / 3.9% ♂   

Looking after children or incapacitated adults the main reason for: ♀/♂ 

Mothers work 12% less 

AFTER EVERY CHILD 

Women spend 12 hours more/week to unpaid work than men 

ON AVERAGE ♀/♂ 

Source: Eurofound 

Sources: EP report on women and crisis and  2013 European Labour Force Survey 
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This brief overview of the current situation 

of our European societies along with the 

future demographic changes make this 

pursuing of a better WLB a necessity, 

especially as more and more women are 

going to participating to the labour market. 

In addition, due to population ageing, the 

overall EU workforce is going to shrink and 

workers’ caring obligations are going to 

increase thus reducing the  number of 

available informal carers while at the same 

time retirement age is postponed.   

   

 

2010              2060   

80% OF CARING TIME 

for people with disability 

or for older dependent 

person is provided by in-

formal carers from 

among family, friends 

care for their elderly or 

disabled family members 

several days a week or 

everyday 

1/10 EUROPEAN 

provide care to an elderly or disabled relative at least once or twice a week 

17% of 35-49 y.o. 20% of 50-64 y.o. 

Source: Eurofound 

Source: Eurostat 
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If nothing is properly implemented to 

enable EU citizens to reach a better balance 

between their professional and social 

duties, this might have a negative impact on 

their finances, making it difficult for some of 

them to ensure or choose the preferred 

combination. Thus, work-life imbalances 

represent a risk of poverty and social 

exclusion for EU citizens as well as a risk of 

lowered development of EU Member 

States.  

  PHS: KEY TOOLS FOR WORK-LIFE BALANCE 

Comprehensive WLB strategies should 

promote a reorganization of working time 

arrangements as well as the development of 

PHS. In this regard, EFSI believes that public 

support and workplace policies are needed. 

These are embedded in a variety of family 

and gender policy regimes. Most of the 

times, it is the combination of help and the 

way that company and state policies support 

and interact with each other that ensure a 

successful WLB strategy. 

 

As such, public support can be direct 

(through public provisions and financing or 

administrative simplification for example) or 

indirect (through tax support for companies, 

PHS providers and/or citizens related for 

example to care or housework services). It 

should reinforce the access to PHS and make 

their formal provision more affordable. 

Thus, public investments in affordable and 

high quality care and support services are a 

major driving force to help ensure that EU 

citizens are able to choose the solutions that 

fits the best their needs for work-life 

balance.  

 

On the other hand, workplace policies can 

be defined as “those practices that facilitate 

the reconciliation of work and family life, 

and which firms introduce to complement 

statutory requirements” (OECD, 2007). 

Workplace policies can be implemented 

both by public and private employers. They 

can take the form of voluntary or 

compulsory arrangements through direct 

support (such as employer provided 

childcare) or indirect (such as support in 

finding, organizing or financing PHS). At 

present, workplace policies consist for the 

most part of working time arrangement 

whereas measures easing the access to PHS 

are less common. By adopting such 

workplace solutions, employers contribute 

How to meet the needs? 
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to the creation of positive work 

environments making it possible for their 

employees to be both good workers and 

good caregivers. It is a way for employers to 

increase health and safety at work, job 

satisfaction and productivity, meet the 

wishes of staff, lower absenteeism and 

retain qualified staff especially in high-

skilled industries where employee 

replacement costs are high.   

   

From the Lisbon strategy in 2000 to the 

current Europe 2020 Strategy, the European 

Union’s role in relation to work-life balance 

has concentrated largely on promoting 

employment especially of women, ensuring 

equality between men and women as well 

as affordable and high quality childcare. 

Despite an active approach by the EU in 

relation to policies aimed at reconciliation, 

the impact on Member States has varied 

and remains globally insufficient.  

This is why, EFSI calls on EU decisions-

makers to adopt a comprehensive strategy 

enabling all EU citizens to properly balance 

their private and professional life.  

In this regard, the renewed Europe 2020 

Strategy should commit that at least 50% of 

Europeans workers have access to 

measures ensuring a better balance 

between professional and private lives by 

2020. It should also actively seek a 

reduction in the overall difference in the 

labour market participation rate of men and 

women, while reaching an employment 

rate of 75% of the 20-64 year-olds to be 

employed.  

