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Preface 

The ILO’s Conditions of Work and Employment Programme seeks to promote decent 
conditions of employment on the basis of international labour standards and the analysis of 
the policy experience in its member States. One of the key aspects of working conditions 
which this Programme addresses is the reconciliation of work and family life. On the one 
hand, how can working conditions be adapted to facilitate workers’ ability to fulfill their 
family responsibilities; and, on the other hand, how can the family responsibilities of men 
and women be lightened or made less incompatible with employment so that they are not a 
source of discrimination in the labour market? 

Based in part on the recognition that the problems of workers with family 
responsibilities are part of wider issues regarding family and society and that family 
responsibilities can be a source of discrimination in employment, the International Labour 
Conference adopted a Convention on Workers with Family Responsibilities (No. 156) in 
1981. The core of this Convention stipulates that the aim of national policies should be to 
enable persons with family responsibilities, who are engaged or wish to engage in 
employment, to exercise their right without being subject to discrimination and, to the 
extent possible, without conflict between their employment and their family 
responsibilities. The accompanying Recommendation on Workers with Family 
Responsibilities, 1981 (No. 165), provides guidance on how work-family issues can be 
addressed. In addition, it is important to examine how different countries actually 
experience and address work-family conflicts. What are countries doing to reduce conflicts 
between work and family? How are these measures compatible with increasing 
productivity in the face of global competition? What are the factors which exacerbate or 
reduce this conflict? 

Although a considerable and growing literature exists on the nature of work-family 
conflicts and how they are being addressed in western industrialized countries, little is 
available on the experiences outside of these countries. As valuable lessons can be learned 
by examining the experiences of other countries, this paper examines the issues and factors 
impacting on the reconciliation of work and family in the Republic of Korea. As an 
example of a rapidly industrialized country, the Korean experience provides an example of 
work and family reconciliation that is based on a very different cultural context, as 
reflected in its values and traditions with respect both to work and family. Based on 
extensive research, this paper examines the issues and factors impacting on how work and 
family have been traditionally addressed. It then explores recent trends in the life cycle of 
Korean families, and the impact that rapidly changing social and economic factors have 
had on how work and family is reconciled in Korean society. The long-hours work culture 
and limited family support measures are viewed as contributing to these difficulties. 
Although in its early stages of policy development, the report recognizes that the 
reconciliation of work and family life will be increasingly important in future policy-
making in the Republic of Korea, and identifies what are the priority issues and factors that 
should underlie Korean policy-making in the future. 

I wish to than the authors of this paper — Dr. Tae-Hong Kim of the Korean Women’s 
Development Institute and Professor Hye-Kyung Kim of Chonbuk National University — 
for all their efforts in preparing this study. 

François Eyraud, 
Director, 

Conditions of Work and Employment Programme. 
Social Protection Sector.
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I. Introduction and context 

Outline 

Recently, as the Korean economy has been shifting to a knowledge-based economy, a 
renewed emphasis has been placed on the importance of developing and utilizing human 
resources. Such changes in social and economic environment have prompted businesses 
and the government in the Republic of Korea to take serious interest for the first time in the 
utilization of capable and creative human resources in the female population. At the same 
time, women have been showing strong desires to actively participate in economic 
activities. Accordingly, it is expected that the economic participation rate of women in the 
Republic of Korea will further increase in the future, resulting in the rise of double-income 
households with both spouses working. In addition, the population structure in the 
Republic of Korea has been changing steadily, and it is likely that the size of the elderly 
population requiring nursing and care by either their family or the government will grow 
larger, while single-parent families are also likely to grow in number due to an increase in 
the divorce rate. Due to such changes in the social and economic environment, the number 
of workers whose job spheres are affected by their domestic spheres is likely to increase, 
and the problems of work-family conflict are thus likely to become even more acute than 
they are now. 

The purpose of this research project is to analyze the current situation of the work-
family conflict in the Republic of Korea and the factors that influence the conflict, as well 
as to analyse the current status and effectiveness of institutional support measures for work 
and family balance. To accomplish the purpose, this paper will first review the changing 
family structure and family responsibilities, employment patterns and employment status, 
and the inter-relationship between work and family and the changes thereof in the Republic 
of Korea. The paper will also review the current institutional measures that support work-
family balance and the gap that exists between these support measures and the unfulfilled 
needs of the workers for a family-friendly system. Lastly, the paper will forecast how the 
work and family conflict will evolve in the future in the Republic of Korea and suggest 
policy recommendations based on the forecast. 

Socio-economic context 

Changes in the economic and employment structure 

In the Republic of Korea, industrialization took place rapidly over a period of 40 
years. For that reason, the Republic of Korea has economic and labour market structures 
and problems that are different from those of other OECD member countries. As recently 
as the 1960s, the Korean economic structure centred on agriculture. In terms of labour 
market structure, this meant that the supply of labour far exceeded the demand and that the 
overall unemployment rate was high. More specifically, among those who were employed, 
the highest proportion was concentrated in agricultural and fishing industries, while, in 
terms of employment status, the highest percentage of workers were self-employed and 
non-paid family employees. Most of the women who were employed during this period 
were non-paid family employees engaged in agriculture and fishery. It was possible for 
these women to continue to work after marriage and childbirth. Thus, the rate of women’s 
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participation in economic activities during this period shows little change from the 15-19 
age group to the 55-59 age group. 1

To cope with this situation of an abundant labour supply and a lack of capital and 
consumer-purchasing power in the domestic market, the Korean government during this 
early period of economic development carried out a policy of export-led economic growth, 
with light industries as its economic base. During this period, the surplus labour supply 
kept wages low, which resulted in keeping prices of Korean products low enough to be 
competitive in the international market. This economic growth policy succeeded, and rapid 
economic growth began in the Republic of Korea. Rapid economic growth brought 
dramatic changes in the industrial and employment structure: while the number of the 
employed in agricultural and fishing industries decreased rapidly, the percentage of 
workers in manufacturing and service industries began rising. Moreover, among women 
workers, the percentage of non-paid family employees decreased rapidly, while the 
percentage of paid workers began to rise. 

In this industrialization process, the number of women wage labourers increased 
rapidly, but they were mostly young, unmarried women. During this period, few female 
wage-earners continued to work after marriage and childbirth (see Appendix 20). Such a 
phenomenon had a close connection with the remuneration and personnel management 
system of Korean businesses at the time, namely the seniority-based system, which is still 
practiced by a significant number of businesses both in the Republic of Korea and Japan, 
where there is a well-developed internal labour market. 

Under the seniority-based wage system, wages increase with each successive year of 
continued employment regardless of the individual employee’s duty at work. Under this 
system, workers receive wages below their productivity rate in the beginning and, after a 
certain period, they begin to receive wages above their productivity rate. Moreover, 
promotions up to middle management positions are based on certain seniority measures, 
such as the level of education and the length of continuous service at work. Accordingly, if 
all low-ranking employees worked long-term continuous employment, the burden of 
personnel costs would be heavy, and at the same time a phenomenon of promotion backlog 
would occur. To solve this problem, at an individual company level, a certain group of 
workers must be terminated at a point when their wage levels start to rise above their 
productivity rate, which is usually the point when the workers become eligible for 
promotions to middle-management positions. Typically, the workers who are terminated as 
a group under such circumstances are women. On the one hand, there was the custom of 
women leaving work upon their marriage or childbirth; “termination upon marriage” was 
also often stipulated as a part of a woman’s employment contract. For men with low 
educations, termination did not take place. However, there was a custom of not promoting 
these men beyond a certain level of employment rank regardless of their ability. Due to 
such employment customs, higher education was necessary to secure upward class 
mobility, and this fact is closely related to the phenomenon of the overall high educational 
interest in the country today. On the other hand, what made the illegal gender 
discrimination and unfair labour practices last as long as they did in the Republic of Korea 
is closely related to the economic growth policy: during the industrialization process, the 
Korean government was compelled to strongly regulate demands for wage or working 
conditions improvements in order to maintain the export-led growth policy. Accordingly, 
over the years the Government had amended labour-related laws in the direction of 

 
1 See Appendix 20. The 4th Women’s Employment Survey was conducted by the Korean Women’s 
Development Institute (KWDI) in 2001. This is a nationwide household survey on the employment 
structure of women in the Republic of Korea. The sample size is 5,000 households and the women 
aged 15 to 64 who were residing in those households were interviewed. In this data set, the data for 
work history were surveyed using a retrospective method. 
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regulating labour unions 2 and neglected for a long period the existence of gender 
discrimination practices in the labour market. 

Table 1. The trend of employed females by industry 

Employed females Industrial distribution of 
employed females 

Female ratio  

A & F M & M SOC A & F M & M SOC A & F M & M SOC 
1963 1,808 182 643 68.7 6.9 24.4 38.0 30.3 30.0 
1970 2,012 428 1,074 57.3 12.2 30.6 41.5 33.8 31.6 
1980 2,034 1,166 2,022 39.0 22.3 38.7 43.7 39.5 34.0 
1990 1,495 2,081 3,800 20.3 28.2 51.5 46.2 42.4 38.5 
1995 1,206 1,764 5,287 14.6 21.4 64.0 47.6 36.8 40.4 
1997 1,150 1,599 5,938 13.2 18.4 68.4 48.2 35.7 41.8 
1998 1,181 1,346 5,557 14.6 16.7 68.7 47.6 34.5 40.9 
1999 1,101 1,443 5,759 13.3 17.4 69.3 46.9 36.0 41.4 
2000 1,090 1,526 6,091 12.5 17.5 70.0 47.6 35.8 42.0 
2001 1,036 1,511 6,347 11.6 17.0 71.4 47.2 35.8 42.5 
Note: A&F: agriculture, forestry, fishing and hunting; M&M: manufacturing and mining; SOC: social overhead capital and other services 
Source. National Statistical Office: Annual report on the economically active population survey (each year). 

During the latter half of the 1970s, influenced by the international oil crisis, growth in 
the Republic of Korea slowed down. As a part of the resulting structural adjustment 
programme, the government-controlled economy began to be privatized, and neo-liberal 
trends such as deregulation and banking industry liberalization started to emerge, albeit in 
rudimentary steps. The late 1970s was also a period when, as a result of the changes taking 
place at the national level, some businesses began seeking changes in the seniority-based 
wage and personnel management system. Then in the latter half of the 1980s, with the 
gradual political democratization in the country, labour movements and women’s 
movements became active. During this period, the government included for the first time 
women’s issues as part of the nation’s economic development policy, establishing and 
implementing in 1988 the Equal Employment Act and thus intervening for the first time in 
the labour market’s gender discrimination practices. Accordingly, the government 
strengthened the administrative supervision of the workplace system of employment 
termination upon marriage or childbirth. The institutionalization of the government 
intervention coincided with the economic boom of the late 1980s. During this period, the 
boom in the economy resulted in a shortage of workforce in the labour market, and the 
number of married women workers increased rapidly, with the manufacturing sector 
providing the bulk of the production and production-related jobs for the women (see 
Appendix 17). 3 Consequently, starting from the late 1980s, the number of women who had 
to perform work in both domestic and paid job spheres began to increase. The Korean 
government responded to the situation, by expanding child-care facilities and by 
establishing and implementing policies, which enable a parallel maintenance of both 
domestic and paid work. 

Upon entering the 1990s, the changes in the Korean industrial structure showed a 
shrinking manufacturing sector. Thus, with 1990 as a point of departure, the percentage as 

 
2 S. Cho (ed.): The theory of situation of Korean economy (Seoul, Seoul National University Press, 
1990), pp. 128-129. 

3 The labour shortage rate (total number of vacancies divided by number of current jobs) recorded 
3.54 per cent in 1988 and went up to 4.34 per cent in 1990. Ministry of Labor: Report on labor 
demand trend survey, published each year. Korean small and medium-sized firms suffered from the 
labour shortage, especially in production-related jobs. (The labour shortage rate in this sector was 
12.3 per cent in 1991.) 
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well as the actual number of workers in the manufacturing sector decreased. In addition, 
with the conclusion of the Uruguay Rounds (UR) and the launching of the World Trade 
Organization (WTO), the neo-liberalism trend accelerated in the 1990s. 4 Accordingly, the 
corporate sector sought labour market flexibility and began to expand the hiring of part-
time and temporary workers. In particular, since the introduction of the 1997 International 
Monetary Fund (IMF) bailout, regime a full-scale pursuit of the neo-liberalism trend has 
been set in motion, and the application of market competition principles has speeded up 
radically: various regulations were abolished, industries were restructured, and the public 
sector began to be privatized. At the same time, in regard to the labour sector, laws were 
passed on the issues of employee lay-off, part-time employment, dispatch work and 
flexible working hours systems. However, these measures, instituted to increase labour 
market flexibility, were carried out at a time when corporations were going through 
restructuring under pressure of an economic downturn; under such circumstances, the 
effect of the policy was an expansion of the contingent workers’ population. In particular, 
with the decrease in the number of production jobs in the manufacturing sector, where 
women with a low educational level worked as permanent employees, most of the women 
workers entering the labour market for the first time upon graduating from high school 
were employed in non-regular employee positions. Moreover, the percentage of female 
college graduate workers employed in contingent jobs has shown a steady increase in the 
1990s. 

Table 2. Trends of employed female by status of workers 

Distribution of female employment by working status Female ratio by working status  
Employer, 
Self-
employed 

Unpaid 
family 
workers 

Permanent 
workers 

Temporary 
workers 

Daily 
workers 

Employer, 
Self-
employed 

Unpaid 
family 
workers 

Permanent 
workers 

Temporary 
workers 

Daily 
workers 

1963 22.2 56.0 11.4 10.4 20.7 62.5 21.1 28.5 
1970 21.0 50.3 19.6 9.0 22.5 68.4 25.3 31.1 
1980 23.3 37.4 30.9 8.3 26.2 76.1 31.3 33.4 
1990 18.7 24.5 21.4 22.5 12.9 27.3 87.3 26.6 52.3 51.8 
1995 19.6 21.3 25.1 24.1 9.9 28.4 90.1 27.9 56.1 45.3 
1997 20.5 19.7 22.7 27.0 10.1 29.7 90.2 27.6 56.2 46.2 
1998 19.5 22.5 19.8 27.8 10.5 27.2 89.7 24.8 56.1 48.9 
1999 20.6 20.9 18.6 27.9 14.7 28.5 88.0 24.9 54.0 51.8 
2000 19.7 19.5 18.4 28.2 14.2 28.6 88.4 25.6 54.4 52.0 
2001 20.1 18.4 19.7 28.5 13.2 29.0 88.3 27.0 55.1 52.5 
Source. National Statistical Office: Annual report on the economically active population survey, published each year. 

Since the IMF bailout, corporations began to change the seniority-based wage and 
personnel management system to a performance-based system. In the Republic of Korea, 
public or on-site employee child-care facilities are lacking; furthermore, because 
companies must pay regular wage and welfare and benefits to an employee who is on 
maternity leave, the implementation rate of maternity or child-rearing leave is low. Under 
such circumstances, when the performance-based personnel management system was 
introduced on a full scale, the work-family conflict intensified among workers with both 
work and family responsibilities. Also, long-distance work and telecommuting were 
utilized mainly to hire contingent workers, and the other forms of contingent employment, 
such as part time, dispatch and temporary employment, began to spread — not only among 
unmarried workers, but also among highly educated women workers. In other words, the 
flexible work system and the flexible working hour system, the purposes of which are to 
make the coexistence of work and family responsibilities possible, have brought about the 
result of increasing the number of involuntary contingent workers, rather than reducing the 

 
4 B.J. Moore: Financial liberalization in Korea: A comment, Working Paper No. 8907 (Seoul, 
Korea Development Institute, 1989), pp. 1-5. 
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“double shift” burden of workers who have families to take care of, while at the same time 
increasing flexibility in the labour market. Accordingly, the Korean government wishes to 
review and implement policies to build a child-care-related social infrastructure, and in 
2001 laws were revised to socialize the maternity protection cost, which is currently being 
borne by employers, and to extend the maternity leave period. Along with these measures, 
the Tripartite Commission is also currently preparing for ways to revise laws related to 
contingent employment, such as the application of the principle of equal pay for equal 
work between contingent and regular workers, and to strengthen the administrative 
supervision of such laws. 

Social context: Population, education, gender roles, 
etc. 

One of the most significant social changes related to work and family in the Republic 
of Korea is the phenomenon of the rapidly decreasing fertility rate. The total fertility rate 
in 1960 was 6.0, and that number decreased to 1.5 since 2000. A number of factors affect 
this phenomenon: socio-economic changes, such as industrialization and urbanization; 
changes in family values, such as the change in the emphasis on the continuity of pedigree, 
and changes in attitude toward children; changes in gender role structure, such as the 
increase in women’s employment; demographic factors, such as the reduced infant 
mortality rate; and the government’s strong family planning policy. Due to the 
continuation of a low fertility rate, it is expected that the percentage of the child population 
in the nation, which was 26.1 per cent as of 2000, will decrease to 24.1 per cent by 2010. 5

Another important characteristic of population structural change in the Republic of 
Korea is the steady increase in the percentage of the elderly population in comparison to 
the total population. (see Table 3). In 2000, the elderly population above 65 years of age 
comprised more than 7 per cent of the total population. However, it is expected that it will 
only take 22 years for the elderly population to increase from 7 per cent to 14 per cent in 
the Republic of Korea. Accordingly, it is expected that the number of elderly who would 
require nursing and care from either the family or the government will increase rapidly. 

Table 3. The change and projection of population structure in the Republic of Korea 

 1970 1980 1990 2000 2010 2020 
Total population 32,241 38,124 42,869 47,275 50,618 52,358 
Crude birth rate 31.2 22.7 15.4 12.9 10.1 8.4 
Increasing rate of population 1.99 1.57 0.99 0.71 0.38 0.043 

0-14 years 42.5 34.0 25.6 21.1 17.2 13.9 
15.64 years 54.4 62.2 69.3 71.7 72.1 71.0 

Population 
structure 

65 years and 
over 

3.1 3.8 5.1 7.2 10.7 15.1 

Aged population index 7.2 11.2 20.2 34.3 62.0 109.0 
Units: per thousand persons and percentage 
Source. National Statistical Office (2001): Population projection (Seoul). 

Since 1985, a system was introduced in parts to make middle-school education 
mandatory. As a result, the public educational level has increased in the last 15 years. In 
particular, women’s educational level has been raised. For example, compared to 22.5 per 
cent of young women entering college upon graduation from high school in 1980, the 
figure increased dramatically to 63.5 per cent (including entrance to two-year technical 
colleges) as of 1999. Moreover, 99.4 per cent of all girls graduating from middle school 
now enter high school. As women’s educational level increases, women’s expectations of 

 
5 Population aged 14 years and younger. 
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self-realization and socio-economic participation have also increased. As of 2001, of the 
total employed with a college degree, 26.9 per cent were women; compared to 14.1 per 
cent in 1980, the 2001 figure represents a huge increase. 6

The level of employment expectations has increased among highly educated women 
in particular, where over 90 per cent of women students in college wish to work after 
graduation. Most of these women showed a desire to work during their entire life, not 
simply before marriage or after childbirth. On the other hand, men’s attitude toward work 
also showed changes. 7 The proportion of men emphasizing the importance of harmony 
between family life and work responsibility, rather than a work-centred life style, has 
gradually been increasing. Of course, such a change in attitude is a result not only of 
spreading gender equality awareness, but a consequence of raised income level as well as 
improvement of quality of life due to economic development. 

However, the Confucius patriarchal tradition remains very strong in the Republic of 
Korea. Remnants of the tradition can be seen in a wide variety of ways, from the articles of 
the Family Law, which legitimize the right of the patriarch within a family, to everyday 
practices such as the unfair division of household work at home and double standards in 
sexuality. The increase in women’s employment and the resulting phenomenon of the 
double burden of working women between home and work well illustrate the conflict 
caused by the patriarchal tradition. Moreover, the patriarchal labour market structure 
presupposes the importance of women’s responsibility at home; yet it is the same 
patriarchal structure which utilizes women as a marginal workforce, further aggravating 
the conflict between family and work. 

Table 4. Advancement rate by level of school and sex 

High school College and university 
 Male Female Male Female 

1980 87.5 80.8 24.5 22.5 
1990 96.3 95.0 33.9 32.4 
1995 98.6 98.4 52.9 49.8 
2000 99.6 99.5 70.4 65.4 
Note. Advancement rate = (Entrants to higher level of school/Graduates of each level of school) x 100. 
Source. Ministry of Education (each year): Statistical yearbook of education (Seoul). 

 
6 The percentage of women workers with a college education increased from 2.5 per cent in 1980 to 
11.2 per cent in 2001. For men, the corresponding percentage increased from 9.3 per cent to 21.4 
per cent. National Statistical Office (1980, 2002): Annual report on economically active population 
survey (Seoul). 

7 The percentage of men who showed a positive attitude (wanting women to work during their 
entire life) toward women’s work increased from 8.4 per cent in 1988 to 23.1 per cent in 1998. 
National Statistical Office (1999): Report on the social statistics survey (Seoul). 
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II. Family trends: The implications for work of 
changing family needs 

Trends in the family and family responsibilities 

In the Republic of Korea, the family is a cornerstone on which most social institutions 
have been built. But rapid industrialization and the increasing individuation process have 
changed the structure and values of the family, making it difficult to bear the responsibility 
it has taken so far, especially since the change in labour market conditions demands a new 
definition and role of the Korean family. 

Legal definition and value of the family 

Definition of the family in the Korean legal system is kinship-oriented, patrilineal and 
gender-hierarchical. The values of family solidarity are linked to the legal definition of the 
family, but these values are gradually changing, becoming more individual and nuclear 
family-oriented. Under these circumstances, Korean women’s organizations and civil 
movement organizations have focused their attention since the late 1990s on the revision of 
the patrilineal family law. 

The definition of “the family” in the national law, the debate on 
the family in the past five years and the changes occurring 

In Korean society, the legal definition of family is characteristic of its kinship-
orientation and comprehensiveness. The Civil Law in the Republic of Korea includes, 
among others, the Domestic Relations Law (Chapter IV) and the Inheritance Law (Chapter 
V), which regulate blood and marriage relations and inheritance respectively. Under this 
legal system, family is defined exclusively based on the principle of kinship ties. 
According to the law, the family includes spouse, parents and children, but also the 
siblings of the spouse, the children of the siblings of the spouse, the siblings of parents, and 
the children of the siblings of the parents. 8 Moreover, the family law gives hierarchy 
among family members: children must take the father’s last name (Article 781), and 
married women must register with the husband’s family according to the hojeok 
(household record) system (Article 826). The hojeok system is a legal mechanism, which 
organizes individuals into traditional patrilineal kinship groups, that emphasizes collective 
family values more than individual autonomy and uniqueness. In particular, the hoju (head 
of household) system is a modernized and strengthened measure of patriarchy from the 
early 20th century, Japanese colonial period. The patriarchy of the hoju system is well 
shown in the succession order of hoju, the reference person for hojeok. The Civil Law 
defines the order in the following succession: the son of hoju → daughter → spouse → 
mother. The son of hoju has the first priority to inherit, which is based on the history of 
hoju system, where the first-born paternal male descendant succeeds as hoju. Even though 
the Domestic Relations Law and the Inheritance Law, part of the Civil Law in the Republic 
of Korea, were drastically revised in 1989, such patriarchal elements have still remained. 

This definition of family is not consistent with the reality of the changing family 
today. The size and the form of families today are quite different from those defined by 
law. The size of the family has been greatly reduced, from 5.6 persons in 1960 to 3.34 in 

 
8 Civil Law, Chapter 4, Article 768. 
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1995. The proportion of households where more than three generations live together has 
rapidly decreased; on the other hand, the number of the one-person households has 
increased rapidly. These are the most significant characteristics of the changing family 
trend today. Moreover, various forms of families not based on kinship relations are 
emerging: for example one-parent families; double-income, no kids (DINK) families; one-
person households, etc. 9 The level of social tolerance of such forms of families is also 
rising. 10 Also, with the increased economic participation of married women, the problems 
of conflict with domestic labour have increased. In response to such a situation, many 
working women are relying on their own family members to make up for the lack of a 
family support system. This phenomenon has led to a shift in the predominantly patrilineal 
family system to a partial “bilineal” system. Moreover, even in the case of relying on the 
in-law family, it is the mother-in-law — not the father-in-law — who takes care of the 
children and becomes the centre of family life. Accordingly, it has been pointed out that 
the family system in Korea is now entering into an “era of mother-in-law”, a “new type of 
matrilineal family”, resulting in heavier work for the matrilineal women. 

At the same time, women’s organizations and civil movement organizations have 
continuously raised criticisms against the patriarchal characteristic of the family law. For 
example, since 1998, the Citizens for the Abolition of Family Headship System (a coalition 
of 114 civil organizations) has been active in criticizing the anti-democratic and gender-
discriminative aspects of the family headship (hoju) system. In April 2000, the group filed 
suit at the Constitutional Court, requesting an examination of the unconstitutionality of the 
system. In addition, many members of the coalition have started to use both their father’s 
and mother’s last name rather than the customary father’s last name only. The use of both 
the father’s and mother’s last name as a part of one’s name is the representative sign of the 
people refusing the patrilineal concept of family in the Republic of Korea. Conservative 
Confucian traditionalists have opposed such a trend, arguing that the hoju system is a 
tradition and a laudable custom in the Republic of Korea. However, with the progress of 
the abolition movement, an awareness of the scholarly findings that the hoju system is a 
legacy from the Japanese colonization of Korea is spreading among the general public. 

The hoju system is the socio-cultural background of male dominance in the Republic 
of Korea, having men’s privileges regarded as natural both in the social and domestic 
spheres. So the abolition, or revision, of hoju system in the future will be the ideological 
foundation on which gender equality will hinge, not only within the household, but 
throughout various social sectors in the country. 

Despite such changes in reality, the legal definition of family is still kinship- and 
patrilineal-oriented. Such a definition of family cannot encourage an attitude of social 
responsibility for family protection and care; it weakens the rationale of social and national 
intervention, which can supplement the gradually eroding traditional role of the family. 
Furthermore, a patrilineal-oriented definition of family maintains and protects the male 
supremacy ideology, making it difficult for men to participate in household work, despite 
women’s increasing economic participation outside the home. 

Value of family solidarity and recent changes 

If by family solidarity one means closeness among kinship-oriented family members, 
then one can observe that traditional Korean family solidarity is characterized by strong 
cohesiveness within the family and strong exclusivity against others outside the family. 

 
9 Dong-won Lee et al.: Changing society and diversification of family (Yang Seo Won, 2001). 

10 Ho-yong Ahn and Hong-joo Kim: “Reconstruction of family living”, 3rd Symposium (Seoul, 
Institute of Social Research on Korea, Korea University, 2000). 
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Such family solidarity is the stepping-stone which made it possible for Korean families to 
protect their family members and their survival through times of crisis, such as during 
colonial rule and the Korean war, and during the period of dramatic social changes, such as 
the capitalistic industrialization process since the 1960s. There is diversity in Korean 
family solidarity: Confucius, affectionate and individualistic. However, one can say that 
the attitude of instrumental family solidarity, formed in the process of turning family into a 
strategic unit of economic survival, occupies a central position amidst the various values of 
family solidarity in the Republic of Korea. Moreover, the weak social welfare system and 
the highly competitive market economy system have utilized the instrumental family 
solidarity values, reducing certain social responsibilities to individual family 
responsibilities and, in turn, strengthening the instrumental family solidarity among 
Korean families. 

However, such collectivist and instrumentalist family values are faced with conflicts 
due to the phenomenon of the social trend toward individualism spread by women’s 
movements and the autonomy of youth. The Korean family is gradually losing its function 
as an instrument, for which an individual (usually the woman’s) sacrifice is justified, or on 
which an individual (usually the man’s) success is based at the cost of the rest of the family 
members. In particular, women’s desire for independence and the resulting women’s desire 
for employment, recognized as a means to achieve independence, have produced serious 
conflicts for the protection of the socially weak, which had traditionally been carried out 
by women, and the reproduction of the workforce. 

Family structure and demographic trends in the family 

What is most noticeable in the changing types of families in the past 40 years is the 
dramatic decrease of households with more than three generations. This has intensified 
child-care problems for working women. At the same time, due to the Government’s 
sustained family-planning policy, the rise in marriage age and changes in attitudes toward 
children, the fertility rate has been reduced sharply to an aggregate rate of 1.4 as of 1999. 

Changes in family formations 

In the last years, while the number of traditional three-generation households has 
rapidly decreased, single-person and single-generation households have increased. Along 
with these changes, the nuclear form of family has also increased. In 1970, nuclear families 
composed 71.5 per cent of total families, and in 1995 the number increased to 79.8 per cent 
(see Table 5 below). On the other hand, the number of extended families decreased from 
18.8 per cent to 9.1 per cent during the same period. While the core type of nuclear family 
with parents and unmarried children has been increasing slowly, the number of husband-
and-wife households increased rapidly. The cause of the latter can be found in the increase 
in the number of elderly couples remaining in rural areas after their children have moved 
away from the farming life. 
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Table 5. Change in family formations (1970-2003) 

  1970 1975 1980 1985 1990 1995 2000 2003 
Married couple 5.4 5.0 6.5 7.8 9.3 12.6 14.8 17.8 
Married couple 
with child(ren) 

55.5 55.6 57.4 57.8 58.0 58.6 57.8 60.6 
Nuclear 
family 

Father (mother) 
with child(ren) 

10.6 10.1 10.1 9.7 8.7 8.6 9.4 6.2 

Married couple 
with parent(s) 

1.4 0.5 0.6 0.8 0.9 1.1 1.1 1.4 Directly 
extended 
family Married couple 

with parent(s) 
and child(ren) 

17.4 10.9 10.6 9.9 9.4 8.0 6.8 7.0 

Other types * 9.7 17.9 14.8 14.0 13.8 11.2 10.1 7.1 
* Unrelated households and one-person households 
Source. National Statistical Office (each year): Population and housing census (Seoul); Korean Women’s Development Institute: Korean National 
Family Survey and Korean Family Report (Seoul, 2003). 

Because there is a lack of social facilities for child care, the decrease in three-
generation households means an intensification of child-care problems for parents who 
both work. Accordingly, some of these families form a “temporary” three-generation 
household until their child/children can be sent to a child-care facility. Since this type of 
family is formed for reasons like child care, the mother of the working woman plays an 
important role. 

Another significant characteristic of changes in family formations in the Republic of 
Korea since the industrialization process began is the increase in single-person households. 
In 1960, the figure for this category was 2.3 per cent and, as of 2000, it has increased to 
12.7 per cent. This increase is directly related to the increase in life expectancy and the 
increase in elderly persons living alone, a phenomenon that is part of the general increase 
in the number of nuclear families. However, the age level of single-person households is 
quickly spreading to all age categories. Excluding elderly singles, the most important 
causes of single-person household formation between the ages of 20 and 64 are work, 
death of spouse, and divorce and separation. 11 The reasons for living alone are different by 
age, gender and education. Among the respondents in their 20s and 30s, “going to work” is 
the most important reason to be alone (51.4 per cent and 28.8 per cent respectively). In 
contrast, the main reason for persons in their 40s proved to be divorce or separation (38.6 
per cent). If seen by gender, men’s most important reason to be alone is “going to 
work”(35.4 per cent), and women’s response was mainly spouse’s death (18.7 per cent) or 
divorce (23.8 per cent). The respondents with upper-college level said that they live alone 
because of “attending school “or “going to work”. In addition to increasing divorce and 
separation due to the development of individualist values, the unmarried and single life 
tends to be preferred by youth. This change in the family value is another reason for the 
increase in one-person households. 

Increase in divorces and single-parent households 

The significance of marriage has been changing from institutional to personal, and 
along with this change the divorce rate has also increased. For every unit of 1,000 persons 
of the population, the crude divorce rate was 0.4 in 1970.12

 
11 Yeoung-chan Byun et al.: The survey on the disabled in Korea (Seoul, Korea Institute for Health 
and Social Affairs, 2001). 

12 Crude divorce rate: number of divorces ÷ population x 100. 
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Figure 1. Changes in marriages and divorces (per unit of 1,000) 
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This number increased by six times to 2.5 cases in 2000. The single most important 
reason for filing for divorce was incompatibility between spouses, followed by conflict 
with family members, such as the husband’s family, then by economic troubles. However, 
from the mid-1990s, more couples divorcing cited economic troubles as a reason for 
divorce than couples citing conflict with family members. Changes in cultural sentiments, 
such as changes in marriage values, form the background for the increasing number of 
cases of incompatibility. In other words, as marriage by dating became more common, the 
ideology of romantic love became grounds for not only entering into a marriage, but also 
maintaining it. However, such a rise in emotional expectation has made family relations 
unstable. Aside from this, social and attitude changes, such as the increase in women’s 
employment and economic independence and the spread of gender equality consciousness, 
have also contributed to the rise in the divorce rate. 

The percentage of couples divorcing who cite economic troubles as a reason has 
increased approximately five times in the past ten years (10.8 per cent as of 2000). In 
particular, during the IMF bailout crisis (1997-1998), the number of divorces increased by 
as much as 1.3 times, and a new term, “IMF divorce”, was coined. There were many cases 
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13 National Statistics Office (2000): Report on social statistics survey (Seoul). 
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an increasingly more important reason for the formation of households with women as the 
head. Family heads of households who care for children are in a difficult situation when 
they 

Table 6. Distr

 To
o

try to reconcile work and family responsibilities. 

ibution of female heads of households by marital status 

tal (per units 
f thousand 
persons) 

Married 
(percentage) 

Widowed 
(percentage) 

Divorced 
(percentage) 

Never married 
(percentage) 

As percentage 
of total 

household 
1975 850 24.5 59.4 4.3 11.8 12.8 
1980 
1985 
1990 
1995 16.8 
2000 2,653 16.6 50.5 11.5 21.4 18.6 

1,169 22.3 58.1 3.9 15.7 14.7 
1,501 22.7 52.2 4.3 20.7 15.7 
1,787 17.7 56.3 5.6 20.4 15.7 
2,147 15.7 56.1 7.1 21.1 

Source. National Statistical Office (each year): Population and housing census (Seoul). 
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However, a detailed look at the decreasing fertility rate in the past 40 years shows 
that, unlike in the 1960s, the decrease in the 1980s is due significantly to women getting 
married at a later age. An analysis was carried out to measure the significance of the causes 

Decrease in the fertility rate and increase in the aging population 

The fertility rate in the Republic of Korea decreased rapidly due
developments such as industrialization and a decrease in infant mortality
values on children, and the government’s family-planning policy. Children are no l
being considered as important for continuing the family name and as a source of protection
against old age. Rather, they are being considered as a reward from marriag
economic burden. In 1998, expenses spent for children’s education constituted 10.7 
cent of the entire household expenditure. This household expense has not decreased during
the last 20 years, even though the number of the children decreased ra
same period. Also, a strong family-planning policy, implemented since 1962 a
systematic economic development plan, was an effective means to reduce fertilit
result, the aggregate fertility rate rapidly declined from 4.5 in 1970 to 1.4 in 1999. 

Figure 2. Trends of total fertility rate in the Republic of Korea 
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 rate: number of children a woman would have if her childbearing rate followed the national average. 
Statistical Office (each year): Annual report on vital statistics (Seoul). 
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of this difference. From 1959 to 1969, the actual decrease in married women’s fertility rate 
explained 90 per cent of the overall fertility rate decrease. On the other hand, in the 1979-
1989 period, the same factor accounted for only 61 per cent of the overall decrease, and the 
rise in marriage age accounted for 38 per cent of the overall decrease. The rise in the first-
time marriage age for women has to do with changes in the attitude toward marriage. If in 
the t

 more than 14 per cent in 2020, making the Republic 
of Korea an “aged society”. The rate of elderly population increase is unprecedented in the 
worl

70 to 74.8 
years in 2000. In terms of gender during the same period, male life expectancy increased 

 59.8 years to 71.0, while female life expectancy increased from 66.7 to 78.6 years. It 
pected that the increase in life expectancy will rapidly increase the population of the 

elder

Family wo

In the Republic of Korea, social interest on the issues of household labour was 
sparked by an actual legal dispute. In 1983, a saleswoman got into a car accident while she 
was working, and lost her capability to work. She filed a claim for compensation. In the 
course of ruling on the case, the court used a day labourer’s wage rate to calculate a 
housewife’s household labour value. 17 This case prompted many women’s organizations to 

 
14 National Statistics Office: Social indicators for Korea (Seoul, 2000). 

15 Korean Women’s Development Institute: Korean National Family Survey and Korean Family 
Report (Seoul, 2003). 

16 Byun et al., op. cit. 

17 Supreme Court, Case number 87, 26 October 1987. 

raditional society marriage had significance as an institutional obligation, today it has 
significance as an affirmation of one’s identity, consummation of romantic love, and other 
matters of individual choice. In the case of women, the level of educational expectations 
has increased and opportunities for employment have also increased, and women’s age 
level for first-time marriage has gradually been rising. In a 1998 survey on attitude toward 
marriage, only 33.6 per cent of the total respondents answered that one “must marry”. 14 
The higher the educational level and the younger the respondent, the more likely was this 
response. The survey results also showed a strong gender difference, where women’s 
attitudes toward marriage were markedly more unenthusiastic. The economic factor plays 
an important role in deciding when single men will marry and subsequently when their 
first child will be born. This economic situation reflects the high rate of unemployment. 15

In terms of population structure, the percentage of the elderly over 65 years of age 
increased from a mere 3.1 per cent in 1970 to over 7 per cent in 2000; the Republic of 
Korea has thus entered into an “aging society” (see Table 3). The elderly population of 
over 65 years of age will increase to

d. It is expected that the change from an aging society, with the elderly population 
over 7 per cent, to an aged society, with the elderly population over 14 per cent, will only 
take 22 years. The average life expectancy also increased from 63.1 years in 19

from
is ex

ly who would need nursing and care by either individual families or the government. 
However, in contrast to the increase in the elderly population, the size of the household has 
been decreasing steadily, indicating that the family function of nursing and caring for the 
elderly will be weakened. At the same time, the burden of the person taking care of the 
elderly is likely to become heavier. 

Aside from nursing and caring for the elderly, the family responsibility also includes 
caring for the disabled. As of 2000, the number of married persons with a disability was 
1.39 million, an increase of approximately 370,000 from 1.02 million in 1995. 16

rk 
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take active interest in household labour issues, such as the time spent and the market value 
of such labour. Research was carried out with renewed interest. The result was the 
recog

Extent of fa

id-
1980s on the trend of household work shows a variety of household working hours by 

o 11 hours a day. 20 However, reduction of household hours of work 
by season did not show. Thus, according to the evaluation method, the monetary value of 
hous

cent or 85.6 per cent of the actual value of the work performed. 

Gender division of family work 

Aside from the invisibility of the value, another problem of household work in the 
Republic of Korea is the strict gender division. According to the 2001 survey mentioned 
above, women spent 3:45 hours on a daily average on household work, compared to 0:46 
minutes spent by men. 

 

 
18 Civil Law, 839, Article 2. 

19 Tae-Hong Kim and Yoo-Kyoung Moon: Economic evaluation of unpaid work and development 
of policy options in the Republic of Korea, Document no. RAS/97/001 (Seoul, Korean Women’s 
Development Institute and UNDP, 2001). 

20 Korean Broadcasting System (KBS): 1995 time-use survey (Seoul, Seoul National University, 
1996). 

nition of the economic value of household labour, which was what the women’s 
organizations advocated for. This recognition was translated into the recently revised 
family law, which contains an article defining the right of women to claim for a property 
division when divorcing, as economic compensation for domestic labour performed. 

mily work and its monetary value 

According to research on family work carried out in 2001, a full-time housewife’s 
average daily household hours of work are 6:36.

18

 19 Analysis based on a time-use survey 
showed that, of those hours, the longest time was spent on the preparation of food (2.26 
hours), and the next longest time was spent on caring for family members (2.0 hours), 
followed by cleaning and organizing (0.54), laundry and related activities (0.42), and other 
household maintenance (0.25). By age group, housewives in early childrearing age worked 
the longest hours (age group of 20s: 7:27). There was an inversely proportionate 
relationship between age and hours spent on household work; the older the age group, the 
lower the hours spent on household work. A look at research conducted since the m

women, from seven t

ehold work is from 850,600 won to 1,026,000 won per month. According to a leading 
case in the Republic of Korea, the 730,000 won per month the insurance companies pay to 
full-time housewives for accident compensation, based on the wage rate of day labourer, 
represent only 71.4 per 

14 Conditions of Work and Employment Series No. 6 



 

Figure 3. Changes in housework hours of full-time housewives by age group 
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Source. Tae-Hong Kim and Yoo-Kyoung Moon: Economic evaluation of unpaid work and development of policy options in the Republic of Korea, 
Document No. RAS/97/001 (Seoul, Korean Women’s Development Institute and UNDP, 2001). 

In the labour market, women’s daily average hours of work are 2:47, compared to 
4:39 for men. 21 Adding the market and household hours of work together, on average 
women’s hours of work are longer by more than an hour at 6:32, compared to men's at 
5:25. 

When women work, only 7.9 per cent of couples shared household duties equally 
according to the National Statistical Office. 22 According to a more recent paper on case 
studies of working couples, husbands prefer wives to do the household work, and there is a 
strong tendency to avoid participation in household chores. 23 When men do participate, 
they do so not out of a sense of responsibility, but out of a sense of charity toward their 
wives. In terms of the kind of household work men do, they tend to select activities that are 
leisurely in character or those in which men have strong personal interest. Their activities 
are limited, for example, to playing with children, installing a shelf, fixing broken tools, or 
maintaining the car. 24 With the increase in women’s economic participation in the labour 
market, such strict division of labour for household work is emerging as an important 
cause of spousal conflict. 

Table 7. Division of household work by women’s economic activity in 1998 

Classification Only wife Mostly wife Fairly shared Mostly 
husband 

Only husband Others 

Employed 37.6 50.0 7.9 2.6 0.2 1.7 
Unemployed 49.9 41.4 5.9 1.8 0.0 1.1 
Source. National Statistical Office: Report on social statistics survey (Seoul, 1999). 
 

 
21 Kim and Moon, op. cit. 

22 National Statistical Office: Report of social statistics survey (Seoul, 1999). 

23 Sung-eun Cho: Domestic work of married men, Doctoral dissertation (Seoul, Ewha Women’s 
University, 1998). 

24 ibid. 
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The sexual division of household work is still one-sided. The national family survey, 
undertaken by the Korean Women’s Development Institute in 2003, shows that women 
mainly take care of household chores regardless of their employment status: 92 per cent of 
women with jobs outside the home and 98 per cent of full-time housewives are the main 
household worker. 

Changing values related to work 

In the past 20 years, the most important change in the economic life of a family is the 
employment of the married woman. The rate of married women participating in economic 
activities as of 2000 is 48.7 per cent, compared to 40.0 per cent in 1980. 25 Women’ss 
desire to work has played an important role in this change. At the same time, men have 
started to accept family life as an important value in their lives, showing a trend away from 
the traditional career-oriented attitude. 

Labour market participation of family members 

In the past 20 years, the most important change in the economic life of a family is the 
employment of married women. The share of income contributed by women among dual-
income households was 24.0 per cent in 2001. 

Table 8. Income composition of salary for households with dual wage-earners 

 1998 2001 
Monthly income 100.0 100.0 
 Regular income 94.5 95.5 
  Earnings 84.2 85.0 
   Head of household 56.6 57.0 
   Spouse 23.3 24.0 
   Other household members 4.4 4.1 
  Business and subsidiary work 7.8 7.9 
  Transfer income 1.5 1.3 
  Income from assets 1.0 1.3 
 Irregular income 5.5 4.5 
Source. National Statistical Office: Annual report on the household income and expenditure survey (Seoul, 2002). 

Looking at the total number of households, the number whose main income earner is 
the man has steadily declined from 91.6 per cent in 1977 to 80.4 per cent in 1995, while 
contribution by their spouse has increased. 

Rise in women’s consciousness for economic participation 

Despite the fact that the protective function of the family is steadily weakening, more 
women want to work outside the home. Only 10 per cent of the total female population 
believe that women must stay home to only look after family. 26 The desire among young 
women to work is particularly high, and 83.0 per cent said they “will work life-ling 
regardless of marriage”. 27 The rise in desire to work among married women also draws 

 
25 National Statistical Office: Annual report of the economically active population survey (Seoul, 
2001). 

26 National Statistical Office, 1999. 

27 Ha-jin Chang, Hae-kyung Kim et al.: The job attitude of female college students and policy plan 
(Seoul, Ministry of Labour, 2000). 
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special attention. Full-time housewives want to “earn money to be respected by the 
children and the husband”, and they also want to “maintain a marriage relationship less 
dependent on the husband”. Working housewives, on the other hand, value highly the fact 
that employment gives them vitality in life. 

Despite high expectations, women’s employment is difficult to realize. Surveys show 
that the most important cause is the burden of raising children (39.9 per cent), followed by 
social prejudice against women’s employment and professional ability. 28 Especially 
among married women between 25 to 29 years of age, 72 per cent of the respondents were 
not working because of raising children. 

Changing values toward work and family 

Due to socio-economic changes in the Republic of Korea starting from the mid-
1980s, such as the rapid economic growth and trade liberalization and open-door policy, 
working people started to show a positive attitude toward improvement in the standard of 
living. The changing attitude toward work and family can be illustrated in an international 
comparative survey as follows. The first longitudinal survey on attitudes toward work was 
carried out in 1982, and the second survey in 1991. 29 In the Republic of Korea, the survey 
was carried out in 1992 and in 1995. The results of the surveys are shown in Figure 4 
below. Although the perception of the importance of work (work orientation) is still very 
high in the Republic of Korea compared to that of other counties, family orientation seems 
to have increased recently. 

Figure 4. International comparison of workers’ values toward work and family (1982, 1991) 
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28 National Statistical Office: Social Statistics Survey (Seoul, 1998). 

29 C.S. Rodgers: “The flexible workplace: What have we learned?”, in Human Resource 
Management, Vol. 31, No. 3, 1992, pp. 183-199. 
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The percentage of people who valued the importance of work decreased from 39.8 
per cent to 38.8 per cent, while the percentage placing more importance on family life 
increased from 30.8 per cent to 32.1 per cent. With such change in the working 
population’s attitudes and the rapid increase of women participating in the labour market 

titutional measures for harmonious 
co-existence of work and family have been rising. 

ily life 
does not show a great gap. Thus we can interpret the results of this survey as showing a 

epublic of Korea. 

-family 

 can be interpreted as an adaptive survival strategy in the 
face of work-family conflict. In cases where a young couple have a child, they use the 
kinship system as a temporary alternative to make up for the lack of a social support 
system, but this alternative system is itself generating many unresolved problems. 

Family cyclical change in response to the work-family 
conflict 

Delaying marriage and the first birth 

The overall age for marriage has been increasing with the rise in the college entrance 
rate and the expansion of other educational opportunities for more people. However, the 
spread of contingent employment and other recent conditions of economic crisis are 
causing concerns about income instability. One of the resulting phenomena is the delay in 
marriage, or difficulty in forming a family. The first-time marriage age for men as of 1999 
was 29.1 years and 26.3 years for women, showing an increase of 3.7 and 4.7 years, 
respectively, from 40 years ago. 