This strategy should target both men and 

women be they parents or carers of elderly 

or dependents,  all workers must be fully 

integrated in it regardless the size of the 

organisation they work for. It should be 

driven by the principle of freedom of choice 

of EU citizens and promote both the 

implementation of state support and 

- 45.8% to 72.7% of companies offered flexible hours  

- 2% to 18.3% granted support in finding or financing childcare 

- 1.1% to 3.8% offered childcare 

- 0% to 5.1% offered PHS to their employees 

IN 2009, IN 6 EU COUNTRIES 

Source: Cologne Institute for economic research 

EFSI’s recommendations 
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workplace solutions. This strategy should 

combine working time arrangements as well 

as access to PHS. 

When it comes to ensuring an adequate 

access to personal and household services, 

this Strategy should:  

 recognise PHS major contribution to 

WLB, as being a flexible solution 

respecting EU citizens’ preferences and 

needs (such as requirements linked to 

specific working times) as well as 

reducing the risk of poverty and social 

exclusion;   

 promote the exchange of best-

practices among EU and national 

stakeholders, including social partners 

towards the adoption of State support 

and workplace policies;  

 ensure that EU laws do not constitute 

an obstacle to the implementation at 

national level of an adequate fiscal and 

regulatory framework enabling EU 

citizens to have access to affordable 

and quality PHS. These measures 

should promote a wide and fair 

solvency of the demand among 

providers and guarantee users’ 

freedom of choice. They can take the 

form of in-cash benefits, tax deduction 

and exemption schemes, VAT reduced 

rates or services vouchers and should 

be made available to EU citizens, 

employers and PHS providers; 

 work toward the development and 

structuration of PHS supply so as to 

ensure that qualitative services are 

accessible to as many EU citizens as 

possible; 

 underline the need for public 

authorities’ long-term commitment as 

a prerequisite for any WLB strategy's 

success;  

 help Member States to carefully 

analyse the benefits and drawbacks of 

such policies as well as estimate their 

earn-back effects (i.e. job creation, 

formalisation of undeclared work, 

increased female employment rate, 

etc.) so that the current austerity 

measures should not prevent Member 

States from adopting WLB measures.   

 

To illustrate these recommendations and for 

the good information of European 

Institutions as well as European and 

national stakeholders, various PHS support 

mechanisms implemented in the framework 

of WLB initiatives will now be presented. 

Without pretending to be comprehensive, 

these practices provide an overview of the 

public support and workplace policies that 

could be implemented.  

  PHS: KEY TOOLS FOR WORK-LIFE BALANCE 
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How it works ? 

Austrians’ employers have the possibility to 

contribute to their employees’ opportunity 

to keep a good balance between family and 

career as well as to make women’s 

reintegration after a maternity leave easier, 

thanks to childcare vouchers.  

Through this solution employers grant their 

employee an amount of money, which will 

be dedicated to the payment of childcare 

facilities for children.  

Employers considers the voucher as a tool 

to strengthen employee satisfaction and as 

a measure supporting CSR. They benefit 

from a social insurance exemption on the 

amount granted. 

Parents can use the voucher in the childcare 

facility of their choice such as  

kindergartens, child-minders, sports clubs, 

holiday centres or music schools. The 

amount they have received benefits from 

an exemption on Personal Income Tax up to  

€ 1000  per child per year up to 10 years 

old.  

In addition, parents also benefit from 

counselling about parenting and child care 

provided by experts from different fields 

(educators, psychologists, lawyers, social 

workers, etc.).  

Key figures 

The childcare voucher can be redeemed in 

more than 3000 childcare facilities. 

In 2011,  14% of children under the age of 

three and 85% of children between three 

and compulsory school were enrolled in 

formal childcare.  

 

 

 

 

 

Sources: Edenred /Eurostat 

 

“We support our employees with children 

up to the age of 14 with Ticket Junior®. It is 

important for us to help our employees ta-

ckling work-life balance challenges. [...} We 

have found a competent and reliable part-

ner in Edenred“ 

Theresia Palm - Industriellenvereinigung 
HR-Department 

  AUSTRIA 

Childcare voucher 
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How it works ? 

Titres-services / Dienstencheques vouchers 

allow private individuals to access domestic 

help, ranging from housecleaning, laundry 

and ironing, to sewing, meal preparation, 

and transport for less mobile people. 

Vouchers can be bought in a “paper” 

version or electronically. 

Each voucher costs the user €9 (up to 400 

vouchers, thereafter the price is set at €10 

per voucher) and it entitles him/her to one 

hour of domestic help from a registered 

company. Users cannot buy more than 500 

service vouchers per year and they benefit 

from an additional 30% tax deduction. 

Single parents and household where a 

dependent or disabled person lives are 

allowed to buy up to 2000 service vouchers 

per year. 

Once the job is done, the user gives the 

services vouchers over to the registered 

company, which in turns sends them to the 

issuing company for a refund. The company 

receives a government subsidy of €13.04 

per hour on top of the €9 paid by users.  

Key figures 

Services vouchers were used by 18.9% of 

Belgian households in 2012 (approx. 900 

000 individuals). 44.5% of them were aged 

between 35 and 54 years old. 

A survey conducted in 2011 revealed that 

among services vouchers users, 17.8% used 

it to better combine private and 

professional life.  

 23% of them were able  to spend more 

time with their families, 

 22% to do other chores, and  

 20% enjoyed their free time to  do other 

leisure activities. 

 

 

Sources: Federgon / Idea Consult / Tempo-Team 

“Being a single mum and needing help for 

the upkeep of our little nest, I chose to work 

with Tempo-Team for its efficiency, reliabil-

ity and flexibility. A question, a change of 

date ... no problem, I contact them and they 

always provide a solution! In addition, over 

the weeks I forged links with my housekeep-

er and I look forward not only for her pro-

fessional skills but also for her human quali-

ties. We have built up a relationship of trust 

and respect.” 

Yvette 

  BELGIUM 

The services vouchers  
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How it works ? 

The tax deduction for domestic help 

(Kotitalousvähennys) offers individuals the 

opportunity to deduct a proportion of the 

costs of domestic services through the tax 

system. Within the system, the following 

domestic services are available: 

 cleaning, 

 gardening, 

 renovation and home repairs, 

 care for an elderly person or a child in 

the home, 

 installation, maintenance of support of 

IT and telecommunication in the home. 

Users can deduct from their income tax 45% 

of the expenses when they bought the 

services from a registered provider or 15% 

of the wage and 100% of the employer 

social contribution when they employ 

directly the worker.  

The ceiling of the tax scheme is €2400 per 

year per person (€4800 per household) and 

it can be used for services performed in 

their home as well as in their parents’ or 

spouse’s parents’ home.  

Users are not eligible to the tax scheme if 

the household has already been supported 

by public subsidies or financial support in 

the framework of care policies.  

Key figures 

In 2010, the tax credit scheme was used by 

370 000 households (approx. 14.5% of 

Finnish households). 

As such, 25% of tax deductions were 

associated with cleaning services and 4% 

for treatment and care services.  

 

 

 

 

 

 

 

 
 

Sources:  Federgon / Sosiaaliala / Statistics Finland. 

  FINLAND 

Tax deduction for domestic help 
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How it works ? 

The HR CESU voucher gives employers the 

opportunity to grant their employees a non-

monetary bonus which gives them access to 

any personal and household services. 

Voucher are issued on the name of the 

beneficiary for a definite period and has a 

predefined amount. The incentives for 

companies to implement this gratification 

are significant tax reductions (such as a 25% 

tax credit).  

Employees are free to use the HR CESU 

vouchers to have access to family services 

(child minding, school help, etc.), home 

services (cleaning, ironing, gardening, 

preparing and delivering meals, etc.) as well 

as services for the elderly and disabled 

people.  

In addition to the bonus granted by their 

employer, users benefit (as any other 

private household) from a 50% tax 

deduction or credit for the purchase of PHS 

up to €12.000 per year. This ceiling 

increases for households with dependents.  