 
30 Han Baek Foundation: The survey on manager’s values in East Asia (1996). 

since the late 1980s, public and social interests in ins

In particular, since the IMF bailout crisis in 1997, new patterns of life are taking root, 
which value family life and tend to be security-oriented and self-realization-oriented. Thus 
the number of “company-style” workers has decreased, and there are reports that consumer 
patterns are reflecting this change. Another survey, which empirically analyzed employee 
desires following changes in corporate environments, shows the attitude of employees in 
large Korean firms in order of importance: work (44.0 per cent), family (34.3 per cent), 
leisure (16.0 per cent), religion (14.3 per cent), and local community life (9.8 per cent). 30

In other words, the survey results show that employees in large corporations still 
value work as the most important aspect in their lives, but their attitude toward fam

family-oriented attitude of the working population in the R

Implications of the family trends for the work
relation 

The changes mentioned above regarding family are partly related to overall changes 
in family values. However, there are also changes that are more directly related to the 
demands of the labour market. The problems of economic insecurity caused by such trends 
as the increase in the number of contingent workers and the problems of child care in the 
patriarchal family system, have led many young people, especially young women, to avoid 
marriage and childbirth. Accordingly, the changes in family cycle patterns, such as the rise 
in the age of first-time marriage,
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Figure 5. Change in the age for a first marriage 
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Source. National Statistical Office: Annual report on the vital statistics (Seoul, 1985-2001) 

In particular, the trend of late marriage for women is accelerating, which can be 
interpreted as a reflection of negative effects of the patriarchal family system in the 
Republic of Korea. In the 1990s, the number of employed married women increased 
sharply. Unmarried women, many of them juniors in their workplaces, have watched their 
seniors suffer through the double burden of work and family. Difficulties caused by child-
care problems contributed to aggravating the dual burden. They have started to refuse to 
accept the notion that marriage is a necessity and rational alternative for their lives. 

Table 9. Attitude toward marriage among young persons with higher education 

 Must marry Better to 
marry 

Either way 
okay 

Better not to 
marry 

Must not 
marry 

Don’t know Total 

Men 26.6 49.7 22.5 0.8 0.2 0.3 100.0 
Women 11.0 41.2 44.7 1.7 0.1 1.3 100.0 
Total 18.6 45.3 33.9 1.2 0.2 0.8 100.0 
Note: Higher education means at least two years of college. 
Source. National Statistical Office: Census of the population and housing, raw data (Seoul, 1998). 

This has led to an increase in the rate of unmarried persons. In the case of women in 
their 30s, the unmarried rate was merely 4.2 per cent in 1975, but the figure rose to 9.7 per 
cent in 1995. The delay in first marriages has a significant effect on reducing the fertility 
rate of the population. The total fertility rate (TFR) has decreased to 1.3 in 2001. In fact, 
when the decline in the fertility rate was analyzed from 1959 to 1969 for contributing 
factors, 90 per cent of the reduction was due to the effect of the reduced fertility rate 
among married women. From 1979 to 1989 the effect accounted for only 61 per cent, and 
increase in marriage age accounted for 38 per cent. 31

Even when women do marry, in cases where both the husband and wife work full 
time, couples are not easily able to decide on having children and show a tendency to 
delay. From internet sites targeting working couples, one can discover that these couples 
are delaying childbirth as one of the strategies to maintain both work and family. Some of 
the young couples consider four to five years after marriage as an ideal time to have 
children, which reflects a strategic consideration to have a baby after establishing the 
economic foundation of the household. Among young professional couples, the number of 

 
31 Minja Kim Choe: Consequences of fertility decline in the Republic of Korea: Policy implications 
(USA, East-West Center, 1998). 
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couples voluntarily choosing to be a DINK (double-income, no-kids) family is increasing. 
Between work and career, these couples have chosen the latter in the face of conflict 
between the two, and the lack of systematic child-care facilities and other social 
phenomena are encouraging such a choice. 

Interruption of women’s economic activities due to marriage and 
childbirth 

Due to the limited socialization of child-rearing responsibilities, women’s economic 
activities are discontinued. In fact, except for women in the 15-19 age group whose 
economic participation rate is low because of increased participation in higher education, 
the economic participation rate of women starts to fall with their marriage and becomes the 
lowest in the 25-34 age group, the peak period for raising children. 

Table 10. Economic participation rate of females by age and year 

 15-19 20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60 + Total 
1980 34.4 53.5 32.0 40.7 53.0 57.0 57.3 54.0 46.2 17.0 42.8 
1990 18.7 64.6 42.5 49.5 57.9 60.7 63.9 60.0 54.4 26.4 47.0 
1997 13.0 66.4 54.1 50.9 60.4 67.1 62.3 58.1 54.1 30.3 49.5 
1998 12.0 61.0 51.8 47.3 58.5 63.5 61.5 55.2 51.0 28.1 47.0 
2000 12.5 60.8 55.9 48.5 59.1 63.4 64.6 55.2 50.8 29.8 48.3 
2001 12.6 61.5 57.7 48.8 59.5 63.4 64.2 56.2 50.4 29.6 48.8 
Source. National Statistical Office (each year): Annual report on the economically active population survey (Seoul). 

As for events that greatly affect the supply of women’s labour force in the Republic 
of Korea, marriage and childbirth can be cited. 32 The absolute majority of women 
employees in the Republic of Korea either leaves the workforce or experiences a change in 
status within one year of their marriage, and still more women either leave or change status 
once they have given birth. In other words, of the total number of working women just 
before marriage, 85.9 per cent of them are wage-earners; 76.1 per cent leave work upon 
marriage, reducing the percentage of wage-earners among newly married couples to 44 per 
cent.33 Upon childbirth, this number is further reduced to 33.7 per cent. 34 In this regard, 
marriage is a life course event that has the greatest impact on the supply of women’s 
labour in Korea. On average, it takes 1.3 years for couples to have a child from the time of 
their marriage. Considering the custom of leaving work after childbirth and the lack of 
child-care facilities, it can be inferred that women do not necessarily want to delay the exit 
point until childbirth. In fact, as of 2000, child-care facilities in the Republic of Korea for 
children under 5 years of age meet only 46.1 per cent of the demand, and for infants under 
2 years of age, the figure is even lower at 10.7 per cent. 

 
32 Tae-Hong Kim and Mee-Kyeong Kim: The 4th survey on women’s employment (Seoul, Korean 
Women’s Development Institute, 2002). 

33 ibid. 

34 ibid. 
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Table 11. Estimation of the coverage of day-care centres for children (0-5 years) of working mothers 

Year (A) Children 0-5 
years 1

(B) Rate of 
economic 
activity for 

married women 
25-34 years 

(percentage) 2

(AxB) Children 
0-5 years of 

working 
mothers 

Institutions 3 (C) Children 
under 

institutional 
care 3

(C÷AxB) x 100 
Coverage rate 

1990 3,870,483 41.3 1,598,509 1,919 48,000 3.0 
1995 4,101,911 40.0 1,640,764 9,085 293,747 17.9 
1996 4,260,822 41.6 1,772,502 12,098 403,001 22.7 
1997 4,297,472 43.5 1,869,400 15,375 520,959 27.9 
1998 4,303,094 40.9 1,759,965 17,605 556,959 31.6 
1999 4,292,484 41.1 1,764,211 18,768 640,915 36.3 
2000 4,274,378 42.4 1,812,336 19,276 686,000 37.9 
Note: Children 0-5 years of working mothers = total children 0-5 years x economic active rate of married women 25-34 years. 
Source. 1. National Statistical Office: Population projection (Seoul, 1996); 2. Ministry of Health and Welfare: White paper on health and social affairs 
(1992-1997); Ministry of Health and Welfare: Yearbook of health and welfare statistics (2001). 

Moreover, since the 1990s, the Government’s child-care policy has been emphasizing 
private facilities rather than building public facilities. As a result, the burden of child-care 
cost for parents has increased, limiting economic activities of married women, most of 
whom can only have low-wage contingent work as a source of income. Consequently, the 
economic participation rate of married women with children under 6 years of age 
decreased steadily, widening the difference with that of other groups of women from 10.9 
per cent in 1992 to 20.6 per cent in 1997. 

Separate living caused by distance working 

Couples in their 30s and 40s, whose children are of school age, may also have family 
problems or conflicts. This is a period when the head of the household is most likely to be 
geographically transferred according to the needs of the company. In such cases, the head 
of the household may move alone, forming a new single-person household, while the rest 
of the family remains in the location for the sake of the children’s education. According to 
a study on minor family types, the length of living alone increases by age. 35 Persons in 
their 20s live 3.26 years alone on average; in their 30s, 6.30 years; in their 40s, 9.52 years; 
and in their 50s, 10.39 years. The workplace is the most important reason to live alone for 
persons in their 30s. 

During the same age period, divorce rates also increase, and economic problems for 
single-mother households can result. During children’s marriage period, the economic 
burden of the family increases sharply due to marriage expenses; however, it is also the 
period when workers are frequently dismissed from work, due to the increased cost burden 
to their employers, and the demands of work and family once again mutually clash. Lastly, 
single-person households in the elderly population are largely made up of women after the 
death of their husbands, and these women face the problem of poverty. 

Types of troubled families formed by recent socio-
economic changes 

Child-rearing problems for working couples 

As married women participate actively in the labour market, child care is the most 
urgent problem. Child-rearing problems are particularly serious in cases where women 

 
35 Byun et al., op. cit., p. 267. 
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work on a full-time basis, reaching a point called “a war without gunshots”. 36 After their 
maternity leave ends, women are more often than not unable to find a nursery which would 
accept an infant 2 months old. In such cases, many women quit work. Under these 
circumstances, some working couples have adopted a strategy of utilizing kinship relations 
rather than relying on social support. 

Table 12. Child care (0-5 years) by women’s employment status 

 Facilities Parents-
in-law 

Woman’s 
parents 

Brother 
or sister 

Herself Husband Other 
child 

Left 
alone 

Maid Misc. Total 

Total 56.4 11.6 15.3 3.7 20.1 1.1 0.5 2.1 0.0 1.6 100.0 
Full 
time 

56.8 13.6 22.7 6.8 5.7 1.1 1.1 0.0 3.4 3.4 100.0 

Part 
time 

66.7 3.0 15.2 0.0 18.2 3.0 0.0 3.0 0.0 0.0 100.0 

Source. Tae-Hong Kim and Mee-Kyeong Kim: The 4th survey on women’s employment (Seoul, Korean Women’s Development Institute, 2002). 

Table 12 shows that couples would rather leave children with parents of the husband 
or wife than placing them in a professional nursery. If the grandparents live far from the 
couple, the couple may see their child only once every few months. Or, alternatively, the 
couple would have the parents come to their house to take care of the grandchildren. In this 
case also, if the grandparents live far from the couple, one of the grandparents will stay 
with the couple during the week and return home only during the weekend. In such cases, 
the grandparents become “weekend spouses”, and their lives are sacrificed. 

In other cases, because of the shortage of nursery facilities accepting children under 3 
years of age, some couples form three-generation households only until the child reaches 
the age of 3. In fact, according to a survey conducted by a company operating an internet 
site for working couples, four out of ten working couples with children have their parents 
care for their children. 37

However such family strategy is not always successful. Young couples used to the 
individualism of nuclear families and those who value privacy feel burdened by the 
complex relationship of an extended family. At the same time, elderly parents are weary of 
sacrificing the comfort of their old age for the sake of their grown-up children. Indeed, the 
fragile health of the elderly has in some cases become aggravated due to taking care of the 
grandchildren. This strategy put an artificial cover over the generation difference of values. 
It is a strategic and instrumental utilization of the family relationship that depends entirely 
on the hospitality of the individual elderly parent and his/her physical health. Ultimately, it 
is a strategy that seems to be too unstable to solve the systematic problem of the work-
family conflicts. 

Families of single mothers 

Unlike the customary equation of “household heads = men”, the percentage of 
households headed by women has been steadily increasing. Among these households in the 
urban area in 2000, the proportion of widowed persons has been decreasing, while that of 
divorced and never-married is increasing continuously. 

 
36 ”Is mother-in-law a new leader of family? A rapid change of family”, in Hankyoreh, Vol. 21, 11 
October 2001, p. 378. 

37 http://www.working-mom.com.pe.kr; and http://www.doubleincome.co.kr. 
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Table 13. Distribution of female heads of households by marital status 

 Total 
(per thousand 

persons) 

Married Widowed Divorced Never married As percentage 
of total 

household 
1975 850 24.5 59.4 4.3 11.8 12.8 
1980 1,169 22.3 58.1 3.9 15.7 14.7 
1985 1,501 22.7 52.2 4.3 20.7 15.7 
1990 1,787 17.7 56.3 5.6 20.4 15.7 
1995 2,147 15.7 56.1 7.1 21.1 16.8 
2000 2,653 16.6 50.5 11.5 21.4 18.6 
Source. National Statistical Office (each year): Population and housing census (Seoul). 

Unlike in traditional society, which had kinship and local community support systems 
for the socially weak, the breakdown of a nuclear family in modern society can have more 
serious consequences than that of a similar event in earlier periods. Today, single mothers 
not only have to work for survival of the family, but they also have the multi-layered 
burden of having to perform household work, such as domestic work, child rearing and 
child education. The poverty rate of these single-mother households is extremely high. As 
of 2000, the monthly income of single mothers comprised 49.1 per cent of the average 
household income, compared to 58.8 per cent of single fathers. 38 Further aggravating the 
situation is the fact that most of these single mothers have low levels of education and 
short employment histories. They are also otherwise at a disadvantage in the labour market 
due to gender discrimination, and most of them thus work in low-wage and low-ranking 
positions. They mostly work as unskilled manual labourers, for example as maids, sanitary 
workers or restaurant workers. In the case of restaurant workers and sales persons, their 
work requires long hours and often overtime, making child rearing and caring that much 
more difficult. In the case of single mothers with pre-school children, they are often unable 
to work full time because of the cost of child care, and the vicious cycle of poverty thus 
continues. In terms of numbers, single-father households (1.3 per cent) are absolutely small 
compared to single-mother households. But they also face many problems: aside from 
poverty, single fathers are likely to face the added difficulties of handling household work 
and dealing with their children. 

Families with an unemployed head of household in the wake of 
economic neo-liberalism and structural adjustment 

Recently, under the IMF bailout regime (1997-99), restructuring and massive 
unemployment occurred. As a result, if the real household income for 1996 was set at 100, 
then the 1999 level would be recorded at 93.1. 39 If a worker in his/her late 40s or 50s is 
laid off — a likely age to have children entering high school or college — the economic 
problems will be compounded by the increased burden of education costs. This problem is 
particularly acute in the Republic of Korea because of the parents’ high expectations for 
their children’s education. In fact, during the second quarter of 1997, the percentage of 
household heads among all laid-off workers was 35.7 per cent; a year later, during the 
second quarter of 1998, the figure increased sharply to 46.7 per cent. 40

 
38 Byun et al., op. cit. 

39 Geon-hwa Jeoung: “Change of life condition of urban households under the IMF system”, in 
Poverty in Korea after IMF system (Seoul, Nanam Publishing, 2000). 

40 Korea Labor Institute: Counter-measures for unemployment in the high unemployment period 
(Seoul, 1998). 
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Economic crisis brought on by a layoff becomes a part of the background for the 
disintegration of a family. In fact, according to a 1998 survey, 7.7 per cent of men who lost 
their jobs were either divorced or separated, and 10.8 per cent were considering divorce or 
separation. At the same time, the gap between income categories widened. For example, in 
1996, the households in the lowest 20 per cent income category earned 30.5 per cent of the 
top 20 per cent category, while after the bailout crisis, the same figure was reduced to 17.4 
per cent in 1999. 

Discussion on family policy trends 

Critical discussions on utilizing the family as a social welfare 
system for free 

Traditional Korean family solidarity is characterized by strong cohesiveness among 
family members and strong exclusivity against others outside the family. Such family 
solidarity was the stepping-stone which made it possible for Korean families to protect 
their family members and their survival during times of national crisis, such as the colonial 
rule and the Korean war, and during the period of dramatic social changes, such as the 
capitalistic industrialization process since the 1960s, when the welfare of the public was 
suspended. However, the Korean government has used traditional family solidarity to 
maintain a social security policy with low costs. The government is further criticized for 
manipulating the transfer for the responsibilities of social welfare of children, the elderly 
and the disabled to the nuclear family. 41 Under the slogan of “growth first, distribution 
later”, the economic policy concentrated on rapid growth and did not pursue pan-social 
protection of civil life. Moreover, the repetition of conservative administrations made the 
family function the only universal social support mechanism. 

Discussion on child-care policy 

Since the discussion on child-care issues became active in the mid 1980s, the central 
themes of the issues, the discussants and the role of women’s organizations have steadily 
changed. The interest in public child care began to be publicly expressed in the Republic of 
Korea from the mid-1980s, when the number of married women participating in the labour 
market increased rapidly. Since the 1980s, the restructuring of industries, the shortage of 
the labour force due to increases in high school entrance among young workers, and the 
rapid rise in living expenses have created a large influx of married women into the labour 
market, with married women making up half of the total female labour force. 42 With the 
passage of THE Child Education Promotion Law in 1982, the systematic integration of 
“education” and “care” was attempted. This was a system similar to “kindergartens”. What 
was problematic was that the new system did not offer all-day programmes and did not 
solve other day-care problems for low-income families. The result was that, since the end 
of 1980s, women’s organizations began the “day-care movement” and began operating 
day-care centres as part of a larger women’s movement and grassroots people’s movement, 
mainly in urban poor and industrial complex neighborhoods. A fire in 1990, which resulted 
in the death of a brother and sister who were left alone in a locked house while their 
parents went to work, accelerated the grassroots women’s movement for demanding child-

 
41 Kyung-seup Chang: “Ideology of nuclear family and welfare state”, in Korean Industrial Society: 
Economy and Society, Fall 1992, pp. 173-204. 

42 Seung-Kyeun Kim et al.: Change of Korean family (Seoul, Korea Institute for Health and Social 
Affairs, 2000). 
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care services. 43 In the beginning of the child-care discussion, which was strongly 
characteristic of feminist movements, the efforts for legislation were spearheaded and led 
by these women’s organizations. 

Based on these efforts and a campaign initiated by women representatives in the 
National Assembly, the Infant Nursery Act was passed in 1990. Concurrently, the words 
“leaving a child in a center”, a term which has usually been used for child care, was 
criticized in that it emphasized only the physical aspect of protecting a child. As a result, 
the new concept of “educare” — a combination of (child) education and (child) care — 
was established. Since the mid-1990s, the term “educare” has gained ground in replacing 
the term “day care”. At the same time, the Government established the Three-year Plan to 
Expand Child-Care Facilities (1995-97), which granted financial support to volunteers for 
building private child-care facilities, leading to a fulfillment of somewhat expanded child-
care facilities, at least in terms of quantity. In 1998, the Ministry of Health and Welfare, 
the main government body responsible for child-care policies, attempted an evaluation of 
the quality of existing child-care programmes. One of the results was the legislative 
initiative to revise the relevant law to reflect the changes in reality. In the process of 
discussion for revising the law, differences in position among various stakeholders were 
exposed: who should be the subject and the object of the care; the teachers’ qualifications, 
such as certificate requirements; requirements for receiving public child-care services; etc. 
Conflicts arose in particular in regards to the overlap between the new “eucare” 
programmes and the existing, privately operated children’s education businesses. 
Discussions were also held on the relative importance of “education” and “protection” in 
the protection and growth of children. 

While the above discussions and exchange of opinions were taking place, child care 
and related organizations, women’s organizations and civil movement organizations came 
together to advance discussions on the public responsibility for child rearing. 44 They 
criticized Korean child-care policy: (1) limiting the target population for public child-care 
services, (2)focusing too much on expanding private facilities where the Government has 
only a limited role; and (3) relying on individual parents’ responsibility in priority. The 
weak sense of national responsibility for child care has been pointed out in other papers. In 
fact, the Infant Nursery Act stipulates that “the cost required for education and care of the 
infant shall in principle be borne by the guardian of the infant” (Article 21). The 
Government takes the approach in which limited financial support is allowed for children 
within special groups, such as those who receive welfare.  45 At the same time, the task of 
diversification of child-care services is being understood as one of the core issues in 
advancing the overall child-care system in the Republic of Korea. In particular, the need 
for child-care facilities for infants under 2 years of age, education and care facilities for 

 
43 Hyun-sook Choi: “Child-care movement”, in Korea Women’s Associations United (ed.): Open 
hope: Ten-year history of Korea Women’s Associations United (Seoul, Korea Institute for Women, 
Dong Duk Women’s University, 1998). 

44 Korea Child-care Teachers Association: Seminar: Development for child-care system through 
children’s rights (Seoul, November 1998). 

45 The Government provides child-care services to children under 5 years of age in agricultural and 
fishing village areas free of charge. It also provides support to legally designated low-income 
families for child-care costs. When the monthly income of the families in that level is 950,000 won 
for three persons, the subsidy is 225,000 won for a child under 2, and 186,000 won for a 2-year old, 
and lastly 115,000 won for a child over 3 years of age. Moreover, financial support is also given to 
child-care facilities in agricultural and fishing village areas where national and public child-care 
facilities and operational conditions are poor. The Government also provides financial support to 
child-care facilities specializing in the education and caring of disabled children and infants. 
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disabled children, extended child-care services for nights and holidays, and child-care 
services for after-school hours have been continuously discussed. 

Due to the many debates on child care and the efforts of women’s organizations and 
child-care teachers’ associations, policies regarding child care have shown a qualitative 
progress since the 2003 presidential election, including the extension of institutional 
coverage for child care. 
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III. Working conditions and family support 
measures: Their impact on families 

Time-related family support 

Trends in working hours 

Korean full-time women workers have been concerned about long working hours and 
their effects on family life. In the Republic of Korea, within the overall average, actual 
working hours per week fell slightly from 51.6 hours in 1970 to 50.0 hours in 1975. 
However, in the 1980s, working hours increased steadily. Thus in 1986, it reached the peak 
level of 52.5 hours (54.7 hours in manufacturing industries). In the late 1980s, the 
reduction of working time was achieved as a result of widespread labour-management 
negotiations, although it remained at 50 hours per week. 

The labour law was revised to limit legally maximum working hours to 46 hours in 
1988, and again to 44 hours in 1990 (1991 for small and medium-sized establishments). 
Accordingly, as of 2001 the statutory daily and weekly working hours are 8 hours and 44 
hours, respectively. 

In terms of paid overtime, male employees are prevented from working more than 12 
hours of overtime per week. In the case of women employees, they are prevented from 
working more than two hours of overtime per day, six hours per week, and 150 hours per 
year. Since 1990, weekly hours of work have steadily decreased in the Republic of Korea, 
even though working hours are still quite long, and long overtime hours characterize the 
labour condition. In the Republic of Korea, working time per year is approximately 600 to 
900 hours longer when compared to developed countries, and 500 to 600 hours longer 
when compared, in particular, to Japan and the United States. Hours of work are also 
longer when compared to competitive countries in Asia, such as Singapore and Taiwan, 
China. Such long hours not only deteriorate the quality of workers’ lives, but they also 
become a source of conflict between family and work. 
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Figure 6. Average weekly working hours per person in employment 
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f Labour: 2001 yearbook of labor statistics (Seoul, 2002). 

In 2000, the issue of reducing work hours was being discussed in the Korean

Source. Ministry o

 
Tripartite Commission (KTC). The labour party first proposed the reduction of working 

that the 
base pay

The new workweek will be phased in at public corporations, finance companies and 
other firms with 1,000 employees or more; companies with 500 or more employees, in July 
2004; and smaller firms, by July 2006. When this bill is passed, it is expected that it will 
help significantly male and female employees to better maintain family and work balance. 