The number of companies that employ this 

gratification has significantly increased in 

recent years, especially among SMEs.  

Key figures 

75% of employees benefiting from HR CESU 

vouchers use them to access services 

related to the family (mainly childcare 

services) and 37% to access domestic 

services.  

60% of them receive €900 or more per year.  

User profile : a woman, aged between 30-

49 years old, in couple with children and 

with a monthly net income ranging from 

€1.200 to €2.200. 

99% of beneficiaries would recommend the 

HR CESU voucher.  

In 2013, HR CESU vouchers were issued for 

a total amount of €303 million on behalf of 

12 511 employers among which 75% belong 

to the private sector.  

 

 

 

 

 

 

 

 

Source: APECESU  

  FRANCE 

The HR pre-financed CESU voucher 
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How it works ? 

In the framework of their reconciliation 

policies, companies are encouraged to fund 

childcare facilities (on-site or in the 

community) for their own employees. 

Considering the various tax benefits and 

public investments available, the net cost 

per child borne by companies ranges 

between €150 and €180 per month.  

Since 2003 Crèche Attitude creates and 

manages childcare facilities on behalf of 

businesses, communities and business 

associations. As such, Crèche Attitude® :  

 enables companies to create and share 

workplace solutions by seeking others 

SMEs and very small enterprises willing to 

take part in the project,  

 advices companies and helps them to 

book the number of childcare seats 

corresponding to their employees’ needs 

(with non-standards hours for example),  

 manages the various childcare centers 

and bears all operating risks.  

All childcare facilities  are under agreement 

with the Family Allowances Fund, so the 

price paid by parents is based on their 

income, as in any public childcare facility.  

In 2014, Crèche Attitude welcomes 5 000 

children each day through more than 

hundred childcare facilities.  

 

Source: Crèche Attitude 

 

 

“The proximity between the childcare cen-

tre and my workplace allows me to save ti-

me and spares me some stress.”  

Clément’s father 

  FRANCE 

Crèche Attitude 

 

“I was able to place my daughter at the CAP 

CANAILLES childcare centre thanks to my 

employer who books a few places in this 

structure every year. Knowing how hard it 

can be for parents to find a place in collecti-

ve structures such as this one, it is a great 

luck for us and for our daughter who learns 

many things everyday with her friends.” 

Anaïs’ mother   
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How it works ? 

Facing a restricted access to childcare  

solutions for parents living in mountain 

areas, the Aosta Valley Region has created  

in 2003 a new childcare professional role, 

the so –called Tata-familiare.  

Thus, Tata-familiare are women setting up 

small kindergarten in their own home and 

looking after children from 3 months aged 

to 3 years old. They are registered to the 

Region after having followed a specific 

training from the Regional Department of 

Health, Mental Health and Social Affairs.  

Each Tata-familiare takes care of maximum 

4 children for a minimum of 2 hours up to a 

maximum of 10 hours daily, enabling the 

provision of dedicated services (beyond 

traditional day-care facilities) for instance 

teaching children about nature of the 

region and foreign languages basics.  

The municipalities of residence of the 

parents grant economic support to families  

through the TATA-card (an electronic 

voucher).  The grant depends on families’ 

economic situation by covering from 30% to 

90% of the childcare costs and it is directly 

loaded on the card.  

Key figures 

At present, there are in the the Aosta Valley 

Region, 39 Tata-familiare, 23 nurseries and 

11 kindergartens . 

In 2013, the Region invested € 800 000 in 

the Tata-familiare system for the benefit of 

204 families. 

Whereas the average population density is 

202 inhabitants per square kilometers in 

Italy, it reaches only 39,43 in the Aosta 

Valley Region.  

 

Sources: Aosta Valley Region / Edenred / INSEE 

  ITALY 

The TATA-card  
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How it works ? 

With the aim of supporting social inclusion, 

improving   citizens’ quality of life and well-

being  as well as strengthening  local and 

territorial attractiveness, the Lombardia 

Region has implemented since 2010 the 

system of Dote conciliazione.  