As the result of the Ministry of Labour’s survey on various flexible working time 
arrangements in Korean firms, 40.5 per cent of Korean firms had shift work systems in 
1999. 46 Also, the Wage Structure Survey conducted in 1998 revealed that 1,115 companies 
(35.7 per cent) of the total 3,125 companies surveyed had shift work systems. The 

 
46 Ministry of Labour: The survey of working hours (Seoul, 1999). This survey was conducted by 
the Ministry of Labour. The number of establishment surveyed was 1,132. 

hours. The employer party expressed the view that they would be willing to discuss the 
issue along with the issue of revising holidays and the leave system. Thus the formal 
process of the discussion began at the Tripartite Commission. In October 2000, the 
Commission reached a consensus to reduce the number of statutory weekly working hours 
from 44 to 40 for a five-day workweek. In July 2002, labour and management held final 
talks to strike a deal on the introduction of the shortened workweek, but they failed to find 
common ground. Sticking points include maintaining the current income level and granting 
workers between 15 and 22 days of paid leave per year. Thus the Ministry of Labour 
decided to draw up its own revision to the labour law after labour, management and 
government representatives failed to reach an agreement on the implementation of the five-
day workweek. The revised bills would cut the legal workweek to 40 hours from the 
current 44 hours, and limit annual paid leave to 25 days. It would also stipulate 

 of workers not be reduced because of the fewer working hours and an employee 
will be granted up to 25 days of paid leave per year. 

28 Conditions of Work and Employment Series No. 6 



 

proportion of employees engaged in shift work was approximately 15 per cent in 1999. 47 
This 15 per cent figure is higher than that of other developed countries. According to an 
OECD report, the number of employees on average engaged in shift work makes up about 
8.1 per cent of the total employees in 11 European countries. In the case of the Finland and 
the United States, it is 17.9 per cent (1993) and 17.8% (1990), respectively. Thus these two 
countries may be an exception. However, in most other comparative countries, the 
percentage is lower than in the Republic of Korea. The shift work system in the Republic 
of Korea is one of the most important contributing factors to long working hours. 48

Since the 1980s, the Republic of Korea has seen a growth in the proportion of part-
time workers. The number of part-time workers was 158,000 persons in 1985, and the 
number jumped to 873,000 in 2001. 49  Women part-time workers numbered 113,000 in 
1985 and over 600,000 in 2001. The percentage of part-time employees of all women 
workers increased from 4.0 per cent to 11.9 per cent during the same period. Like other 
countries, the major features of part-time employment in the Republic of Korea are that 
most of the part-time workers are women. The distribution of these female part-time 
workers by age group shows a high percentage of women in their 30s, who are likely to 
have family responsibility of child rearing, but also unmarried women in their 20s. Almost 
all part-timers are temporary workers with fixed contract terms. By industry category, 
women part-time workers are employed in a wide spectrum of industries that include 
electricity and gas, wholesale and retail, public and social services, restaurants and hotels, 
finan

n the Republic of Korea is also characterized by a minuscule percentage of 
the workers being upgraded to regular employee status after their contract term expires. 51  

 
47 The Ministry of Labour’s sur ge structure is conducted annually. Its scope and coverage 
is 3,400 establishments with five or more workers in all sectors, except agriculture and the fishery 
sector, public administration and social security administration sector, and other foreign institutes 
and international organization sector. 

48 Workers who work in standard work systems perform 13 hours per month of overtime. However, 
worker’s overtime hours in two-shift systems and three-shift system have 42 hours and 37 hours, 
respectively. 

49 The statistical definition of part-time workers in 1985 was “workers who work less than 35 hours 
a week in the non-agriculture sector”. However, in 2001, it is “persons who declared themselves to 
be on part-time work”. Part-time workers are calculated from National Statistical Office: 1995 
economically active population survey, Raw-data, and 2001 economically active population survey: 
Supplementary survey, Raw-data. 

50 The percentage of involuntary part-timers was 53.3 per cent in 1998. National Statistical Office: 
1998 economically active population survey, raw data; Tae-Hong Kim: The effect of the spread of 
non-standard employment patterns on female employment structure: The situation and policy tasks 
(Seoul, Ministry of Labour, 1999), p. 55. 

51 The results of an establishment survey of part-time workers showed that only 4.7 per cent of 
companies replied positively to “they hire at times part-timers at regular status after employment 
contract with part-timers expires”. The sample size of this survey was 400 companies in the finance 

 

ce, manufacturing and others. In terms of occupations, part-timers are engaged in 
various occupations like elementary occupations, service and sales jobs, associate 
professionals and clerks. In other words, to accommodate greater flexibility in working 
time arrangements, Korean firms introduced part-time employment. It then spread rapidly 
across all industry and job categories with the effect of reducing the number of available 
regular jobs. As a result, the decision to work as a part-time worker is not a voluntary 
choice or a personal option to maintain both family and work.  50 Rather, the decision is an 
involuntary one resulting from a lack of opportunity to work in regular jobs. Part-time 
employment i

vey on wa
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worked. Of the companies surveyed, 60.6 per cent had either the five-day or alternate 
weekend-off system; 28.9 per cent had the system of temporary duty or shift schedule to 

 system. 

oduction and implementation status of flexible working arrangements 

/Status Yes: Active Yes: 
Somewhat 

active 

Yes: Not at all 
active 

No: Planned No: Not 
planned 

Total 

Flexible working 
system 

hours 9.5 14.4 6.6 27.2 42.3 100.0 

Five-day or alte
weekend-off sys
System of temp
or shift schedule

rnate 
tem 

47.5 11.8 1.3 16.4 23.0 100.0 

orary duty 
 

4.6 15.1 9.2 19.3 51.8 100.0 

Source. Tae-Hon ompanies (Seoul, Korean Women’s Development 
Institute, 2001). 

women among the eligible workers who can use the 
flexible working arrangements, who are mostly likely to have the burden of child rearing 
and 

Extra-statutor

 
and insurance sector, wholesale and retail, distribution sector, hotel and restaurant, communications 
and educational service sector. Tae-Hong Kim conducted this survey in 2001. 

52 A sample size of 300 establishments in finance, wholesale and retail establishments, and hotel 
and restaurants were covered in this survey. 

53 Labor Standards Act, Article 72 (protection of health of a pregnant woman): “(1) An employer 
shall allow a pregnant female worker 90 days of maternity leave before and after childbirth. In such 
case. 45 days or more shall be allocated after the childbirth”. Gender Equality Act, Article 19 (child-

 

g Kim and Ina Kho: The family-friendly practices and systems of Korean c

The percentage of married 

family care, was relatively low. In other words, the flexible working system was 
mostly applicable to either male employees, who share very little, if any, family burden in 
domestic sphere — a result of a patriarchal family system — or to unmarried female 
employees. The cause of such phenomena is attributable to the way in which the system is 
introduced. In other words, companies introduce the flexible working arrangements as an 
opportunity to increase employee productivity and work efficiency by giving employees a 
chance to avoid rush hour traffic, for example. This is not to say that such a system does 
not have any mitigating effect on the family-work conflict for employees who have family 
responsibilities. However, for many companies, the purpose of introducing the system was 
not to alleviate the work-family conflict, and in many cases the application of the system 
was limited to male-concentrated jobs or departments. 

y leave arrangements 

One of the mechanisms for supporting work-family balance is the employee holidays 
and leave system. The system includes maternity leave, parental leave, family-care leave 
and personal leave. Even though family-care leave and personal leave are not stipulated in 
the Act, those leaves support a worker’s work-family balance. The Labour Standard Act 
and the Equal Employment Act in the Republic of Korea have regulations on maternity 
leave and child-care leave. 53 In terms of maternity leave, the revised Labour Standard Law 
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(2001) extended the leave period from a total of 60 days to a total of 90 days, for before 
and after childbirth. The Law also stipulates that at least 45 days of the leave time must be 
allocated for post-delivery protection. Upon request from a pregnant employee, an 
empl

 
been introduced. In terms of parental leave, the practice rate was much lower: 2.3 per cent 
of the companies surveyed. In industries with a relatively high proportion of women 
employees — such as finance, distribution, and food and beverage manufacturing — a 
survey of 300 companies in the three sectors was carried out in 2001 regarding the 
introduction and current implementation of extra-statutory maternity leave, parental leave 
and other family-friendly leaves. 56 According to the survey, the system with the highest 
percentage of implementation was the unpaid vacation programme, which includes the 
“petition-based” vacation, such as vacation time for personal reasons. Of the companies 
surveyed, 71.8 per cent practiced this system. Following the unpaid vacation system, 
leaves were granted in the following order of frequency: paternity leave (38.1 per cent), 
family-care leave (31.8 per cent), and childbirth/parental leave above and beyond the 
legally defined period (29.1 per cent). In the category of family-care leave, many 
companies had introduced and implemented the system, but the system was actively used 
only in 9.8 per cent of the companies. On the other hand, parental leave is expected to be 
utilized more frequently since the implementation in November 2001 of the revised Act 
respecting maternity protection, which provides for an allowance during child-care leave. 

 
care leave): “(1) An employer shall allow, when a worker with an infant aged less than one year, 
applies for the child-care leave to take care of the infant”. 

54 This Act entered into force on 1 July 1999. 

55 Jae-Ku Kim and Tae-Hong Kim: The social sharing method of maternity protection costs in 
Korea (Seoul, Ministry of Labor, 1999). 

56 Tae-Hong Kim and Ina Kho: The family-friendly practices and systems in Korean companies 
(Seoul, Korean Women’s Development Institute, 2001). 

oyer is obliged to transfer her to a lighter-duty position; by law, employers cannot 
have pregnant women work overtime. Also, upon request from woman employees with a 
child under 1 year, employers must provide two 30 minute nursing breaks per day. 

According to the Equal Employment Act, if an employee with an infant under 1 year 
requests a leave of absence to take care of the child, the employer is required to provide 
parental leave until the infant’s first birthday. Accordingly, both male and female 
employees can apply for child-care leave for up to a year. Of course, certain conditions 
must be met before an employee can apply for the leave, for example, a certain period of 
continuous employment. The child-care leave period is considered a part of the continuous 
employment period, and the employer must not treat the employee unfavorably because of 
the leave. The Framework Act on Women’s Development also stipulates that the national 
government, local governments and employers must provide special protection for women 
employees during their pregnancy, childbirth and breastfeeding period, and that women 
must not be treated unfavourably on grounds of these conditions. 54

In terms of leave systems for work-family balance of the 1,732 companies surveyed, 
21 per cent practiced the maternity system. 55 There were two reasons for such a low 
practice rate. The first was that the companies surveyed had very few married women 
employees and thus a low rate of employees eligible for maternity leave. The second 
reason was that many companies did not provide the actual leave, even if the system had
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Table 15. Introduction and implementation status of family-friendly leave systems 

Introduced/Status Yes: Active Yes: 
Somewhat 

active 

Yes: Not at all 
active 

No: Planned No: Not 
planned 

Total 

Extra-statutory maternity 
and parental leaves 

18.0 5.9 5.2 11.8 59.0 100.0 

Paternity leave 19.7 9.2 9.2 14.8 47.2 100.0 
Family-care leave 9.8 13.8 8.2 15.1 53.1 100.0 
Unpaid vacation 
programmes for personal 
reasons 

29.8 26.9 15.1 10.5 17.7 100.0 

Source. Tae-Hong Kim and Ina Kho: The family-friendly practices and systems of Korean companies (Seoul, Korean Women’s Development 
Institute, 2001). 

At the same time, public employees (excluding private-sector employees) are granted 
60 days of maternity leave, according to State Public Official Regulations. Also, the State 
Public Officials Act provides a leave of absence for child care and family care. A leave of 
absence is provided for child care (the child must be under 1 year of age at the time of the 
leave application), or care of parents, spouse, children or parents of the spouse who require 
long-term medical treatment due to illness or accidents. In terms of the period for the 
various leaves of absence, it is one year for child care and family care, with a provision 
that the total periods not exceed three years during the employment lifetime. In the case of 
public education employees, the conditions for child-care and family-care leaves are 
identical to those of public workers. However, in the case of female teachers, employers 
may extend the leave period up to two years, making possible a maximum three-year leave 
of absence. 

In terms of maternity leave among public employees, a total of 6,789 women, or 7.7 
per cent of the total 88,513 eligible women, used the system in 2000. In terms of leave 
periods, although State Public Official Regulations mandate employers to give a minimum 
of 60 days of leave after childbirth, 6 per cent of those who took maternity leave came 
back to work before the leave period expired. The causes have been attributed to the fact 
that there is a great burden to cover the work gap when an employee leaves on maternity 
leave and to a lack of securing substitute workers. 

A survey of 69 government agencies revealed that, in 2000, a total of 944 employees 
used child-care leave (327 from national agencies, 617 from local agencies), which is 3.9 
per cent of the total 24,512 employees eligible for the benefit. 57 Of the total 944 employees 
who did take the leave, 50 (5.3 per cent) were male employees and 894 (94.7 per cent) 
were female employees. In terms of the leave period, employees took leave in the 
following order of frequency: under one year (67.4 per cent), under three months (12.5 per 
cent), under six months (11.5 per cent), and under nine months (7.6 per cent). In terms of 
national and local government agencies, public employees (5.6 per cent) in local 
governments used the leave at a higher rate than employees in national government 
agencies (2.4 per cent). The survey shows an extremely low percentage of public 
employees (2 to 3 per cent of all eligible employees) taking child-care leave. The causes of 
such low utilization of the system have been attributed to household financial burdens due 
to the unpaid system (30 per cent took leave for under six months) and a lack in securing 
substitute workers to fill the work gap once the employees leave. 

 
57 Survey data collected from 53 administrative agencies of the national government and 16 local 
government agencies. Ministry of Government Administration and Home Affairs: The improvement 
method of parental leaves for public employees (Seoul, 2000). 
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Employment arrangements: Telecommuting, home 
work or work in the informal sector 

Telecommuting was first introduced in the Republic of Korea in 1988. Amidst 
sustained interest among companies and workers, that system has spread slowly to a 
number of industry and employment categories: as of August 1994, there were 
approximately 350 telecommuters from 14 companies. By occupation, computer-related 
jobs were the most diverse. However, in terms of number, translation and international 
trade service jobs ranked the highest. In terms of pay system, performance-based and per-
hour pay systems were prevalent. In addition, since the late 1980s, some companies in the 
Republic of Korea introduced “long-distance work” utilizing modern telecommunication 
technologies, and in the 1990s, companies utilizing advanced information technologies 
sought various forms of long-distance work. According to a 1999 survey conducted by the 
Ministry of Information and Telecommunications, the status of long-distance work among 
companies in the Republic of Korea is summarized below. 58

By industry category, the highest number of teleworkers was in the information and 
telecommunication sector, followed by workers in finance, language translation and 
manufacturing. By job category, the highest number was among programmers, followed by 
sales and data input. In terms of company size, most telecommuters worked for large 
corporations, but a gradually increasing trend was seen among SOHO (Small Office/Home 
Office) workers. For individuals, telecommuting was chosen for the following purposes: 
first, to choose work hours freely and to reduce time spent on going to and from work, and 
thereby to secure more personal time for either domestic work or study; secondly, in the 
case of pregnant women, to avoid the inconvenience of rush-hour commuting and to better 
protect health; and third, to cope with changes in living circumstances, such as a move. 
From the employer point of view, telecommuting can save costs, secure high-quality 
human resources, and increase customer-contact time (in the case of sales employees). 
From a social point of view, the major focus on telecommuting is the creation of more 
employment opportunities. The employment project in the information technology sector, 
in particular, was pursued specifically for the purpose of creating new jobs, and due to 
problems with renting offices, it was pursued as a telecommuting project. 

The employment pattern of teleworkers shows that temporary workers were the 
highest in number, followed by regular workers, and a combination of temporary and 
regular workers. By professional qualifications, there was a combination of workers with 
very high and very low qualifications. Compared to the highly qualified professional 
workers, the terms of employment contracts for temporary workers without professional 
qualifications were much weaker, and they did not have legal protective measures. By 
gender, most female telecommuters had temporary contracts, showing that employers used 
telecommuting as a means to utilize the female workforce at cheap wages. By age group, 
most teleworkers were in their late 20s and 30s. For women, this is an age group in which 
they experience pregnancy and child rearing, and it appears that women telecommuters in 
this age group chose telecommuting rather than quitting work altogether. 

 
58 Presidential Commission on Women’s Affairs: The development of medium and long-term 
development plan for women’s human resources (Seoul, 1999), pp. 118-127. 
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Welfare facilities and financial compensation 

Child-care facilities and financial support 

The percentage of the elderly population in the Republic of Korea is relatively small 
compared to some other industrialized countries. Therefore, in the domestic sphere, the 
demand for child rearing, child education and household work is higher than for elder care. 
Accordingly, child-care facilities are the most important institution, which support a 
harmonious maintenance of both work and family spheres. The Republic of Korea has 
been steadily expanding child-care facilities, but they still are not enough to fulfill the 
demand. The number of children in child-care facilities increased 5.5 times from 1992 to 
2000. As of 2000, there were 4.27 million children from newborn to 5 years of age, and 
1.49 million needed a child-care facility. Of these children in need of a facility, only 
686,000 found places in a facility. Current facilities only met 46.1 per cent of the demand 
for child-care services. Moreover, as can be seen in Table 16 below, the demand 
satisfaction rate for children below 1 year old is 10.7 per cent, and for children 2 years old, 
36.9 per cent. The lower the age of the children, the lower the satisfaction rates for child-
care services. Such a phenomenon has a close relation to the fact that there are still many 
women employees who leave work due to childbirth or child rearing, and to the fact that 
women’s economic participation rate by age shows an M-shaped curve. 

Table 16. The number of children and child-care facilities 

 Number of children Number of children 
needing care (A) 

Number of 
accommodated 

children (B) 

Satisfaction rate 
(B ÷ A) x 100 

Total 4,274,378 1,487,642 686,000 46.1 
0 to 1 year old 1,414,506 432,336 46,169 10.7 
0 years old 704,523 188,812 --- --- 
1 year old 709,983 243,524 --- --- 

 
Infants 

2 years old 713,822 281,246 103,807 36.9 
3 to 5 years old 2,146,050 774,060 536,024 69.2 
Source. National Statistical Office: Projection on population in the future (Seoul, 1996); Ministry of Health and Welfare, 2001. 

There were a total of 19,276 child-care facilities in the Republic of Korea in 2000; 
58.6 per cent are privately operated; 33.6 per cent are home facilities; while public and 
employer-operated facilities number 6.7 per cent and 1.1 per cent, respectively. Thus, not 
only are the facilities in short supply overall, but because the existing facilities are mostly 
privately run, the cost to use the facility is also relatively high. The high child-care cost of 
sending children to the facilities has a tendency to raise the rate of low-ranking women 
employees with low educational levels and low wages leaving their work upon childbirth 
or to look after children. 59

 
59 According to the result of a work history analysis, compared to 55.5 per cent of women college 
graduates leaving work upon marriage, 75.2 per cent of women high school graduates leave work at 
that point. This rate of exit is most likely to have been reduced recently due to the change in 
women’s attitudes to work. However, considering the wage difference between education levels, it 
is likely that the exit rate by educational levels will not change significantly in the near future. Tae-
Hong Kim: The re-entry of women workers: The situation and policy tasks (Seoul, Korean 
Women’s Development Institute, 1996), p. 52. 
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Table 17. Number of child-care centres (1990-2001) 

 1990 1995 2000 2001 
Public child-care centre 360 1,029 1,295 1,306 
Private child-care centre 39 4,125 11,304 11,794 
Workplace child-care centre 20 87 204 196 
Home child-care centre 1,500 3,844 6,473 6,801 
Total 1,919 9,085 19,276 20,097 
Source. Ministry of Health and Welfare, 2001. 

According to Article 12 of the Equal Employment Act and Article 7 of the Infant 
Nursery Act (promulgated in 1991), employers with over 300 permanent women 
employees should establish employee child-care facilities and be responsible for over 50 
per cent of the operating costs. However, such stipulations are not legally binding, and 
establishment of child-care facilities at the workplace is not being actively implemented. 
For those companies that have established child-care facilities, financial support is 
provided through employment insurance. Specifically, in the case of renovation or repair 
work on existing child-care facilities, the actual cost of the project is financed for surface 
areas below 80 pyong 60 and for a total cost up to 70 million won. Also, expenses for 
supplies and toys   are financed within a 25-million-won limit. An employee child-care 
facility may be used not only by the company employees, but also by workers in nearby 
companies or the neighborhood. However, children of company employees must make up 
more than 50 per cent of the total population of the facility. Employee child-care facilities 
and supplies thus purchased cannot be used for renewal application for three and two 
years, respectively; furthermore, they cannot be transferred, exchanged, leased or used as 
collateral. The employment insurance also partially funds salaries for child-care teachers 
working in employee child-care facilities. The salary supplement is made only for those 
teachers hired for more than 20 days per month. An employee child-care facility must keep 
a maintenance/accounting log as well as a salary log. The Government is currently in the 
process of establishing public employee child-care facilities in major regions nationwide 
through the Korea Labor Welfare Corporation, with funds from employment insurance. 

In addition, the Government sponsored social welfare centres to provide after-school 
programmes for school-age children. Of the 61 social welfare centres, 36 (57.4 per cent in 
1995) had after-school programmes, and they were mostly for children in grades 1 to 3 in 
elementary schools. 

Maternity and parental leaves 

One of the most important institutions that make parallel maintenance of work and 
family is childbirth and child-care leave. In the Republic of Korea, there are provisions 
regarding maternity leave and parental leave in the Labour Standard Law and the Equal 
Employment Act. The main contents of these provisions include enhancing maternity 
protection for female workers, providing support for the reconciliation between work and 
family life, and sharing the cost of maternity protection with society. 

According to the Labour Standard Act, employers must provide pregnant women a 
total of 90 days of maternity leave before and after childbirth. 61 Cash allowances during 
maternity leave are paid by employers for the first 60 days of the leave period; the 

 
60 One pyong is approximately 316 square yards. 

61 The article of the Law related to maternity leave was revised in 2001. Before the revision, 
employers were required to provide 60 days of leave with full wage and benefits identical to those 
immediately prior to the leave. 
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Government pays the remaining 30 days through the employment insurance system under 
the following conditions: (1) the employee paid into the employment insurance fund for at 
least a total of 180 days prior to taking maternity leave; (2) the employee applies for the 
cash allowance within at least six months of the conclusion date of the maternity leave 
period; 62 (3) a maternity leave allowance for days exceeding a 60-day period (and limited 
to 30 days) shall be paid in the amount corresponding to the ordinary wages. 

On the other hand, the Equal Employment Act stipulates that, if an employee with a 
child under 1 year of age requests a leave of absence for the purpose of child rearing, the 
employer must allow a leave of absence up to the child’s first birthday. A cash allowance 
is paid during the child-care leave period. For workers who take more than 30 days of 
leave for child rearing (excluding the days that overlap with the 90-day maternity leave 
period defined by Article 72 of the Labour Standard Law), an allowance for child-rearing 
leave (200,000 won per month) will be paid to those who satisfy certain conditions. The 
leave period for child rearing provided by the employer is considered a part of the 
continuous employment period, and employers are prevented from treating the employee 
unfavourably for taking the leave. Conditions for receiving cash benefits during parental 
leave are as follows: (1) the employee was insured for employment insurance benefits for a 
total of at least 180 days prior to taking the leave; (2) the employee’s spouse, if eligible for 
national employment benefits, is not currently on a leave of absence for child rearing (an 
exception is made for under 30 days); (3) the employee has applied for the cash allowance 
one month after the commencement date of the leave and within six months of the 
conclusion date of the leave; 63 (4) if the insured person leaves the company during the 
leave period and is gainfully employed in another company or is otherwise employed, the 
allowance for child-rearing leave is stopped as of the date of the resignation or the new 
employment; (5) if the insured person received gifts from the employer for childbirth, the 
allowance can be reduced according to the stipulation specified in the Presidential Degree. 

In addition, the Government provides tax benefits to male and female workers who 
have child-rearing responsibilities. Female workers, and male workers without a spouse, 
who have children under 6 years of age or children not yet in school, will uniformly 
receive a tax exemption of 500,000 won from the tax payment schedule table. The Korean 
Government supports male and female workers who have family responsibilities, but it 
also has various support measures for companies that have family-friendly employment 
policies. For example, the rate of companies implementing a parental leave system is very 
low due to the difficulty of securing a substitute workforce once the employee takes the 
leave. Accordingly, since the employment insurance system was introduced in 1995, the 
Government has been paying a grant to companies that allow male and female employees 
to take leave for child rearing. 64 Each year the Minister of Labor announces the amount of 
the grant per person. As of 2001, the amount of the grant per person was 200,000 won. 

 
62 An exception to this condition applies to those who could not apply for the allowance during the 
stipulated period for reasons defined by a Presidential Decree. In such cases, the application must be 
made within 30 days of the expiration date of the reason defined by the Decree. 

63  An exception to this condition applies to those who could not apply for the allowance during the 
stipulated period for reason defined by a Presidential Decree. In such cases, applications must be 
made within 30 days of the expiration date of the reason defined by the Decree. 

64 The Grant for a Leave of Absence for Child Rearing, instituted to promote the popularization of 
parental leave, is awarded to employers who have granted such a leave for more than 30 days in 
accordance with the Labour Standard Law. 
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Support for domestic work 

As was reviewed earlier in the gender division of domestic work, unpaid work hours 
of employed women in households are still very long. This burden has a significant impact 
on women’s performance or productivity in the workplace. In particular, a recent survey 
reveals that the occurrence of irregular and unexpected domestic work has a significant 
impact on a woman’s working life. Accordingly, socialization of domestic work in 
households allows workers, especially female workers, to keep a work-family balance. For 
example, preparing lunches for children, in particular, has been evaluated as an effective, 
practical means to alleviate the work-family conflict. In fact, from the 1990s, when 
women’s participation in the labour market increased rapidly, school meal programmes 
spread rapidly with an unprecedented speed by the Korean government. As a result, from 
1998, almost all elementary schools provide lunch at school. Of the total 10,228 
elementary, middle and high schools in the Republic of Korea in 1999, 77.2 per cent 
provided meals at school: 98.4 per cent of elementary schools, 37.7 per cent of middle 
schools, and 72.3 per cent of high schools provided lunch at school. 

Support for care for the elderly and the disabled 

The proportion of the elderly population in the Republic of Korea is low when 
compared to some other developed countries in the world, and the number of the elderly 
who require care is relatively small. However, the majority of the elderly who are 65 years 
old or older live in extreme conditions of poverty, and 47 per cent do not have any pension 
plans for old age. 65 Most of the elderly do not have a pension plan for old age and 
therefore depend on their grown-up children for financial support. 

Accordingly, the Government revised the Senior Citizen Welfare Law and introduced 
the Non-contributory Old-age Pension Benefit. This benefit is paid to the elderly in low 
income brackets that are excluded from the National Pension Scheme. This is an important 
complementary measure to the developing current pension scheme. In 2000, a non-
contributory old-age pension benefit was paid monthly to 715,000 senior citizens, reducing 
to a certain degree the family burden of supporting senior citizens. In addition, for those 
senior citizens who are unable to receive care due to the illness or a business trip of the 
family care provider, 42 day-care centres and 21 short-stay centres were in operation as of 
2000, where senior citizens can be cared for during the day, or for a number of days (two 
to three days, or ten to 40 days). Senior citizens receive meals and bath services as well as 
recreational services. If there is a person with a disability in the family, the other family 
members, and especially women, become significantly restricted in employment 
opportunities. The total number of persons with disabilities in the Republic of Korea was 
estimated at 144,900 (30.9 per 1,000 persons in 2000). 66 The average monthly income of 
families with disabled persons is 910,000 won, a mere 50 per cent income level of an 
urban household with a wage-earner. Accordingly, the Government provides support for 
education costs for low-income families and families who are not on welfare but who earn 
below a certain amount. 

 
65 Because the National Pension Scheme was introduced in 1988, many senior citizens could not 
acquire pension rights, and even if they acquire pension rights, their old-age benefit is a minimal 
amount. 

66 This sample survey was conducted by the Korean Institute for Health and Social Affairs in 2000. 
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Miscellaneous support mechanisms 

In the Republic of Korea, the number of firms that have introduced and practice 
family-friendly employee programmes is very small. Those that do are mostly large 
conglomerates. To examine family-friendly policies practiced by large conglomerates, the 
first is a regular physical examination, which is a part of a health-related programme. Most 
of the large conglomerates in the Republic of Korea urge their employees to have a 
comprehensive physical examination aside from the annual medical examination required 
by health insurance companies. The comprehensive physical examination is carried out 
every two years for employees over 35-40 years of age and their spouses. The 
conglomerates bear the full cost of the bi-annual check up. Some companies also have 
asset accumulation programmes for employees wishing to purchase a house. For example, 
for the property accumulation programme, one company formed a 60-billion-won fund and 
operated a long-term, low-interest loan for housing mortgages. For employees without 
their own house, the company provides dormitories or employee housing. Many 
conglomerates also provide vacation condominium facilities to enable families to enjoy 
wholesome vacations and rest. These conglomerates use company-owned vacation 
condominiums or select two to three well-known resort complexes for company employees 
to spend summer vacations with their families. The company pays for the cost. 
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IV. What is missing? The gap between work-
family needs and work-family support 

The value given to work-family support by employers 
and workers 

Generally, the expectations of Korean employees for family-friendly employment 
policies are relatively high, and current practices reach far short of the level of such 
expectations. On the other hand, from the company perspective, employers acknowledge 
the need for family-friendly employment systems, but they would like the Government to 
lead the way. This section will briefly report on the impact of family responsibilities on 
work, analyze the employee and employer attitudes toward family-friendly welfare 
systems, and then interpret the gap between the expectations and reality. 

Impact of family responsibilities on work 

The general impact of family responsibilities on work can be confirmed through the 
status of female workers in the labour market of a society such as the Republic of Korea, 
where women are mostly responsible for family care under customs of patriarchal cultural 
tradition. Looking at the age group distribution of contingent workers by gender, in the 
male group, many temporary and day employees can be found in the age group of under 25 
or over 60. In the case of the female group, temporary and daily employees are 
predominantly women over 30 years of age. In particular, 70 per cent of women over 35 
work as temporary or daily employees. 67 Such characteristics of female labour illustrate 
indirectly the (negative) relationship and the conflict between work and family. Most 
women work as regular employees before their marriage. After marriage or childbirth, 
women leave their work due to family responsibilities, and come back to the labour market 
with the status of contingent workers. This is quite different from the case of male 
contingent workers, who usually show the characteristics of less education and being 
older. 68

Direct impact of family responsibilities on work is well revealed in a survey of 998 
employees working in eight different companies located in Seoul. 69 The survey analyses 
the impact of family responsibilities on work performance through multi-regression by sex. 
The result shows that, in the case of male employees, the impact of family life on work life 
was different depending on age, type of work, and the status of regular/temporary 
employment; the younger the male employee, family responsibility had a more negative 
impact on work performance. This result closely reflects the phenomenon of overall social 
value change, in which the younger generation is becoming more family-oriented. In the 
same vein, the reduction of labour productivity due to family life was greater among 
professional and office workers compared to production and non-skilled manual labourers, 
and among contingent workers compared to regular workers. The phenomenon of 

 
67 Hye-ja Kwon and Sun-young Park: The size, legal position of non-standard workers and 
measures for their unionization (Seoul, Research Center for the Federation of Korea Trade Unions, 
1999). 

68 ibid. 

69 Hye-ryun Kang and Tae-Hong Kim: “The effect of family responsibility on employee 
perceptions of performance”, in Studies of Personnel Administration (Seoul), Vol. 24, No. 1, 1999, 
pp. 347-369. 
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contingent workers in this case has to do with the fact that contingent workers had 
relatively less discretion and opportunities to change work hours and venue compared to 
regular workers. At the same time, the presence of a disabled person in the family was 
attributed to lower labour productivity among male workers. 

For the female group, the impact of family responsibility on jobs varied according to 
the women’s job category, the employment status (contingent or regular), and the status of 
child-rearing burden. For example, the impact of family life on work was greater among 
sales and service sector employees, who tend to be forced to work longer and at night due 
to the market demand, than among manufacturing and non-skilled manual labour 
employees. 70 Again, the impact of family life on the reduction of labour productivity levels 
was greater among contingent workers compared to regular workers, and among women 
with child-care burdens than among those without. 

Employee demand for family-friendly policies 

According to a survey of 300 companies, the percentage of firms that had employee 
needs for family-friendly policies was 63.9 per cent. 71 In terms of company identification 
of employee needs, 20.3 per cent of the employers replied that there was an overall need, 
and 43.6 per cent responded that needs are different according to employee characteristics. 

Table 18. Employee demand for family-friendly systems by industry 

 Finance and 
insurance 

Distribution Manufacture of food 
products and 

beverages 

Total 

High demand among all workers 22.0 23.8 15.0 20.3 
Different demand according to 
workers’ characteristics 

34.0 43.8 53.0 43.6 

Low demand among all workers 44.0 32.4 32.0 36.1 
Total 100.0 100.0 100.0 100.0 
Source. Kim and Kho, op. cit. 

To the employers who responded that employee needs for family-friendly 
programmes are different, the survey asked which employee groups needed the programme 
most and received the following results. First of all, in all industry categories, female 
workers had more needs than male workers. The needs were also greatly different among 
age groups: 79.0 per cent of the companies surveyed responded that the levels of employee 
needs are different according to different age levels. These responses were found in almost 
all companies surveyed, regardless of the industry category or the size of the company. 
The result of comparing employee needs between staff workers and management-level 
workers showed that generally the needs were much higher among staff-level workers. 
Lastly, the levels of need between contingent and regular workers showed that regular 
workers had more needs than contingent workers did. The phenomenon of more employee 
needs among staff-level workers and among regular workers was consistent in almost all 
industries. 

In a more detailed survey of 300 female and male employees working in distribution 
companies, a question was asked to measure the urgency of the employee need for family-

 
70 ibid. 

71 Kim and Kho, op. cit., pp. 55-57. 
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friendly policy. 72 Respondents were asked to choose when the policy should be 
introduced: “immediately”, “within five years”, or “not at all”. More than 50 per cent of 
the respondents said “immediately”, especially support for child-care costs and special 
child-care support for sick children and night shifts. 

There was also a high level (46 per cent) of need for an employee child-care facility 
on site. In the area of family-friendly leave systems, more than 50 per cent of the workers 
showed a need for an “immediate” introduction of maternity and parental leave, paternity 
leave and family-care leave systems that guaranteed more time beyond the statutory 
period. Also, more than 50 per cent of the employees showed a need for an “immediate” 
introduction of variable working hours systems, a five-day workweek and alternate 
weekend-off systems, layered work hour systems, and other flexible work hour systems. 
There were also high expectations for stress counseling relating to both work and family. 
On the other hand, workers showed a low level of awareness for employment arrangement 
practices and thus had low expectations for these arrangements, such as long-distance work 
and telecommuting. 

In terms of marital status, married female workers responded “immediately” for the 
introduction of almost all family-friendly employee policies: employee child-care 
facilities; support for child-care costs; child-care policies, including special child-care 
support for sick children; variable working hours systems; five-day workweeks and 
alternate week-end off systems, layered work hour systems and other flexible work hour 
systems; duty shift systems for employees with special family circumstances; permanent 
part-time working systems; all policies that are part of family-friendly leave systems; and 
stress counseling. 

Figure 7. The intensity of needs of married employees for family-friendly systems 
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Source. Kim and Kho, op. cit. 

 
72 Forty per cent of employees surveyed were married. 
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Employers’ attitudes toward family-friendly 
employment systems 

An examination of Korean employers’ attitudes toward work-family harmony 
revealed that 63.5 per cent of the 300 companies surveyed thought that the Government 
must introduce incentive systems and thus lead the way for corporations to seek the 
support. However, 9 per cent of the companies responded that an employee’s family sphere 
is private, and that an employer need not intervene. On the other hand, 10.6 per cent of 
employers responded that family matters must be considered and supported as part of a 
welfare and benefits package. Also, 16.9 per cent responded that the organizational culture 
should, at a corporate strategy level, be changed in order to help family matters of 
employees. However, in terms of plans for employees’ family matters, no statistically 
significant differences were shown either by industry category or size. At the same time, 
33.4 per cent of the companies responded that when hiring workers, if all conditions are 
equal, they prefer to hire male workers than female workers with family burdens. 

Value on the family-friendly system and its implications 

Passiveness of employers’ attitudes and its causes 

According to the survey mentioned above, the percentage of companies responding 
that companies need not interfere with family matters because they belong to the private 
sphere of the family, was relatively low in the Republic of Korea (9 per cent). On the other 
hand, the percentage of companies which responded actively to introducing family-friendly 
policies was not very high. In fact, there was a much higher percentage of companies that 
responded that they would hire male workers rather than female workers because of the 
family burdens women have, if all other conditions were equal. 

Most companies in the Republic of Korea acknowledged the need for family-friendly 
employment systems, but they want the Government to play a central role in establishing 
and implementing the policies and practices. If the result of the survey had any merit, one 
can expect that it is highly unlikely for companies to voluntarily introduce family-friendly 
policies and practices any time soon in the Republic of Korea. Accordingly, for a short-
term period, the Government must lead the way, put relevant laws and procedures in place 
for family-friendly practices, provide incentives to corporations to adopt the system, 
publicize the family-friendly employment system, and give technical support. 

The survey also investigated the reasons for some companies not introducing family-
friendly employee systems. The result showed that the reasons were slightly different for 
different programmes. For example, for the absence of a family-friendly system related to 
child care and family care, several reasons were given: a small number of eligible workers, 
lack of sufficient financial resources, and inappropriate industry characteristic for 
introducing the system. One reason cited for not introducing family-friendly leave systems 
was the inappropriateness for the industry characteristic, but other reasons were mentioned, 
such as small numbers of eligible workers, lack of financial resources, differences in 
management strategy, and the possibility of a setback in work flow by the absence of a 
worker. On the question of a family-friendly work hour system, again the most important 
reason for not introducing the system was attributed to the inappropriate industry 
characteristic, followed by management strategy differences, a setback in work flow, and a 
small number of eligible employees. 

The common reasons mentioned on all policy issues were cost, industry characteristic 
and a small number of system consumers. First, in terms of cost, financial support from the 
Government is necessary for facilities that require a large initial investment, such as an 
employee child-care facility. At the same time, other more effective systems, such as 
giving a child-care allowance, must be recommended. Second, in the case of industries 
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with inappropriate characteristics for introducing family-friendly employee systems, 
strengthening technical assistance on introducing and implementing the system is 
necessary. Third, the small number of eligible employees for family-friendly employee 
systems in certain industries and companies is itself a result of a social condition in the 
Republic of Korea where, due to a lack of family-friendly employment systems, a 
population group with family responsibilities is pre-empted from even entering the labour 
market. Accordingly, companies should be encouraged to introduce the system, reminding 
them of the needs of potential needs groups, such as unmarried women workers, as well as 
the needs of workers who already have the needs. 

The ambiguity and complexity of employee attitudes 

The employee attitude toward family-friendly systems in the Republic of Korea 
shows the relative passivity, the gap between the level of expectation and reality, and 
difference among employee groups by sex, age and other categories. 

First, workers’ passive attitudes toward family-friendly employment systems are 
connected to the poor condition of labour and low-job quality as well as to the low level of 
awareness of the system. Many employees felt a need for family-friendly systems, but 
wage interest took a higher priority. For example, in a survey of 300 employees working in 
distribution companies, a question on wage, benefits and welfare systems and what 
workers wanted most from the company, the absolute majority (54 per cent) responded 
wage increase, followed by shorter working hours (38.2 per cent). 73

The reason for such a result lies in the selectivity bias of the response group. The 
members of a population group with severe work and family conflicts have not entered the 
labour market, and so the demand reflected for family-friendly systems was relatively low. 
Also, generally when wage levels and employment conditions are poor, workers prefer 
improvements in wages and working conditions, which are more immediately related to 
improving the workers’ quality of life than the family-friendly systems designed to 
ameliorate work-family conflict. In addition, under the present circumstance of having 
insufficient social protection services that support work and family balance, high wages 
make it easier to use family-friendly services offered by the private sector. 74 Moreover, 
shorter working hours will have a direct consequence of making the balance of family and 
work easier for the workers. Thus, in the Republic of Korea, the implementation of family-
friendly systems will yield effective results only when it is carried out along with 
improvements on basic working conditions, such as wages and working hours. 

Second, there was a great gap between the workers’ level of expectation for the 
family-friendly system and reality. Among the answers to the family-friendly welfare 
programme excluding wages, expectations on child-care systems and variable working 
hour systems were very high, as were seen earlier in this paper. Specifically, most workers 
agreed on the necessity for support systems for child-care costs, special child-care support 
measures for sick children, or for child-care costs during business trips and night shifts, 
childbirth and child-rearing leave systems, family-care leave systems, and variable 
working hour systems and five-day workweek systems, and layered work hour systems: 
more than 50 per cent responded that they should be introduced “immediately”. It is likely 
that among women workers, who tend to bear the burden of household responsibilities, the 
expectations on the family-friendly systems are much higher. 

 
73 Kim and Kho, op. cit. 

74 The degree of influence of child-care responsibilities on the reduction of labour productivity was 
estimated using a regression model. The results showed that the estimated coefficient of household 
income was statistically significant in the negative direction. ibid. 
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However, the systems that are currently in operation show a marked gap from 
workers’ expectation levels. The gap is both qualitative and quantitative. As mentioned in 
the study above  —75  except for the five-day workweek or the alternate weekend-off system 
(60.6 per cent), variable working hours (30.5 per cent), temporary duty shift systems for 
workers with special family needs (28.9 per cent), and layered work-hour systems — the 
remaining systems are far below the expectation level. What is more problematic is the 
type of system implemented, which is a qualitative question making family-work balance 
more difficult. Few efforts are being made to give support for child care, the kernel of the 
family-work conflict issue. The implementation rates for employee child-care facilities 
(5.9 per cent), special child-care support systems for sick children and for absence due to 
business trips or night shift work (11.5 per cent), financial support of child-care costs (22.3 
per cent), and other child-care-related measures show a great gap compared to expectation 
levels. In particular, implementation of special support measures for families with disabled 
family members, after-school programmes for school-age children, and elder-care centres 
was especially lacking. 

Table 19. Introduction and implementation status of flexible working arrangements 

Introduced/Status Yes: Active Yes: 
Somewhat 

active 

Yes: Not at 
all active 

No: Planned No: Not 
planned at 

all 

Total 

On-site child-care centre 1.3 2.3 2.3 16.7 77.4 100.0 
Child-care cost subsidies 15.4 5.6 1.3 16.1 61.6 100.0 
Emergency/special child-care 
support 

5.9 3.0 2.6 14.4 74.1 100.0 

Resource and referral services for 
child care 

1.6 1.0 2.0 17.7 77.7 100.0 

After-school child-care support 0.3 0.0 1.0 11.1 87.5 100.0 
Elder-care centre 0.3 0.7 0.0 7.5 91.5 100.0 
Support care for disabled family 
members 

2.0 2.6 1.6 16.1 76.7 100.0 

Extra-statutory maternity protection 
leave 

18.0 5.9 5.2 11.8 59.0 100.0 

Paternity leave 19.7 9.2 9.2 14.8 47.2 100.0 
Family-care leave 9.8 13.8 8.2 15.1 53.1 100.0 
Unpaid leave for personal reasons 29.8 26.9 15.1 10.5 17.7 100.0 
Flexible working hours 9.5 14.4 6.6 27.2 42.3 100.0 
Five-day workweek and alternative 
weekend off 

47.5 11.8 1.3 16.4 23.0 100.0 

Variable starting/finishing times 11.8 10.2 4.6 13.4 60.0 100.0 
Temporary duty shift system 4.6 15.1 9.2 19.3 51.8 100.0 
Home-based or mobile teleworking 1.3 3.9 2.6 13.4 78.7 100.0 
Source. Kim and Kho, op. cit. 

What these characteristics say about work-family conflict reduction measures in the 
Republic of Korea are that they are pursued mainly for traditional male workers, and 
accordingly that they make women's labour market entry difficult. In particular, for 
permanent part-time work, 57 per cent of women workers (and 33 per cent of male 
workers) said that it must be introduced “immediately”. Despite the urgent need, the actual 
implementation rate was 3.6 per cent (1.3 per cent active and 2.3 per cent so-so), showing 
a marked gap between expectation and reality. The hopes of women to be volunteer part-
time workers with a regular worker status seem to be difficult to realize yet. 

Third, family-friendly welfare system needs varied significantly according to worker 
groups, in particular along sex and age lines. Needs by age group were especially different. 

 
75 ibid. 
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For example, according to the survey of 300 companies, 79.0 per cent of the companies 
surveyed responded that there were different welfare needs for different age groups. One 
can infer from the results of case studies on the employee welfare policies of large 
conglomerates that the need for child-care cost support, children’s school tuition support, 
and dependent parents care support would be different for employees at different life cycle 
points. 

In the case study on the welfare systems of conglomerates, 76 young employees want 
the employers to subsidize the cost of tuition to study foreign languages or cultural 
activities for self-development. Moreover they hope to be subsidized for buying a house. In 
contrast, older employees in middle age want money for their children’s education and for 
buying a house. Older employees are more interested in health problems and want a 
subsidy for preserving health, such as full health examinations, etc. The companies 
surveyed set a certain number of welfare points for each employee, taking into account 
their marriage status, the number of children, etc. The employees were then given freedom 
to use those points at their discretion. 

In terms of gender difference, the survey of distribution industry workers illustrates 
the difference in employee response, especially in response to flexible working time 
questions: 49 per cent of male and 74 per cent of female workers agreed that a system on 
the five-day wee and alternate weekends off should be introduced “immediately”. Such 
high expectations of women workers for the five-day workweek and alternate weekend off 
system is characteristic of the distribution industry, where women sales employees in large 
department stores work on Saturdays, holidays and extended hours, and otherwise have 
high labour intensity. However, the expectations are also related to the reality of women 
workers, most of them high school graduates, unmarried and in their 20s, who make up the 
majority of the sales staff under very poor working conditions. Also, unlike men, many 
women work as contingent workers, and the need for permanent part-time work is greater 
among women. Thus 33 per cent of male workers and 57 per cent of female workers 
responded that the system must be introduced “immediately”. In the future, family-friendly 
welfare systems must reflect such diversity of needs among workers. 

Factors influencing the implementation of the family-friendly 
system 

According to research, the most influential group for the introduction and 
implementation of family-friendly employment systems was trade unions and other 
workers’ groups (32.0 per cent), with the characteristics of workers of the company and 
company atmosphere (25.4 per cent), and the CEO (21.5 per cent) playing an important 
role. In terms of the size of companies, the larger the company, the less influential the CEO 
tended to be, and the greater the influence of the trade union. For example, in companies 
with less than 100 employees, 37.5 per cent responded that the CEO played the most 
important role in introducing the system, whereas in large conglomerates, only 14.3 per 
cent responded this way. On the other hand, among the companies which responded that 
the trade union had the greatest influence on the decision, only 8.4 per cent were small 
companies and 47.4 per cent were large conglomerates. Lastly, regardless of the size of the 
company, the composition of company employees and the company atmosphere was 
important. 

According to the results of these surveys, one can see that the role of the trade union 
is decisive in introducing family-friendly employment systems. However, in other research 

 
76 Kang and Kim, op. cit. 
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results, 77 the social status and prestige of the company in the production market is what 
decides the welfare level of a company in Korean business culture. 78

Table 20. Major factors influencing the implementation of work-family programmes 

 Finance and 
insurance 

Distribution Manufacture of food 
products and 

beverages 

Total 

CEO 19.2 20.0 25.3 21.5 
Managers 4.0 3.8 6.1 4.6 
Trade union, joint labour-management 
conference, other workers’ groups 

43.4 19.0 34.3 32.0 

Women workers and women workers’ 
circles 

3.0 3.8 5.1 4.0 

Government 1.0 14.3 5.1 6.9 
Women’s associations and social 
associations 

0.0 1.0 1.0 0.7 

Characteristics of workers of the 
company, company atmosphere 

25.3 33.3 17.2 25.4 

Other 4.0 4.8 6.0 4.9 
Total 100.0 100.0 100.0 100.0 
Source. Kim and Kho, op. cit. 