Dote conciliazione enables families to have 

access to services which can help them to 

reach a better work-life balance. Help is 

only granted once to parents (eligible for 

social allowances) who have returned to 

work after compulsory or optional parental 

leave. Thus, the Lombardia Region grants 

them an allowance worth €200 per month 

which is distributed under the format of 

vouchers (20 vouchers with a €10 face 

value) for a maximum period of 8 months. 

The value of the envelop is fixed and do not 

depend on the number of children.  

Using the vouchers, families can have 

access to a whole range of PHS such as pre-

school care; afterschool clubs and help for 

homework; housework; home assistance for 

dependent people (i.e. elderly, disabled 

people). 

Beneficiaries can also use the vouchers to 

have access to a range of basic needs in an 

affiliated network of shops . 

Key figures 

There are 4487 beneficiaries of the Dote  

conciliazione vouchers. They can redeem in 

1 204 affiliated PHS providers.  80% of the 

vouchers are used to have access to 

childcare services.  

In the Lombardia Region, 20% of employed 

women leave the job market during the 1st 

year of maternity and 30.5% of women 

work part-time.  

The project benefits from a  € 5,2 millions 

financing through the support of the 

European Social Fund  (42.4%), the Italian 

State (57.2%) and the Region (0.4%). So far, 

only 42% of this amount has been used.  

Source: Edenred  / Regione Lombardia 

  ITALY 

Dote Conciliazione  

 

“The program helped us to strengthen and 

make the existing policies more effective. It 

allowed us to create a network of providers 

offering conciliation services in the territory. 

The positive point is the ease of use of the 

tool for the beneficiary, and the existence of 

multiple access points .” 

Francesco Foti, General Director of Training 

and Employment, Lombardia Region 
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How it works ? 

Since 1999, Portuguese companies can 

participate to the childcare expenses of 

their employees with children up to 7 years 

old.  

Thus, the Creche voucher is a salary benefit, 

regulated by law,  which enables employers 

to leverage their employee’s salary through 

the distribution of vouchers dedicated to 

their childcare expenditures.  

Employees receive one voucher per month 

(electronic or paper form) that allows them 

to access childcare services (such as 

nurseries and kindergartens). Parents are 

free to choose among the childcare 

providers meeting the standards set by law. 

The amount received benefit from an 

exemption on Personnal Income Tax and 

Social Security contributions.  

The incentives for companies to implement 

this gratification are an Income Tax 

exemption and a deductibility on social 

contributions, which lead to a tax 

optimisation by 40%.  

  

Key figures 

On average, the face value of the voucher is 

€150 per month.  

In 2011, 39.5% of children under three, and 

85.7% of children between three years old 

and school age were enrolled in formal 

childcare facilities. There has been a real 

improvement of the situation compared to 

2005, when the enrollement rate for both 

age group was at 30%. 

Sources: Edenred / Eurostat 

 

“Cheque Creche is a real advantage for em-

ployees. I pay the nursery of my children 

with the e-voucher format, a simple and 

uncomplicated way to pay. All the compa-

nies should incentive their employees and 

this is a perfect solution to incentive all em-

ployees who are parents.” 

Helena Alves - Human Resources 

  PORTUGAL 

Creche voucher 
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How it works ? 

Since 2006, employees who have choosen 

to return to work  as soon as possible after 

the birth of a child, are granted by their 

employer  childcare vouchers. The grant of  

childcare vouchers is limited to only one 

parent. 

They receive one voucher per month that 

they are free to use for the upbringing of 

children until the age of two or until the age 

of three in the case of disabled children.  

Employees may freely spend their childcare 

vouchers in public or private nurseries or 

kindergartens as well as in education units 

specialized in care and education services 

for children.  

However, vouchers cannot be used for 

childcare services provided by nurses or 

physical persons who are directly hired by 

parents. 

The amount granted through the voucher is 

deductible from the calculation of the tax 

on profit (16%) and is exempted from the 

payment of social duties owed by 

employees (16.5%) as well as the social 

duties owed by employers (23%). 

 

 

Key figures 

The monthly face value of the voucher is  

currently of RON 430 (appro. €97.5) and  is 

indexed twice a year.  

Only 2% of children under the age of three 

and 41% of children between three years 

old and school age were enrolled in formal 

childcare in 2011.  