The impact of work-family support on work and family 

The effect on the performance in the workplace 

To examine the effect of introducing the various family-friendly programmes on 
work, the research of Kim and Kho (2001) categorized the expected effects into three: 
categories: work performance, company performance and no effect. Under work 
performance, tardiness, employee turnover rate, productivity, and employee complaints 
and morale were included. Under company performance, retaining of excellent human 
resources, sales amount and corporate image were included. The results showed that, 
except for long-distance and telecommuting programmes, the introduction of all other 
programmes had a positive influence on employee’s work performance. More specifically, 
the number of companies with increased employee morale was relatively high, but there 
were not many companies which reported improvements in tardiness and employee 
turnover rate. Reduced employee turnover rate was found in 10 to 20 per cent of the 
companies that introduced the following programmes: support for special child care, 
support for disabled family members, maternity leave beyond statutory leave periods, 
unpaid leave systems for personal reasons, and providing information on family-related 
services. Also, programmes that had some effect on improving the employee tardiness rate 
were the layered work start-and-finish systems and variable working hours systems. 

 
77 Ho-keun Song: Korea’s company welfare: An empirical research (Seoul, Korea Labor Institute, 
1995). 

78 Since the late 1980s, the labour movement in the Republic of Korea is strong. Trade unions do, 
and must, play an important role in introducing, implementing and permanently establishing the 
new system. 
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Table 21. The effect of family-friendly systems on work performance 

 Sub-
total 

Reduce 
absenteeism 

Reduce 
turnover 

Enhance 
productivity 

Reduce 
complaints 

Improve 
morale 

Child-care cost subsidies 80.6 0.0 6.5 13.9 13.0 47.2 
Emergency/special child-care 
support 

74.9 3.1 10.9 12.5 20.3 28.1 

Support for the care of disabled 
family members 

77.1 2.9 14.3 5.7 37.1 17.1 

Flexible working hours 76.0 6.3 3.5 36.6 11.3 18.3 
Five-day workweek and 
alternative weekend off 

75.0 4.1 1.0 23.4 16.3 30.2 

Variable starting/finishing times 84.2 10.7 7.4 28.9 15.7 21.5 
Home-based or mobile 
teleworking 

31.4 3.5 7.0 15.1 3.5 2.3 

Temporary duty shift system 36.8 2.2 7.9 10.5 11.4 4.8 
Extra-statutory maternity 
protection leave 

83.4 2.1 18.1 8.3 13.9 41.0 

Paternity leave 82.7 3.5 6.4 11.0 20.8 41.0 
Family-care leave 76.5 4.0 7.4 8.7 16.8 39.6 
Unpaid leave for personal 
reasons 

66.7 2.8 11.1 2.8 5.6 44.4 

Referral service for family care 
and domestic work 

81.2 2.1 8.4 13.3 28.0 29.4 

Counseling programme for 
employee stress 

63.3 5.0 3.3 8.3 15.0 31.7 

Note. The subtotal is the proportion of firms surveyed which responded “family-friendly programmes resulted in positive outcomes”. 
Source. Kim and Kho, op. cit. 

The results of another research study showed that employee support systems had an 
influence on reducing employee stress, and that variable working hours systems increased 
the job satisfaction rate of employees. It was also revealed that the support system for 
dependent family members increased the employee job satisfaction rate and commitment 
to the company, and that leave systems had a positive influence on commitment to the 
company. 

Though the direct influence of family-friendly programmes on company performance 
is generally low, in most cases the programmes were related to improving corporate image, 
and some were effective in securing qualified workers. According to a regression analysis 
of 60 Korean companies, family-friendly programmes have positive influence on attracting 
and retaining qualified employees, as well as on improving corporate image. 79

The effect of reconciliation measures for the work-
family conflict 

The effect of introducing alternative programmes on the reconciliation of the work-
family conflict is not so remarkable. Many programmes proved to be insufficient to bring 
about that change, especially concerning the introduction of the permanent part-time 
worker status, which was hardly to be found. Among all the companies surveyed in 
2000, 80 only 1.3 per cent used that system actively, and also 1.3 per cent of companies 
utilized the child-care facilities on the worksite actively. The maternity leave system is 
used actively by 18 per cent of the surveyed companies. As a result, many employees who 

 
79 Hye-Ryun Kang, Tae-Hong Kim and Jin-Ho Kim: Family-friendly environment and company’s 
policy (Seoul, Management Research Center, Ewha Womens University, 2001). 

80 Kim and Kho, op. cit. 
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experience difficulty in reconciling work and family consider quitting the company. 
According to the results of Kim and Kho, 19.7 per cent of married male workers and 38.1 
per cent of married women had considered resigning from their jobs. 

Filling the gap 

Recent discussions 

There is almost a complete lack of discussion to address the issue of filling the gap 
between family-work needs and family-work support in the Republic of Korea. However, 
recent discussions on the three issues of shorter working hours, contingent workers and 
maternity protection are also relevant, whether intended or not, for important issues related 
to filling the gap between family-work needs and the current level of support for them. 

Reduced hours of work 

Working hours in the Republic of Korea have been steadily shortened; however, 
Korean employees still worked 47.5 hours per week in 2001. Such long working hours 
become one of the basic causes of work and family conflict. Recently, discussions have 
taken place on shortening working hours from the perspective of overall structural reform 
to reduce employer cost and increase labour productivity. More specifically, companies are 
seeking ways to change the mode of production; they want to cut costs through 
management innovation, not through long working hours as in the past, and they want to 
increase labour productivity through shorter working hours. The Government, on the other 
hand, wants to improve workers’ quality of life and a change in life-style through shorter 
working hours. 

The issues of shorter working hours are currently being discussed by the Korean 
Tripartite Commission. 81 Along with discussing shorter working hours, the Commission 
will discuss related issues, such as wage reduction, holidays and leaves, and flexible 
working arrangements. In October 2001, the parties of the Commission agreed to introduce 
a five-day workweek, to reduce statutory weekly working hours from the current 44 to 40 
hours. However, on the issue of the Saturday-off system, the discussion continues to 
decide in which sector the system should be introduced first. Given the lack of child-care 
and after-school facilities in the Republic of Korea, if the five-day workweek starts in the 
education and public sectors first, child-care problems for working couples in the private 
sector will become more serious than they already are. Moreover, small and medium-sized 
businesses have difficulty securing production workers, and they are generally less 
competitive. If the five-day workweek were implemented immediately in these companies, 
the impact would be traumatic. Accordingly, the Commission is continuing the discussion 
on when and how (e.g. which sector first) the new system should be implemented. There is 
no consensus in the Commission on the issue of wage adjustment for the portion of the 
wage that corresponds to the reduced working time. An ILO Convention on reducing 
weekly working hours to 40 hours states that the system should be applied in “such a 

 
81 The Korean Tripartite Commission was established in January 1998, followed by the enactment 
and promulgation of the Act on Establishment and Operation of the Tripartite Commission (Act No. 
5990) in 1999. In 2000, the members of the plenary session reached a consensus on the principle to 
form a special committee to discuss the issues of statutory working hours. During its eighth plenary 
session, the Commission reached a consensus on initiating the Special Committee on Working 
Hours Reduction. The Special Committee will discuss reduction of statutory working hours, along 
with the related issues of wage adjustment and annual leave and holidays. 
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manner that the standard of living is not reduced in consequence”. 82 The parties of the 
Commission agree with this statement. 

Aside from wage adjustment issues, discussions are also being held on the issues of 
holidays and annual leave. Under the current system in the Republic of Korea, 52 weekly 
rest days, 17 public holidays, and 12 monthly paid leave days are offered. In addition, a 
minimum of ten days’ annual paid leave is offered, with annual leave increasing one day 
per one year of continuous employment. 83 In the case of women workers, an extra day off 
per month for menstruation is provided. On the issue of introducing flexible working hours 
systems, the management side in the Commission has proposed that the system be 
expanded on an incremental unit of one year. The Government also wants to implement the 
expansion of the flexible working hours system on a yearly unit basis, along with the 40-
hour workweek. However, the labour side is insisting on maintaining the system of flexible 
working hours. 84

Labour, management and government had been in talks on the shortened workweek 
for the past two years to reach a compromise acceptable to all parties. However they failed 
to reach an agreement on the implementation of the five-day workweek. Sticking points 
included the timing of introducing the shortened workweek, the amount of paid leave and 
management’s demands for pay cuts. Citing a potential fall in productivity and rise in 
costs, the business community is against the early introduction of the shortened workweek. 
Thus the Ministry of Labor decided to draw up its own revision to the labour law. The 
revised bills would cut the legal workweek to 40 hours from the current 44 hours, and limit 
annual paid leave to 25 days. It would also stipulate that the base pay of workers not be 
reduced because of fewer working hours. Starting in July 2003, public corporations, 
finance companies and other firms with 1,000 employees or more will be required to 
operate on a five-day workweek. It is expected that, once the revisions are 
institutionalized, shorter work hours per week will gradually change the lifestyle of the 
workers with important consequences for family-work life. It is expected that one of the 
indirect consequences of such a change will be the reduction of the work-family conflict. 

Contingent workers 

Contingent employment gives job opportunities to those workers who cannot work 
during regular working hours or under regular employment contracts. It provides 
employment opportunities to workers, such as women, who cannot maintain both work and 
family responsibilities (e.g. child care) under standard employment conditions. There are 
many contingent workers in the Republic of Korea. Atypical employment patterns began 
spreading in the late 1980s and early 1990s, when there was a severe labour shortage in the 
Republic of Korea; the speed of the spread then picked up rapidly after the IMF bailout 
crisis of 1997-1998. Contingent employment has the merit, for example, of raising labour 
market flexibility and expanding job opportunities for workers who cannot work under 

 
82 The Forty-Hour Week Convention, 1935 (No. 47). 

83 Article 59 (paid annual leave): An employer shall grant ten days’ leave with pay to those who 
have worked without an absence throughout a year and eight days’ leave with pay to those who 
have registered more than 90 per cent of attendance during one year. 

84 According to Article 50 (flexible working Hours), an employer may have a worker work for a 
specific week in excess of 44 working hours, or for a specific day in excess of eight working hours, 
on condition that average working hours per week in a certain period within two weeks do not 
exceed 44 working hours in accordance with rules of employment (or in accordance with rules or 
regulations equivalent to rules of employment). However, working hours for a specific week shzall 
not exceed 48 hours. 
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standard employment contracts. However, it has also the demerit of lowering labour 
standards and employment quality. Recently, because of a rapid deterioration of 
employment conditions for workers due to the spread of atypical employment patterns, the 
Tripartite Commission established the Special Committee on Atypical Workers to address 
the issue of contingent workers. 

The current problems with atypical employment patterns are the long employment 
periods of workers on contingency status and the working hours of part-time workers that 
are, in many cases, as long as the working hours of regular workers. Moreover, most of the 
“dispatch” workers, whose contract term is a maximum of two years, are working beyond 
the contract period under the same contract terms. Also, more than 80 per cent of 
contingent employees work as such involuntarily. There are sectoral differences but, in 
general, contingent workers earn 50 to 75 per cent of the wages that regular workers earn 
in the same job category. Most contingent workers do not receive welfare and benefits, and 
they are excluded from social security insurance eligibility. Accordingly, the Tripartite 
Commission is seeking to put in place various measures to protect contingent workers, 
while at the same time increasing labour market flexibility. Major solutions under 
discussion include increasing the efficacy of laws related to contingent employment and 
applying the principle of “equal pay for equal work”. There is also a discussion on whether 
employers should be required to provide justifiable reasons when they hire workers under 
fixed-term employment contracts, or whether fixed-term contracts should be allowed with 
no imposed limits. 

When the Commission succeeds in building a consensus on the above and other 
contingent employment issues, and when the agreed practices take root, it is expected that 
they will, in the long run, reduce work and family conflicts among both female and male 
workers. However, in the short term, contingent employment will not help reduce the 
problems of work and family conflicts but has the effect only of increasing labour market 
flexibility. In the Republic of Korea, the internal labour market is well developed; once an 
employee makes an exit from the market, it is very difficult to come back to the market as 
a regular worker. Moreover, all part-time workers in the Republic of Korea are contingent 
workers, and there are only a few workers who make the shift from part-time position to 
full-time position. For this reason, workers in the Republic of Korea who have family 
responsibilities, including childbirth and child rearing responsibilities, cannot utilize part-
time employment to pursue a balance between family and work. Rather, contingent 
employment is being utilized as an employment opportunity system by workers to re-enter 
the labour market who had to leave regular work for family or other reasons. Many women 
are forced to leave work due to lack of child-care facilities or due to the employer’s illegal 
labour practice of not providing parental leave. When these women are ready to re-enter 
the labour market, the contingent employment system offers them the only opportunity to 
work. Contingent forms of employment are also being utilized by young college graduates 
as a means to make an entry into the labour market for the first time, as the economic 
slowdown and corporate restructuring have resulted in a tight employment market. Thus, 
even if laws on contingent employment are revised and the system reorganized, contingent 
employment is unlikely to fill the gap between the supply and demand for family-friendly 
employment practices. 

Maternity protection 

The women’s labour movement in the Republic of Korea, which grew along with the 
labour movement of the 1980s, has identified maternity protection as one of the most 
important labour issues for women. The Korea Women’s Associations United (KWAU), a 
collective body of progressive women’s groups, including women’s trade organizations, 
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announced 1990 as “The Year of Maternity Protection”. 85 Under the banner of “equal 
work, healthy maternity”, they raised the issue of maternity protection in the labour market 
and occupational illnesses. They argued that maternity protection is a social responsibility 
that cannot be reduced to an individual woman’s personal or family responsibility. In 1995, 
the Globalization Commission, a special Presidential commission, articulated ten task 
objectives to improve the social role and status of women. One of the ten task objectives 
was socialization of maternity protection costs. The policy was established to eliminate the 
shirking of employers to hire women due to the potential employer costs of maternity leave 
payments. 86 However, the policy on socializing maternity protection costs had been 
neglected until April 2000, when, as a result of sustained efforts by women’s organizations 
to make it a public debate, the ruling and opposition parties in the legislature agreed to 
legislate and implement an extension of the maternity leave period, social sharing of 
maternity protection costs, activation of child-care leave systems, establishment of family-
care leave systems, and other related laws. As a result, in June and in August 2000, a 
petition was submitted to the National Assembly to revise four laws related to maternity 
protection. The management side opposed the content of the petition. Through the process 
of such propositions and discussions, the issue of maternity protection became the 
centerpiece of gender and labour-related debate for about a year, until the law was revised 
in the National Assembly in July 2001. 

The central issues of the debate on maternity protection were issues on extending the 
leave for before and after childbirth (from the current 60 days to 90 days), as well as on the 
method of wage payments during the leave. The proponents of the petition proposed that 
the employers continue to pay for the first 60 days of maternity leave and that the public 
(i.e. the employment insurance fund) pay for the next 30 days. The management side 
opposed persistently, arguing that the proposed revision of the law did not effect a social 
sharing of the management cost. The second major debate was nominal income protection 
during parental leave, which previously had been treated as unpaid leave. The debate had 
to do with the source of funds to pay for the leave. More specifically, the question was 
whether it should be a social security fund, such as the employment insurance fund, or the 
medical insurance fund that should pay for wage allowances during child-care leave. 
Ultimately, the debate settled on a uniform payment of 200,000 won per month through the 
employment insurance fund. The third major issue during the debate was the introduction 
in the private sector of a family-care leave system and leaves for miscarriage and stillbirth. 
Ultimately, the bill on this third issue did not pass the legislature. 

Maternity protection systems basically protect the health of women workers and their 
children and, as a result, protect women workers’ labour productivity. Moreover, it has the 
effect of supporting employment of both women and men, because of its contribution to 
the maintenance of work-family balance. However, maternity protection in the Republic of 
Korea is quite incomplete when compared to other countries in the world. Thus, for better 
maternity protection for Korean workers, further institutional measures will be needed. 
Moreover, as maternity protection becomes stronger in the Republic of Korea, a number of 
new issues for social debate will arise. For example, maternity protection in the Republic 

 
85 The 1988 Equal Employment Act, the first special law on gender discrimination in the Republic 
of Korea, has clauses on prohibition of employment discrimination and on guaranteeing child-care 
leave and protection of maternity. However, the law was tainted from the very beginning by 
ambiguities and lack of enforcement clauses. 

86 Aside from the social sharing of maternity protection costs, the ten tasks include establishing a 
ministry of women (now, Ministry of Gender Equality), priority hiring of women in the civil service 
sector, incentive offers for women’s employment in public corporations, establishment of a 
Framework Act on Women’s Development, and construction of a women’s information network 
(now, Women-net). 
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of Korea is not well equipped as a part of the social security system for women workers in 
the informal sector and agricultural and fishing industries, and for women in low-income 
families. Under such circumstances, strengthening maternity protection for women 
workers in the formal sector would give rise to the problem of social inequity. Secondly, 
the question of how to share the additional cost of strengthening maternity protection still 
remains. This second issue is closely related to the first issue of social equity. If the 
additional costs were to be borne by employers, this will likely have a negative impact on 
women’s employment opportunities. If the additional costs were to be borne by the 
Government, then the problem of inequity between women workers in the formal and 
informal sectors, and between low-income, unemployed and employed women, would 
arise. Thus, stronger maternity protection for workers must be achieved as a part of overall 
social welfare improvement programs for women. 

Best practices of work-family measures 

As can be seen from the analysis so far, the awareness of work-family issues by 
Korean employers is low. From the perspective of family-friendly policy development, the 
policy development of Korean employers is at a beginning stage. The cause of this 
phenomenon is attributable to the fact that Korean employers do not recognize human 
resources management policy as a core and strategic management policy. It is therefore a 
matter of practical difficulty to find a company with family-friendly employment best 
practices that genuinely reflect the purpose of the discussion. Instead, the two companies 
cited below are leading Korean companies that offer employee fringe benefits that are, to a 
certain degree, related to family-friendly practices. According to a survey on corporate 
welfare programmes, 87 companies spent the largest budget on the following welfare and 
benefits categories not mandated by law: contributions on congratulations and 
condolences; meals, school expenses for employees’ children, award prizes for long-term 
continued employment, and support for continued education and training. The low ranking 
list of extra-legal welfare and benefits categories include support for employee savings, 
support for child-care costs, school expenses for employees, support for medical expenses, 
and support for general insurance payments. The results of this survey thus show that only 
a very few companies provide additional welfare and benefits beyond the essential 
requirements for the basic livelihood of their employees. 

Cheil Jedang Corporation 

Two characteristics stand out in Cheil Jedang’s employee welfare and benefit 
programmes. The first is the “cafeteria system” of the welfare and benefits programme, 
and the other is the flexible time system. The previous employee welfare and benefits 
system did not take into consideration the differences of individual needs, and benefits 
were provided unilaterally top-down. The company then introduced a new concept of 
employee welfare and benefits programme to better satisfy the changing needs of 
executives and workers alike, and to maximize individual satisfaction levels. The new 
concept was that the individual should choose his or her own life welfare programmes. The 
expected benefits of the system include the following: improvement on the welfare and 
benefits gap between executives and employees; an increase of executive and employee 
interest in welfare and benefits; an increase of a sense of ownership in welfare and benefits 
programmes through employee participation in the system, securing of qualified future 
employees by introducing the “only-one” concept of welfare and benefits; and stable and 
rational management of financial resources for welfare and benefits through predictability 
of the scope of the company welfare and benefits programmes. As of January 2000, the 

 
87 Samsung Life Insurance and W. Wyatt:  Report of the domestic enterprise welfare and the wage 
system in 2000 (Seoul, 2000). 
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“cafeteria” system is applicable to all employees except directors, special promotional 
staff, interns in sales and promotions, and food service aids. Under this system, 555 points 
per person are provided annually regardless of rank, employment tenure, or the number of 
dependents the employee has. Unused points can be transferred to the following year for 
one year only. There are eight items in the selection menu. 

1. In January of each year, approximately 20 products are offered (valued at 150 
to 600 points). It is an annual gift which is “paid” in July, unless there occurs a reason for 
special payment, in which case it is paid accordingly. 

2. A holiday gift that can be applied for twice a year, once each for New Year and 
Chuseok (Korean Thanksgiving Day) (30 points to be used for Cheil Jedang products). 

3. Use of vacation condominiums in the Republic of Korea or abroad. No limit on 
number of days for use (20 to 50 points per use, 20,000 to 40,000 won deducted from 
wages). 

4. Self-development opportunities through support for language, driving or beauty 
school fees, children’s extra-curricula educational expenses and book purchases. 

5. Opportunities for cultural activities through payment of expenses for movies 
and theatre tickets, musical performance tickets, art exhibition entrance fees, and 
membership fees for physical fitness centers when purchased with VIPS and Sky-Lark. 88

6. Support for kindergarten, elementary, middle school, high school and college 
expenses for up to two of the employee’s children. 

7. Support for housing: Company pays for interest for up to 20 million won for a 
lease and guarantees a loan for up to 30 million won (interest paid by employee at 10.5 per 
cent) for a purchase. 

8. Terms of loan payment: interest deferred for one year, payment over seven 
years. Point deduction is based on 1 point per 100,000 won. 

The other family-friendly system Cheil Jedang has is the flexible time system. To 
improve work efficiency and to provide opportunities for personal development, Cheil 
Jedang introduced in January 1999 a company-wide policy of flexible hours, where 
departments or individuals consider the nature of the work they do and decide on the start 
and finish times. According to a recent survey, Cheil Jedang found that the flexible time 
system is generally used in limited departments, such as research departments, and the 
number of participating employees is reported to be small. The company found that the 
system is not actively utilized in other companies. Accordingly, Cheil Jedang has 
introduced and implemented actively the system to encourage widespread utilization of the 
system within the company. However, the participation rate is still low due to a lack of 
understanding of the system, which in turn is due to poor implementation of the system. 
Because of the collectivistic atmosphere of Korean companies, which are not so generous 
to one’s individualistic behaviour, most employees would find it difficult to leave work 
earlier due to peer pressure, even under the flexible time system. 

In terms of the details of the flexible time system, work start and finish times are 
“flexible”, while the other work hours are “core time”. All employees must work during 
core time. Work start and finish times have been adjusted as follows: the 8:30 a.m. work 

 
88 VIPS and Sky-Lark are Cheil Jedang’s high-class steak restaurant and family restaurant, 
respectively. 
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start time has been changed to 7:00 a.m. to 10:00 a.m.; the 5:30 p.m. work finish time has 
been changed to 4:00 p.m. to 7:00 p.m. The figure below summarizes the flexible hours of 
Cheil Jedang. The flexible time system is applicable to all company executives and staff 
workers. It is carried out at individual or team levels, taking into consideration the job 
characteristics. Basic principles of the flexible time system are as follows: (1) basic work 
hours per day are eight hours, and work start and finish times must be strictly adhered to 
once they are chosen; (2) departmental/individual work schedules must be prepared on a 
monthly or weekly basis, and adjustments to the schedule can be made through decisions 
made prior to the actual changes; (3) the system does not apply to Saturdays, holidays and 
business trips; and (4) details of the implementation are decided at the discretion of 
department or section leaders. 

Figure 8. Flexible working hours system at Cheil Jedang 

F le x ib le  T im e F le x ib le  T im eC o re  T im e

N o rm a l W o rk in g  H o u rs
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LG Electron

ms to provide high quality of life not only to its employees, but also to the 
employees’ families. The welfare and benefits programme of the company has the 
follo

, and college 
levels are paid. Within the educational support system, the company also has a 
cong

 

ics Co. 

The employee welfare and benefits policy of LG Electronics advocates construction 
of “a life foundation where there is creativity, participation, safety and reward”. What the 
company wants to achieve is not simply an employee welfare system, but a creation of a 
foundation for rich cultural lives that can improve the quality of life for all its employees. 
The company ai

wing components: support for asset accumulation for comfortable living; support for 
stable living; support for educational expenses for life safety; and support for leisure 
activities. 

In regards to the asset formation support programme, the company formed a 60-
billion-won fund and is operating it for long-term, low-interest housing loans for 
employees. In the case of employees without means of acquiring their own housing, the 
company provides dormitories or company housing. In regards to support for stable living, 
contributions for congratulations and condolences may range up to a maximum of 200 per 
cent of the monthly wage. Family leaves of one to six days are granted for such events as 
marriage of a family member or for a mourning ceremony. On congratulatory occasions 
for an employee, buffet tickets or expense reimbursement worth 100,000 won are given. 
Also various discounts are given when employees purchase LG products. As part of a 
strong commitment to support education of employees’ children, the company pays the full 
amount of educational expenses for the children of employees, regardless of the school 
grade or level. If an employee is the eldest in the family without parents, additional school 
expenses for his/her siblings’ education at elementary, middle and high school

ratulatory programme for employees’ children graduating from one school level to 
another; for example, when a child enters middle school, the latest version of a personal 
computer is provided to the family to contribute to the education of the child. 

The other aspect of the welfare and benefits system at LG is the half-day leave system 
and flexible time system, allowing considerable employee discretion for time use. The 
half-day leave system divides a day into morning and afternoon time, which then can be 
used as a leave for urgent personal matters. It is a system that contributes significantly to 
flexible management of time between company and personal spheres. The flexible time 
system for work hours was also introduced to create a corporate organizational culture that 
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respects individual autonomy and creativity, and to provide self-development opportunities 
to employees through reduced time spent commuting during rush hours. The system is 
based on an eight-hour workday. Five of the eight hours (10:00 to 16:00) are defined as 
“core time”: all employees must be at work during these hours. The remaining three 
working hours are chosen freely by employees, helping employees to have richer leisure, 
family and cultural lives. 
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V. Overview 

Work-family implications of lifecycles from the family 
perspective 

Rapidly changing family values and family structure in recent years have also put 
pressure on the traditional productivity improvement-oriented labour market mechanism to 
change. Today, not only women, but also men feel the importance of family life, and men 
are starting to recognize the limitation of living their lives as a “company man”. As shown 
in the earlier part of this paper, such attitude changes were revealed more strongly among 
young men. In contrast, women who have traditionally centred their lives around family 
are now expressing strong interest in life outside the home. The high rate of participation 
in economic activities by married women reflects such attitude changes: in 2001, their 
economic participation rate (49.0 per cent) was slightly above that of unmarried women 
(see Appendix 17). Among young women, increase in educational levels and desire for 
self-realization is linked to their positive attitude toward employment. Today, more than 90 
per cent of college women want to work after graduation. The economic participation rate 
of 25 to 29-year-old women increased from 32.0 per cent in 1980 to 55.9 per cent in 2001. 
The marriage system in the Republic of Korea is still patriarchal, especially as the burden 
of household work and employment is mainly shouldered by women. Moreover child-care 
facilities are not satisfactory in either quantity or quality to dual-income families. Those 
conditions have discouraged many young women to marry; as a result, excuses to avoid or 
delay marriage have been given. The rate of the never-married among women aged 25 to 
29 years has increased from 14.1 per cent in 1980 to 40.1 per cent in 2000. 89 In the case of 
men, the unstable economic condition functions as another reason for delaying marriage, in 
addition to those reasons that their female counterparts have. 

It was shown in this paper that, even if one does marry and have a family, many 
couples delay pregnancy or choose to give up having children all together because of 
economic instability and problems caused by lack of child-care facilities. The demographic 
index of the aggregate fertility rate of 1.3 (2001) is not unrelated to such family 
difficulties. In fact, the difficulties working couples face with raising children are so 
serious that the phenomenon has been called a “war without gun being fired”. Some of 
these couples rely on the kinship system rather than on social support: rather than taking 
children to nursery schools or pre-school kindergartens, they take them to the homes of the 
grandparents, or have the grandparents come over to their house. Some couples use the 
strategy of temporarily forming three-generation families until the child reaches 3 years of 
age because of the specially acute lack of nursery schools for toddlers. In this case, the 
grandmother takes the overall responsibility of caring for the babies. However, these 
family strategies are not always successful. There are problems in the differences in values 
between the generations, the absolute dependence on personal good will (that of the elderly 
parent), the inability of the elderly to have private lives, and the health of the elderly. Thus 
a reliance on the utilitarian kinship solidarity system cannot be a substitute by any means 
for sound social family-friendly measures. 

Unfortunately, the national child-care policy is still heavily dependent on the market 
rationale for child care, and the alternative measures of companies are concentrated on the 
productivity improvement aspect. Moreover corporate measures target male workers 
whose caring burden is relatively light compared to that of women. Not surprisingly, of the 

 
89 National Statistical Office: Survey on the population and housing (Seoul, each year). 
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number of corporate family-friendly measures being introduced, the on-site employee 
child-care facility is shown to be one of the lowest ranking categories for introduction. 

At the same time, modern transformation in family values, where spousal love and 
affection are the condition of maintaining marriage, have led to an increase in the divorce 
rate. When married couples divorce, children overwhelmingly live with the mother (82.7 
per cent). For this reason, divorce is becoming an increasingly more frequent reason for the 
formation of households with women as the household head. (4.3 per cent in 1975; 7.4 per 
cent in 1995) (see Appendix 11). Single-father and single-mother households face many 
economic and emotional difficulties. In particular, single-mother households are prone to 
face economic difficulties, while single-father households are likely to experience 
emotional conflicts. In the case of single-mother households, despite the fact that the 
mother is the head of the household, she has to be responsible not only for the livelihood of 
the family, but also for raising and nurturing the children. Single mothers have little choice 
but to work in low-wage contingent jobs, thus continuing the vicious cycle of poverty. 90 It 
is this group of single mothers who experience the work-family conflict most acutely in 
Korean society. Accordingly, policy support for single mothers to both work and maintain 
family is urgently needed. 

Implications of the changing nature of work on family 

In the Republic of Korea, the unemployment rate steadily decreased during the 
industrialization process so that, immediately before the 1997 IMF bailout crisis, the figure 
was as low as 2 per cent. Most of the regular workers were guaranteed lifetime 
employment. After the bailout crisis, workers experienced massive unemployment and, in 
1998, the labour law was revised to make it possible for employers to lay-off workers for 
managerial reasons, such as transfer and acquisition and merger of businesses. This has led 
to employment instability for men, most of whom are heads of households, and resulted in 
male and social attitudes changing toward women’s employment. Consequently, the 
participation of men in household work was partially increased among working couples, 
and the need for parallel maintenance of family and work began to affect not only women, 
but also men. 

As seen earlier in this paper, diversity of employment patterns appeared in the 
Republic of Korea from the early 1990s. The rapid spread of atypical patterns of 
employment began after the 1997-1998 IMF bailout crisis. In the early 1990s, part-time 
employment and other atypical patterns of employment were introduced to solve labour 
shortage by attracting unemployed women in middle and above-middle age. As a result, 
many women, who left work or could not work earlier because of family responsibilities, 
were given opportunities to work as part-time workers. However, after 1998, young people 
who could not obtain regular work involuntarily chose to work as contingent workers. The 
expansion of contingent workers did not result in increasing the work and family balance 
for workers. In fact, as in the case of female telecommuters who are married, their burden 
increased due to the addition of the paid workload to their domestic work. Thus, the nature 
of alternative work patterns had either little influence on the pattern of family and work 
maintenance, or it increased the labour burden of women. 

Recently, gender equality awareness has been increasing, and women’s economic 
independence is viewed as important. For the same reason, women’s entrance rate to 
higher educational institutions has increased, resulting in women completing their 

 
90 Mi-sook Jeoung: “Single mothers, gendered poverty and women: Mothers or workers?”, in 
Economic and Society (Korean Researchers on Industrial Society), Fall 2001, pp. 38-67. 
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education at a more advanced age than in the past. Women are now also getting married at 
an older age than before, resulting in delayed families. Moreover, the number of women 
who do not marry, to either pursue or advance in a career, is increasing. As women’s 
employment increases, so does the demand for measures to support household work and 
child care. However, due to the lack of public welfare facilities, the number of young 
couples wishing to live with, or who are living with, their elderly parents to help with child 
care and household work is increasing. Thus, it can be said that employment opportunity, 
rather than the nature of work, has more impact on the family. 

Efficiency and effectiveness of the institutions and 
programmes for a work-family balance 

Women in the Republic of Korea are still fully responsible for domestic matters. 
Thus, a woman worker who has children, elderly parents who need care and/or a disabled 
family member must care for these family members in addition to doing other domestic 
work. It would be almost impossible for women in such situations to participate in the 
labour market. Therefore, most of the women who are working as full-time regular 
workers are women who do not have family responsibilities, or they have family networks 
or paid support systems to reduce the burden of domestic work. Because there are limited 
public welfare facilities in the Republic of Korea that support work and family, fees for 
using private child-care facilities are quite high. Therefore most women who rely on 
private facilities to solve their family responsibilities are high-income and high-education 
workers. 

As the Republic of Korea shifts to a knowledge-based society, interest in utilizing 
creative and capable female resources has increased. Accordingly, the need to increase 
public child-care facilities and to expand the services to include child care in the evenings 
and overnight, and the need for other policy measures to solve work and family conflicts 
have increased. In partial response to the situation, the law on maternity protection has 
been revised in the Republic of Korea. Furthermore, ways to reduce statutory working 
hours, to expand flexible working hours and telecommuting, and other related measures 
are currently under discussion at national level. However, for these measures to bring 
about practical results of work and family balance for workers, the following approaches 
are necessary. 

When expanding public or on-site employee child-care facilities, mid- to long-term 
child-care demand must be studied. The Republic of Korea reached the population 
replacement level in 1984, and the number of children under 6 years has steadily been 
decreasing. At the same time, the distribution of children under 6 years of age shows a 
significant regional variation. Therefore, while some regions in the big cities have an 
absolute lack of facilities, other regions in agricultural areas may not need more facilities 
in the future, or even existing facilities. Thus the demand for regional facilities in the mid- 
to long-term future must be carefully analyzed to increase the investment efficiency in 
building child-care facilities. Moreover, expansion of public child-care facilities should 
increase the supply of child-care services leading to reduced child-care costs. 

In terms of the expansion of maternity protection, basically it is expected to increase 
work and family balance. Currently the corporate compliance rate is low in providing 
statutory maternity leave and parental leave. However, with the revised law which protects 
employee household income through the unemployment insurance fund during parental 
leave, it will be possible to a certain degree to monitor corporate compliance with the law. 
It is thus expected that the corporate implementation rate of maternity leave and parental 
leave will increase. However, there is a need to share the cost of maternity protection, 
which is currently borne entirely by employers, through a social security insurance fund, to 
increase the implementation rate of the leave systems. 
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Flexible working hours, and in particular part-time employment, must be made to 
function to actually increase work and family balance. To achieve this, hourly unit wage 
levels between part-time and full-time workers performing equal-value work must be made 
equal. Also, social security payments, welfare and benefits payments, and severance 
payments should be paid to part-time workers. At the same time, it is necessary to 
introduce a system where a worker can maintain a regular worker status while reducing 
only work hours, such as part-time work for child care. 

In the Korean labour market, there are not many workers who actually have family 
responsibilities. It is because married women, who have the main responsibility for the 
children, suffer difficulty in entering large corporations, which provide the welfare 
facilities and benefits for married employees. Therefore, there are a limited number of 
workers who would benefit from the introduction of specific family-friendly employment 
measures. The Government must develop various measures to reduce work and family 
conflicts, and provide them to employers so that they may choose, introduce and 
implement the most efficient system appropriate for their conditions. Also, when 
introducing the system, the Government must encourage companies to consider 
simultaneously not only the needs of the existing workforce which has work and family 
conflicts, but also the potential needs of unmarried workers. In the case of workers with 
family responsibilities, they will have already taken measures to balance work and family, 
and so when urgent or unexpected situations arise in the domestic sphere, the conflict can 
become more complex for them. Accordingly, it would be necessary to put in place a 
system which can satisfy irregular and infrequently occurring needs for family-friendly 
practices, such as overnight or holiday child-care programmes, family-care programmes, 
etc. If the introduction and implementation of family-friendly systems are left to market 
mechanisms, such programmes will not be provided, and therefore the Government must 
complement the system by developing and encouraging such programmes. Lastly, it is the 
role of the Government to introduce incentives and provide information on best practices 
to encourage employers to introduce and implement family-friendly employment 
measures. 

Gender impact of work-family balance measures 

Work-family measures for reducing work-family conflicts do not produce a unitary 
gender effect. The introduction of flexible work systems, such as the flexible office hour or 
part-time system, has brought about a numerical increase in the number of married women 
participating in labour market. However, it is difficult to conclude that these systems have 
brought about qualitative improvements, such as working conditions improvements or 
lessening the burden of women for family responsibilities. “Part-time work” in the 
Republic of Korea, for example, often involves similar or more working hours as regular 
work. The difference lies not in the number of hours worked, but in the status difference 
according to the employment contract. As many researchers have already pointed out, part-
time work in the Republic of Korea was introduced largely for employers to cut costs and 
to increase labour flexibility. 91 In particular, the corporate policy to achieve labour market 
flexibility has been taking place with women workers as the major target. The gender 
stratification in telecommuting jobs, for example, reflects that the alternative employment 
programme is not being utilized as an effective means to achieve work and family balance. 
As of 1999, most teleworkers, mainly composed of the contingent workforce, were married 

 
91 Kwan and Park, 1999; Tae-Hong Kim: The effect of the spread of non-standard employment 
patterns on female employment structure: The situation and policy tasks (Seoul, Ministry of Labor, 
1999). 
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women in their 30s, working in production-related jobs in the manufacturing industry. 92. In 
contrast, most male teleworkers were unmarried, and working as semi-professionals in 
education services and information and telecommunication fields. Thus new systems like 
telecommuting showed very different employment patterns along the gender line. 

On the other hand, the strong attitude of gender division of labour in families seems 
to make the effects of the new system different by gender. For men, the five-day workweek 
will mean more rest and leisure time and expanded opportunity for self-development, but 
for married women with family responsibilities, the system will not have the same 
significance. 93 Studies on telecommuting have also pointed out that, for women, 
telecommuting has the effect of a more efficient combination of paid and household work 
leading to the negative effect of an increased labour concentration for women. 94 The 
National Statistics Office (NSO) also announced a strong gender labour division structure 
in the Republic of Korea. According to the result of an NSO study of working couples 
nationwide, the percentage of couples who share household work equally was 7.8 per cent. 
Considering such reality, the work-family measures must take into consideration not only 
changes in productive labour but give more careful and proactive consideration on the 
issues of changes in reproductive labour and the family responsibility for reproduction. 

Lastly, current work-family measures do not have the framework to mitigate family-
work conflicts and, for that reason, do not have the effect of reducing the burden of women 
with family responsibilities. This is because work-family measures currently in practice in 
Korean companies were not designed to reflect the situation of married women, who are 
most in need of the system. Rather, the current measures were designed mainly to increase 
traditional male workers’ morale and productivity. Currently, the systems that have been 
most widely introduced in relative terms are the five-day workweek or the alternate 
weekend off system. In comparison, the introduction rate of employee child-care facilities, 
support systems for disabled family members, and elder-care systems is low, making it 
difficult for women who bear the burden of the responsibility for the family to even enter 
into the workforce. In particular, despite the high expectations of women contingent 
workers for part-time work with regular worker status, and who make up 70 per cent of the 
total contingent workforce, there is almost a complete absence of companies which 
implement the system. 

Work-family measures and the poverty of families 

As of 1995, 16.8 per cent of households in the Republic of Korea had women as the 
head of the household, a number that has been increasing steadily since the 1970s. The 
factors contributing to this increase have been social, such as divorce and separation, rather 
than non-social, such as the death of a husband. However, the poverty rate among female-
headed households is so high that, as of 1995, they made up 60 per cent of the lowest 
income level in the country. Unlike in traditional society, which had kinship and local 

 
92 Tae-Hong Kim, 1999, ibid. A teleworker or telecommuter is someone who works outside the 
office for a minimum specified duration of time, using some form of communications technology. 

93 Mi-sook Jeoung: “Saying shortening of labour time through women’s experience”, in Suk Soon, 
Fall 2000, pp. 198-213; Young-ae Jeoung: “Sexual division of labour and part-time work: Critics on 
the discussion on part-time work from the feminist perspective”, in Journal of Korean Women’s 
Studies, Vol. 12, No. 1, 1996, pp. 75-111. 

94 Ock-na Jo: “Homework and maternity the age of information”, in Anthropological Society of 
Seoul National University (ed.): The outcomes of anthropology in Korea and the prospects (Seoul, 
1998). 
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community support systems for the socially weak, the breakdown of a nuclear family in 
modern society can have more serious consequences than that of a similar event in an 
earlier period. In particular, in the cases of single mothers with pre-school children, they 
are often unable to work full time because of the costs of child care, and the vicious cycle 
of poverty thus continues. 

In addition, under the 1997-1999 IMF bailout regime, restructuring and massive 
unemployment have occurred. As a result, the real income level of a household in 1999 has 
been lowered to 93.1 per cent from 100 per cent in 1995. 95  If worker in his/her late 40s or 
50s is laid off, a likely age to have children entering high school or college, the economic 
problems will be compounded by the increased burden of educational costs. The problem 
will be particularly acute for the family, because of the high expectations of Korean 
parents for their children’s education. 

One of the concerns over the new child-care leave system that went into effect in 
November 2001 is the poverty level of the families using this system. The allowance for 
child-care leave to be provided by unemployment insurance was determined to be 200,000 
won per month. Therefore, one cannot exclude the possibility of families that depend on 
income from the woman becoming threatened by the situation. Recent employment 
conditions in the Republic of Korea have practically destroyed “the family wage system”, 
which claimed to provide a man with a wage to maintain the whole family, and there has to 
be a way to replace the loss of income these families face during child-care leave. 

 
95 Geon-hwa Jeoung: “Change of life conditions of urban households under the IMF system”, in 
Poverty in Korea after IMF system (Seoul, Nanam Publishers, 2000). 
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VI. Summary and conclusion 

Summary 

The most important characteristic of family structural changes in the past 40 years is 
the rapid decrease in the number of three-generation households. This change has 
decreased the capacity of dual-working couples to take care of their children. Family and 
work values have also changed, which can be most dramatically seen in the increase of 
women’s desire to work. From the late 1980s, when women's participation in the labour 
market began to increase, child-care issues began to emerge as a social interest, resulting in 
the 1990 Infant Nursery Act. However, as of 2000, the satisfaction rate of child-care 
demand for children under 5 years of age is 46.1 per cent, while the figure for infants under 
2 years of age is even lower at 10.7 per cent. Under such circumstances, many young 
people are forced to delay either marriage or childbirth. Reconciling the family-work 
responsibility has remained for individual families to bear. Some couples depend on the 
kinship system; others adopt a matrilineal type of extended family structure, but this 
alternative itself has many problems. Also, the unfair share of household work among 
working couples, which stems from the strong patriarchal tradition in the Republic of 
Korea, is a potential factor for family conflict. In these patriarchal situations, marriage 
cannot be regarded as an attractive alternative, especially for young women, so they tend to 
delay marriage. All these circumstances function as a condition for lowering the fertility 
rate, at the aggregate rate of 1.4 (2000). 

A survey was recently conducted in a distribution industry, which has a relatively 
high number of women workers, and which therefore can show the reality and needs of the 
family-work conflict. According to the survey, workers wanted support for child-care costs 
and special child-care support for sick children and during night shifts; the introduction of 
maternity and parental leave, paternity leave and family-care leave that guaranteed time 
beyond the statutory period; the introduction of flexible working hours systems, five-day 
workweeks and alternate weekends off, and flexible work systems. Married female 
workers wanted an immediate introduction of almost all family-friendly employment 
measures. Their awareness of work organization issues was not keen, and their 
expectations on long-distance work, telecommuting and other forms of alternative 
employment were not high. 

It is difficult to conclude that family-friendly welfare measures in the Republic of 
Korea are having a direct effect on reducing work-family conflicts. The flexible work 
system and variable working hours systems, which make the coexistence of work and 
family possible, have given job opportunities to married women who were not employed. 
The measures have had very little effect on reducing the double burden of regular workers 
with family responsibilities. In fact, in the process of increasing labour market flexibility, 
and due to lack of enough child-care facilities and other employment support systems, and 
in combination with the gender discriminatory customs of the labour market, these 
“family-friendly” measures show a tendency to create a feminization of atypical 
employment and deterioration in the working conditions of women workers. 

Although the expectation of Korean employees on family-friendly measures is 
relatively high, the current work-family measures fall far short of the level of such 
expectations. Meanwhile, though employers also acknowledge the need for family-friendly 
employment systems, they would like the government to lead the way. 

In terms of recent government policies and institutional changes related to work and 
family, the Ministry of Gender Equality (MOGE) was established. MOGE has been 
successful in strengthening maternity protection to support a work-family balance. Debates 
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are being held in the Tripartite Commission on the issues of shorter working hours and 
flexible work systems. MOGE and Korean women’s organizations are actively 
participating in the debate to influence the revision of the relevant laws in the direction of 
reducing work-family conflicts. The Ministry of Education and Human Resources 
Development is also working with MOGE in developing and utilizing female resources as 
a part of its process to develop a comprehensive plan for overall human resources 
development. The two ministries have agreed that one of the most important factors 
hindering women’s economic activities and development of their capabilities is the family 
and social structure under which women bear the burden of work domestic spheres. The 
two ministries are therefore focusing their efforts on building a social infrastructure that 
would combat the problem. 

Recommendations 

The awareness of policies and institutions necessary for work-family balance is at a 
beginning stage in the Republic of Korea. In particular, the low percentage of married 
women working in large corporations is one of the factors that lower public interest in the 
work-family conflict issue. However, as the attitude toward work changes, the interest of 
male workers in leisure activities and family life is increasing, and the proportion of 
women workers who want to work continuously regardless of marriage is also increasing. 
Thus institutional mechanisms for work-family balance must be expanded. In fact, due to a 
lack of family-friendly measures, working couples go through child-rearing “wars”, and 
capable women workers are forced to leave the workforce. In particular, since the IMF 
bailout crisis in the late 1990s, labour market competition has accelerated in the Republic 
of Korea under neo-liberal economic principles; companies began seeking labour 
flexibility, and they expanded the hiring of part-time and other types of contingent 
workers. The result was a rapid shift to an atypical workforce, and this factor has made it 
difficult for the introduction of new working conditions, such as the flexible work system, 
to have a positive effect of reducing work-family conflict. 

Accordingly, the establishment of family-friendly employment measures should take 
such conditions under consideration and implement the different components of the system 
consecutively in steps. First, the Government must expand the basic social security system 
and reduce family responsibilities. The expansion of the system should include expansion 
of child-care facilities, in particular the expansion of public infant-care facilities for 
children under 2 years of age, and the expansion of child-care programmes providing 
overnight and holiday child-care services. In the area of social insurance, social sharing 
programmes for the cost of maternity protection, and strengthening the social security 
system for the elderly and the disabled are necessary. Along with these measures, 
administrative supervision must be strengthened to monitor corporate compliance with 
work and family balance measures, such as the maternity and parental leave systems. The 
Government should also expand income tax exemptions for child-rearing costs and 
introduce regular part-time work for child care in the public sector. As a next step, it is 
recommended that the Government encourage employers to introduce family-friendly 
measures, such as flexible work systems and support for employee child-care and elder-
care costs, so as to help employers secure and retain qualified workers and increase 
workers’ morale and productivity. To do this, the Government should introduce an award 
programme for companies with good family-friendly employment practices, publicize best 
practices from the Republic of Korea and abroad, and give technical assistance on the 
introduction and implementation of the employee support systems. 