In the last decades, the number of nurseries 

has dramatically decreased from 840 in 

1990 to 272 in 2007. Thus, in Bucharest 

only one child out of 20 has a seat in a 

childcare facility.  

However, 56.5% of mothers of children 

under six were employed in 2012 compared 

to 59.1% on EU level.  

 

 
Sources: Edenred / Eurostat 

  ROMANIA 

Creşa voucher 
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How it works ? 

Introduced in 2004, the Guardería voucher 

enables employers to participate to the 

childcare costs of their employees.  

Thanks to Guardería voucher, companies   

can grant their employees with a amount 

dedicated to childcare expenses. Vouchers 

are handed in a paper or an electronic form. 

Companies benefit from a Corporate 

Income Tax reduction up to 10% of the 

amount granted through the vouchers.  

With the Guardería voucher, parents can 

pay the childcare expenses of their children 

up to three years of age (or to be more 

exact until the end of pre-primary education 

school year during the  during the year in 

which the child turns 3).  

 

Parents can choose the childcare facility  of 

their choice (i.e. nurseries, kindergartens, 

etc.) among a network of affiliated 

providers.  

The total amount that parents received with 

Guardería voucher benefits from an 

exemption on Personnal Income Tax  as long 

as the amount does not exceed 30% of 

annual salary. In addition, the Provinces of 

Álava, Vizcaya and Guipúzcoa have capped 

the taks exemption at €1 000 per worker 

per year.  

Key figures 

On average, parents save €75 per month.  

Up to now, 5 000 nurseries are part of the 

voucher network throughout Spain.  

In 2012, 64% of children under three were 

not enrolled in formal childcare.  

 

 

 

 

 

 

 

 

 

 
Sources: Edenred /Eurostat 

  SPAIN 

Guardería voucher 
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How it works ? 

The tax reduction on domestic work (RUT-

avdraget) enables individuals to pay only 

half of the labour cost of the domestic 

services they purchase. This tax reduction is 

limited at SEK 50 000 (€ 5 841) per year per 

person (or SEK 100 000 per household). 

Individuals can use the tax reduction to 

have access to a range of services,  provided 

either in their  main or second home, or in 

their parents’ home :  

 cleaning,  

 washing,  

 cooking, 

 simpler garden work  and snow 

clearing, 

 childminding, 

 basic personal care services for elderly 

person. 

The services are eligible to the tax reduction 

as long as they have been performed by a 

registered company or a self employed 

person.  

Housework services are by far the most 

popular ones, even though an increased 

recourse to childminding services has 

recently been noticed. 

 

 

Key figures 

At present almost 540 000 individuals used 

the tax reduction on domestic work and 

62% of them are women. 

In 2012, approximatly 35% of the tax 

reduction users were  between 30 and 49 

years old. 

This tax reduction is considered as being 

beneficial by 8 Swede out of 10, whether 

they are user or not. 

On an average weekday, women spend 12 

hours on housework duties whereas men 

spend 7 hours.  

 

 

 

 

Sources: Almega / Joakim Lamotte Blog / Statistics 

Sweden 

 

“As many other middle class habitants, with 

a yearly wage close to the average wage for 

Swedish people, I now and then buy home-

cleaning services to facilitate my living situ-

ation with a lot of work, stressful preschool 

pickups and double booked weekends”. 

Joakim  

  SWEDEN 

Tax reduction on domestic work 
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How it works ? 

In the UK, local authorities must provide 

short term respite to all informal carers 

looking after adults needing substantial 

amounts of care or supervision.   

To be able to receive this public allowance, 

carers must be taking care of people eligible 

for social care support, such as elderly, 

people with long-term illness or people 

with physical or learning disabilities.  

The local authority orders the carer break 

vouchers after a needs and financial 

assessment. Carers receive the voucher as 

paper  or a pre-loaded card.  

Each voucher has a money value and can be 

used for 1 year so carers are able to choose 

when to use them. They are free to use it 

either in one lump sum for holiday, ad hoc 

days of rest or for a few hours respite.  

Carers simply hand over the vouchers to the 

care provider of their choice or use the 

preloaded card as payment for the respite 

care without having to worry about 

receipts, invoices and paperwork.  

The voucher can be used to pay full or part-

payment for a range of different care 

services.  

 

 

Vouchers are accepted at hundreds of 

registered service providers meeting local 

authorities requirements. Afterwards, local 

authorities know how vouchers have been 

used, enabling them to ensure a sufficient 

allocation of funds.  

Key figures 

Across the UK today, 1 out of 8 adults are  

carers (i.e. 6.5 million people).  

58% of carers are women and 42% are men. 

Over 3 million carers combine work with 

caring responsibilities for older or disabled 

loved ones. 

2.3 million have given up work (i.e. 1 out of 

5 informal carers) at some point to care for 

ageing parents or a disabled friend or 

relative. 
 

Sources: Edenred / Carers’ UK 

  UNITED-KINGDOM 

Carer Break voucher 
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How it works ? 

Childcare vouchers are a Government 

scheme aimed at helping working parents 

to afford high quality childcare. It is offered 

through a salary sacrifice arrangement 

between employers and employees. 

Employers benefit from national insurance 

exemptions of up to 12.8% of the voucher’s 

value.  

As such, employees agree to forego part of 

their salary and receive a corresponding 

value in childcare voucher which is 

exempted from tax and National Insurance 

Contribution. Thus, up to £55 (€64.5) per 

week per child can be deducted from the 

employee gross salary for basic rate tax 

payers. High earners can deduct up to £28 

(€32.6) per and top-rate tax payers up to 

£25 (€29.9). 

This sum is directly allocated to the 

payment of childcare services for children 

up 15 years old. Parents are free to choose 

the childcare facility (i.e childminders, 

nurseries, after-school club, music lessons, 

sports clubs, etc.) as long as the 

organisation is registered at the National 

Office for Standards in Education, Children’s 

Services and Skills.  

Key figures 

Today, approximately 400 000 parents 

benefit from the Childcare voucher.  

83% of them are basic rate taxpayers, with 

the largest take up being among manual 

and unskilled workers.  

57% of them declare that without the 

Childcare voucher they would reduce their 

childcare usage, 38% would cut down hours 

and 17% would have to quit their job.  

For an average family, savings made thanks 

to childcare vouchers reach approximately 

£1.800 per year (€2.095).  

97% of employers offering childcare 

vouchers declare doing so because they 

consider it important to support parents 

with childcare costs. 94% of them want to 

create family-friendly environment, and in 

65% of cases, offering childcare vouchers is 

part of  employee retention strategies. 

Sources: CVPA / Edenred 

“At Ofsted we are always considering poten-

tial opportunities to provide further support 

to our employees and the childcare voucher 

scheme has been able to provide a positive 

benefit to a number of parents in our orga-

nisation” 

Rachel Street - Head of Human Resources 

  UNITED-KINGDOM 

Childcare voucher 



  

 

  ABOUT EFSI 

As the European Federation for Services to Individuals, EFSI brings together national 

federations and associations as well as companies involved in the development of 

personal and household services in Europe. Through its members, EFSI is present in 22 

EU members’ states (Austria, Belgium, Bulgaria, Czech Republic, Denmark, Finland, 

France, Germany, Greece, Hungary, Ireland, Italy, Luxemburg, Netherlands, Poland, 

Portugal, Romania, Slovakia, Slovenia, Spain, Sweden, United-Kingdom). The EFSI seeks 

to ensure that the specificity of the sector is recognised and that the provision and 

access to high quality and affordable personal and household services are granted 

thanks to adequate economic, social and legal conditions. 

Personal and household services (PHS) comprise of a broad range of activities that 

contribute to the well-being of families and individuals which are: home services 

(housework, ironing, gardening, small repair work, delivery of food, etc.), child care 

facilities including all kind of services(nursery, nanny, shared childcare, holiday centres, 

baby sitting, etc.), tutoring (school help, IT assistance etc.),services to enable disabled, 

dependants and elderly people to continue to live in their own home. 

 

More info: www.efsi-europe.eu 

http://www.efsi-europe.eu