In the long term, the Government must build up the labour market and the social 
environment systematically in the direction that makes work and life balance possible. In 
this regard, when the Government addresses issues — such as shorter working hours, 
contingent workers and maternity protection — for the sake of reducing work and family 
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conflicts, it is necessary for the Government to take into consideration a gender 
perspective. There are strong gender discrimination practices at home and at work, and 
various social security measures are lacking for children, the elderly and the disabled. 
Under these circumstances, gender-blind discussions and policies on improving working 
conditions and employment patterns will not bring about practical effects on reducing 
work and family conflicts.   

Lastly, the dominant work paradigm of institutions and attitudes that give the highest 
priority to production and efficiency, which is a legacy from the rapid economic growth 
policy of the past, must be transformed in the direction of considering reproduction and 
equity. 
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Appendices 

Appendix 1: Dependency ratio and aged population 
index in 1980, 1985, 1990, 1995 and 2000 

Region/Year Total dependency 
ratio 1

Youth dependency 
ratio 2

Aged dependency 
ratio 3

Aged population 
index 

Whole country 4     
 1980 60.5 54.3 6.2 11.4 
 1985 52.1 45.5 6.6 14.5 
 1990 44.2 37.0 7.2 19.4 
 1995 40.6 32.3 8.3 25.8 
 2000 39.5 29.5 10.2 35.0 
     
Urban sector     
 1980 53.9 49.9 3.9 7.9 
 1985 49.1 44.6 4.5 10.0 
 1990 42.7 37.6 5.1 13.6 
 1995 39.0 33.0 6.0 18.2 
 2000 37.0 29.5 7.5 25.3 
     
Rural sector     
 1980 70.3 60.8 9.6 15.7 
 1985 59.4 48.5 10.9 22.5 
 1990 48.5 35.1 13.4 38.3 
 1995 46.9 29.6 17.3 58.3 
 2000 50.0 28.0 22.0 78.7 
Note. 1. (14 years old and under + 65 years old and over)/(from 15 years old to 64 years old) x 100. 
 2. (14 years old and under/from 15 years old to 64 years old( x 100. 
 3. (65 years old and over/14 years old and under) x 100. 
 4. Foreigners are excluded. 
Source. National Statistical Office: Population and housing census report (1982, 1987, 1992, 1997, 2001). 

Conditions of Work and Employment Series No. 6 71 



 

Appendix 2: Population 15 years old and over by sex 
and marital status in 1980, 1985, 1990, 1995 and 2000 

Female Year 
Total Never married Married Divorced Widowed Unknown 

 Thousand persons 
1980 12,542 3,601 7,197 77 1,666 1 
1985 14,356 4,034 8,432 100 1,788 2 
1990 16,266 4,517 9,570 139 2,037 2 
1995 17,323 4,454 10,417 197 2,251 3 
2000 18,366 4,617 11,013 381 2,350 5 
 Percentage 
1980 100.0 28.7 57.4 0.6 13.3 0.0 
1985 100.0 28.1 58.7 0.7 12.5 0.0 
1990 100.0 27.8 58.8 0.9 12.5 0.0 
1995 100.0 25.7 60.1 1.1 13.0 0.0 
2000 100.0 25.1 60.0 2.1 12.8 0.0 

Male Year 
Total Never married Married Divorced Widowed Unknown 

 Thousand persons 
1980 12,209 4,933 7,005 44 226 1 
1985 13,969 5,528 8,150 66 221 3 
1990 15,991 6,114 9,483 110 283 2 
1995 16,995 6,108 10,408 169 304 6 
2000 17,981 6,317 11,010 324 323 6 
 Percentage 
1980 100.0 40.4 57.4 0.4 1.9 0.0 
1985 100.0 39.6 58.3 0.5 1.6 0.0 
1990 100.0 38.2 59.3 0.7 1.8 0.0 
1995 100.0 35.9 61.2 1.0 1.8 0.0 
2000 100.0 35.1 61.2 1.8 1.8 0.0 
Source. National Statistical Office: Population and housing census report (1982,1987,1992,1997); Population and housing census report (population 
section) (2000); News report (2001). 
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Appendix 3: Crude birth rate, age-specific fertility rate 
and total fertility rate in 1980, 1985, and 1990-2000 

Age-specific fertility rate (per 1,000 women) Year Crude 
birth rate 15-19 20-24 25-29 30-34 35-39 40-44 45-49 

Total 
fertility 

rate 
1980 22.7 12.9 141.4 244.1 106.6 30.6 8.5 2.0 2.7 
1985 16.2 10.1 118.5 158.9 41.0 8.8 2.2 0.5 1.7 
1990 15.3 4.1 83.0 167.8 49.7 9.5 1.5 0.2 1.6 
1991 16.6 4.3 84.8 186.2 58.8 10.8 1.5 0.2 1.7 
1992 16.9 4.7 82.8 188.9 65.1 12.6 1.8 0.2 1.8 
1993 16.4 4.4 72.7 178.8 64.2 13.8 2.0 0.2 1.7 
1994 16.3 4.0 66.0 179.6 68.0 14.7 2.2 0.2 1.7 
1995 16.0 3.6 62.9 177.1 69.6 15.2 2.3 0.2 1.7 
1996 15.3 3.3 58.8 167.6 71.1 15.5 2.4 0.2 1.6 
1997 14.8 3.1 54.5 161.5 73.2 16.0 2.5 0.2 1.5 
1998 13.8 2.9 48.0 153.4 73.2 15.8 2.5 0.2 1.5 
1999 13.2 2.6 43.5 148.1 72.9 15.4 2.4 0.2 1.4 
2000 13.4 2.5 39.0 150.6 84.2 17.4 2.6 0.2 1.5 
Note: Number of children a woman would have if her childbearing rate followed national averages. 
Source. National Statistical Office: Annual report on vital statistics (1989, 1994, 1999, 2001). 
 

Appendix 4: Birth rate by age of mother in 1970, and 
1975-2000 

Year Under 19 20-24 25-29 30-34 35-39 40-44 Over 45 
1970 3.0 24.0 35.9 22.6 9.9 3.5 1.7 
1975 3.4 30.5 37.4 18.4 7.2 2.2 0.9 
1976 4.0 32.5 38.1 16.3 6.4 2.0 0.8 
1977 4.6 33.7 38.6 15.1 5.8 1.7 0.8 
1978 4.2 33.2 40.0 15.4 5.3 1.5 0.6 
1979 3.9 33.9 41.4 14.5 4.6 1.2 0.5 
1980 3.2 32.9 42.0 14.8 3.9 1.9 1.2 
1981 3.1 35.1 44.3 13.0 3.2 0.9 0.3 
1982 3.6 39.5 42.5 10.8 2.6 0.7 0.3 
1983 3.5 40.5 43.7 9.5 2.1 0.6 0.2 
1984 3.6 40.4 45.0 8.6 1.8 0.4 0.2 
1985 3.3 37.4 48.1 9.1 1.6 0.4 0.2 
1986 3.0 33.5 51.5 10.0 1.6 0.3 0.2 
1987 2.4 31.6 53.3 10.7 1.5 0.3 0.1 
1988 2.0 29.3 54.6 12.1 1.6 0.3 0.1 
1989 1.5 28.4 54.5 13.4 1.8 0.3 0.1 
1990 1.4 26.6 54.1 15.4 2.2 0.3 0.1 
1991 1.2 25.3 53.8 16.9 2.4 0.3 0.1 
1992 1.3 24.5 52.4 18.6 2.9 0.3 0.1 
1993 1.2 22.9 52.3 19.7 3.4 0.4 0.0 
1994 1.0 20.4 53.6 20.6 3.9 0.4 0.0 
1995 1.0 19.2 54.2 20.9 4.2 0.5 0.0 
1996 0.9 17.9 54.3 21.5 4.7 0.5 0.0 
1997 0.9 16.5 54.5 22.3 5.2 0.6 0.0 
1999 0.9 14.7 54.3 23.9 5.4 0.7 0.0 
1999 0.8 13.5 53.9 25.5 5.5 0.7 0.1 
2000 0.7 11.7 51.9 29.0 5.9 0.8 0.1 
Source. National Statistical Office: Annual report on vital statistics (1979, 1989, 2001). 
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Appendix 5: Children born to married women, 1966-
2000 

Age of married women Year 
15-19 20-24 25-29 30-34 35-39 40-44 45-49 

1966 0.5 1.1 2.3 3.8 4.9 5.5 5.7 
1970 0.5 1.0 2.2 3.5 4.6 5.3 5.6 
1975 0.5 1.0 2.0 3.2 4.1 4.8 5.2 
1980 0.5 0.9 1.8 2.7 3.4 4.2 4.7 
1985 0.4 0.9 1.5 2.3 2.8 3.4 4.1 
1990 0.3 0.7 1.3 1.9 2.4 2.8 3.4 
1994 0.7 1.2 1.8 2.1 2.5 --- 
1997 0.7 1.2 1.8 2.0 2.2 --- 
2000 0.8 1.1 1.7 2.0 2.1 --- 
Source. Korea Institute for Health and Social Affairs: National fertility and family health survey report (1995, 1997, 2001). 
 

Appendix 6: Age at first marriage, divorce and 
remarriage by sex, 1987-2001 

Mean age at first marriage Mean age at divorce Mean age at remarriage Year 
Female Male Female Male Female Male 

1987 24.5 27.3 32.1 36.2 34.4 39.3 
1988 24.7 27.6 32.3 36.5 34.5 39.2 
1989 24.8 27.8 32.6 36.7 34.5 39.2 
1990 24.8 27.8 32.7 36.8 34.0 38.9 
1991 24.9 28.0 33.1 37.2 34.4 39.1 
1992 25.0 28.1 33.4 37.4 34.6 39.4 
1993 25.1 28.1 33.9 37.9 34.8 39.6 
1994 25.2 28.3 34.2 38.1 35.0 39.7 
1995 25.4 28.4 34.6 38.4 35.6 40.4 
1996 25.5 28.4 34.8 38.6 35.5 40.2 
1997 25.7 28.6 35.3 39.1 36.0 40.5 
1998 26.1 28.9 36.1 39.8 36.9 41.6 
1999 26.3 29.1 36.4 40.0 37.5 42.2 
2000 26.5 29.3 36.6 40.1 37.5 42.1 
2001 26.8 29.6 36.7 40.2 37.6 42.1 
Note: Based on the portion of the never-married. 
Source. National Statistical Office: Annual report on vital statistics (1996,2002). 
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Appendix 7: Marriages and divorces in 1980, 1985, and 
1990-2001 

Year Marriages Crude marriage 
rate 1

Divorces Crude divorce rate 
2

Divorces per 100 
marriages 3

1980 403,031 10.6 23,662 0.6 5.9 
1985 376,847 9.2 38,838 1.0 10.3 
1990 399,312 9.3 45,694 1.1 11.4 
1991 416,872 9.6 49,205 1.1 11.8 
1992 419,774 9.6 53,539 1.2 12.8 
1993 402,593 9.0 59,313 1.3 14.7 
1994 393,121 8.7 65,015 1.4 16.5 
1995 398,484 8.7 68,279 1.5 17.1 
1996 434,911 9.4 79,895 1.7 18.4 
1997 388,591 8.4 91,159 2.0 23.5 
1998 375,616 8.0 116,727 2.5 31.1 
1999 362,673 7.7 118,014 2.5 32.5 
2000 334,030 7.0 119,982 2.5 35.9 
2001 320,063 6.7 135,014 2.8 42.2 
Note: 1. “Number of marriages” over {Population} x 1,000 
 2. “Number of divorces” over {Population} x 1,000 
 3. “Number of divorces” over “Number of marriages” x 100 
 4. Marriages and divorces are estimated. 
Source. National Statistical Office: Annual report on vital statistics (1989, 1995, 2002). 
 

Appendix 8: Number and rate of remarriages by sex in 
1980, 1985 and 1990-2001 

Number of remarriages Rate of remarriages to total marriages Year 
Female Male Female Male 

1980 16,367 25,579 4.1 6.4 
1985 21,558 29,025 5.7 7.7 
1990 28,153 33,348 7.1 8.4 
1991 29,639 33,685 7.1 8.1 
1992 32,597 35,624 7.8 8.5 
1993 34,585 35,791 8.6 8.9 
1994 35,595 36,317 9.1 9.2 
1995 39,843 39,838 10.0 10.0 
1996 45,171 44,400 10.4 10.2 
1997 43,735 41,347 11.3 10.6 
1998 46,765 43,401 12.5 11.6 
1999 50,647 46,455 14.0 12.8 
2000 48,324 43,617 14.5 13.1 
2001 52,543 46,943 16.4 14.7 
Source. National Statistical Office: Annual report on vital statistics (1989, 1994, 2002). 
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Appendix 9: Relative household by type of family in 
1985, 1990 and 1995-2000 

Nuclear family Directly extended family Region, year 
Married couple Married couple 

with child(ren) 
Father or 

mother with 
child(ren) 

Married couple 
with parent(s) 

Married couple 
with parent(s) 
and child(ren) 

Other types 

Whole country       
 1985 7.8 57.8 9.7 0.8 9.9 14.0 
 1990 9.3 58.0 8.7 0.9 9.4 13.8 
 1995 12.6 58.6 8.6 1.1 8.0 11.2 
 2000 14.8 57.8 9.4 1.1 6.8 10.1 
       
Urban       
 1985 6.6 60.3 9.8 0.4 7.7 15.2 
 1990 7.4 61.3 8.9 0.6 7.9 14.0 
 1995 9.6 62.4 8.9 0.6 7.2 11.3 
 2000 11.7 61.5 9.9 0.7 6.2 9.9 
       
Rural       
 1985 10.1 52.9 9.5 1.4 14.2 11.9 
 1990 14.8 48.1 8.4 2.0 13.5 13.2 
 1995 23.1 45.2 7.6 2.7 10.6 10.8 
 2000 26.5 43.6 7.4 2.8 9.1 10.7 
Source. National Statistical Office: Annual report on vital statistics (1987, 1992, 1997); Population and housing census report (household section) 
(2000); News report (2001). 
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Appendix 10: Households by area, household type and average size of household in 1980, 1985, 
1990, 1995 and 2000 

Region, year Total households One-generation 
households 

Two-generation 
households 

Three-generation 
households 

More than four-
generation 
households 

One-person 
households 

Households of 
unrelated persons 

Average size of 
households 

Whole country                
 1980 7,969               (100.0) 658 (8.3) 5,457 (68.5) 1,312 (16.5) 42 (0.5) 383 (4.8) 117 (1.5) 4.50
 1985 9,571               (100.0) 916 (9.6) 6,412 (67.0) 1,383 (14.4) 40 (0.4) 661 (6.9) 160 (1.7) 4.16
 1990 11,355               (100.0) 1,220 (10.7) 7,529 (66.3) 1,383 (12.2) 35 (0.3) 1,021 (9.0) 166 (1.5) 3.77
 1995 12,958               (100.0) 1,640 (12.7) 8,200 (63.3) 1,266 (9.8) 26 (0.2) 1,642 (12.7) 183 (1.4) 3.34
 2000 14,312               (100.0) 2,034 (14.2) 8,696 (60.8) 1,176 (8.2) 22 (0.2) 2,224 (15.5) 159 (1.1) 3.12
                
Urban areas                
 1980 4,670               (100.0) 422 (9.0) 3,335 (71.4) 591 (12.7) 14 (0.3) 220 (4.7) 88 (1.9) 4.40
 1985 6,331               (100.0) 595 (9.4) 4,421 (69.8) 747 (11.8) 16 (0.2) 428 (6.8) 125 (2.0) 4.10
 1990 8,462               (100.0) 813 (9.6) 5,876 (69.4) 896 (10.6) 18 (0.2) 724 (8.6) 135 (1.6) 3.76
 1995 10,032               (100.0) 1,060 (10.6) 6,720 (67.0) 904 (9.0) 15 (0.2) 1,186 (11.8) 147 (1.5) 3.38
 2000 11,230               (100.0) 1,352 (12.0) 7,237 (64.5) 858 (7.6) 13 (0.1) 1,643 (14.6) 127 (1.1) 3.18
                
Rural areas                
 1980 3,299               (100.0) 237 (7.2) 2,122 (64.3) 721 (21.8) 28 (0.9) 163 (4.9) 29 (0.9) 4.70
 1985 3,241               (100.0) 321 (9.9) 1,991 (61.4) 636 (19.6) 24 (0.7) 233 (7.2) 35 (1.1) 4.27
 1990 2,892               (100.0) 407 (14.1) 1,653 (57.2) 486 (16.8) 17 (0.6) 298 (10.3) 31 (1.1) 3.78
 1995 2,926               (100.0) 580 (19.8) 1,480 (50.0) 362 (12.4) 11 (0.4) 457 (15.6) 36 (1.2) 3.12
 2000 3,082               (100.0) 682 (22.1) 1,459 (47.3) 319 (10.4) 9 (0.3) 582 (18.9) 32 (1.0) 2.90
Source. National Statistical Office: Population and housing census report (1982, 1987, 1992, 1997); Population and housing census report (population section) (2000); News report (2001). 
 

 



 

Appendix 11: Distribution of head of one-person 
households by area, sex and age in 1990, 1995 and 
2000 

Total Female Rate of females Region, age 
1990 1995 2000 1990 1995 2000 1990 1995 2000 

Whole country 100.0 
(1,004,339) 

100.0 
(1,642,406) 

100.0 
(2.224,433) 

100.0 
(589,635) 

100.0 
(931,524) 

100.0 
(1,279,437) 

58.7 56.7 57.5 

          
Under 15 3.6 0.1 0.0 3.2 0.1 0.0 53.0 49.5 45.1 
15-24 13.8 14.4 10.9 12.7 13.1 10.4 53.9 51.7 54.7 
25-29 20.0 17.1 14.3 10.2 8.7 9.1 29.8 29.0 36.6 
30-34 9.9 10.6 10.5 6.7 6.0 6.0 39.5 32.4 32.9 
35-39 5.8 7.6 8.2 5.2 6.0 5.7 52.6 35.1 39.9 
40-44 4.3 5.4 7.5 3.9 4.7 6.0 53.2 45.0 46.1 
45-49 4.1 4.6 5.8 3.9 4.6 5.0 55.3 62.8 49.8 
50-54 5.3 4.8 5.3 6.0 5.1 5.1 66.5 95.8 55.5 
55-59 7.0 6.4 5.8 9.4 8.1 6.7 79.1 72.5 66.6 
Over 60 26.2 29.2 3.8 38.9 43.6 46.1 87.1 84.6 83.4 

          
Urban areas 100.0 

(715,665) 
100.0 

(1,185,514) 
100.0 

(1,642,618) 
100.0 

(381,493) 
100.0 

(610,523) 
100.0 

(880,263) 
53.3 51.5 53.6 

          
Under 15 4.3 0.1 0.0 4.2 0.1 0.0 52.2 48.3 45.6 
15-24 17.7 18.1 13.1 18.0 18.4 13.7 54.3 52.4 56.2 
25-29 25.2 21.7 17.6 14.3 12.4 12.4 30.3 29.5 37.5 
30-34 12.4 13.1 12.7 9.4 8.5 8.0 40.3 33.3 33.8 
35-39 7.0 9.0 9.6 7.3 8.2 7.4 55.2 35.3 41.1 
40-44 4.7 6.0 8.5 5.1 6.2 7.6 57.7 43.4 47.9 
45-49 4.0 4.8 6.2 4.4 5.1 6.0 59.0 54.3 51.7 
50-54 4.4 4.3 5.2 5.5 5.0 5.5 66.4 79.6 56.2 
55-59 5.0 4.9 5.2 7.4 6.7 6.3 78.9 70.2 65.3 
Over 60 15.2 18.1 21.8 24.3 29.5 33.2 85.5 84.0 81.5 

          
Rural areas 100.0 

(288,674) 
100.0 

(456,892) 
100.0 

(581,815) 
100.0 

(208,142) 
100.0 

(321,001) 
100.0 

(399,174) 
72.1 70.3 68.6 

          
Under 15 1.8 0.1 0.0 1.4 0.0 0.0 58.0 52.4 43.5 
15-24 4.3 4.8 4.8 2.9 3.0 3.0 49.9 44.9 43.0 
25-29 7.0 5.1 4.8 2.5 1.7 1.9 26.1 23.1 26.5 
30-34 3.6 4.0 4.2 1.7 1.4 1.5 32.9 24.7 25.0 
35-39 2.8 3.8 4.0 1.4 1.8 1.9 37.0 32.8 31.8 
40-44 3.1 3.6 4.6 1.6 1.8 2.5 36.4 35.0 36.8 
45-49 4.3 4.3 4.6 2.8 2.7 2.9 46.8 43.9 42.5 
50-54 7.6 6.1 5.3 7.0 5.3 4.2 66.7 61.5 53.3 
55-59 12.0 10.1 7.6 13.1 10.9 7.7 79.2 75.4 69.1 
Over 60 53.6 58.1 59.9 65.5 71.3 74.5 88.1 86.2 85.4 

Source. National Statistical Office: Population and housing census: 10% sample (1990); Population and housing census report (1997, 2001). 
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Appendix 12: Average years of schooling by sex and 
age in 1980, 1985, 1990, 1995 and 2000 

Year Average 6-19 20-29 30-39 40-49 50 and over 
1980       

Total 7.6 6.5 9.9 9.2 7.5 4.1 
Female 6.6 6.1 9.4 8.1 6.0 2.3 
Male 8.7 6.6 10.3 10.2 9.0 5.0 

       
1985       

Total 8.6 6.7 11.0 10.1 8.5 4.6 
Female 7.6 6.7 10.6 9.3 7.1 3.1 
Male 9.7 6.7 11.3 10.9 9.9 6.5 

       
1990       

Total 9.5 7.7 12.0 11.1 9.5 5.5 
Female 8.6 7.8 11.8 10.4 8.4 3.9 
Male 10.6 7.7 12.3 11.8 10.6 7.6 

       
1995       

Total 10.3 7.0 12.7 12.1 10.5 6.5 
Female 9.4 7.2 12.7 11.6 9.6 4.8 
Male 11.2 6.7 12.7 12.7 11.4 8.5 

       
2000       

Total 10.6 5.7 13.1 12.8 11.2 7.2 
Female 9.8 6.0 13.2 12.5 10.5 9.2 
Male 10.2 5.3 13.0 13.2 12.0 5.5 

Source. National Statistical Office: Social indicators in Korea (2001). 
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Appendix 13: Composition of population by level of 
education and sex (25 years old and over) in 1975, 
1980, 1985, 1990, 1995 and 2000 

Year Elementary school 
and under 

Middle school High school College and 
university and over 

1975     
Total 65.5 14.8 13.9 5.8 

Female 77.1 12.1 8.4 2.4 
Male 53.1 17.7 19.7 9.5 

     
1980     

Total 55.3 18.1 18.9 7.7 
Female 67.0 16.5 12.9 3.6 
Male 42.8 19.8 25.4 12.0 

     
1985     

Total 43.4 20.5 25.9 10.2 
Female 54.1 20.5 20.2 5.2 
Male 31.9 20.5 32.1 15.5 

     
1990     

Total 33.4 19.0 33.5 14.1 
Female 43.0 20.3 28.4 8.3 
Male 23.3 17.6 38.9 20.1 

     
1995     

Total 26.6 15.7 38.0 19.7 
Female 35.0 17.1 34.8 13.1 
Male 17.8 14.2 41.4 26.6 

     
2000     

Total 23.0 13.3 39.4 24.3 
Female 30.4 14.3 37.3 18.0 
Male 15.1 12.3 41.6 31.0 

Source. National Statistical Office: Population and housing census report (1977, 1982, 1987, 1992, 1997); Population and housing census report 
(population section) (2000); News report (2001). 
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Appendix 14: Number of institutions and children at 
day-care centres by administrator in 1990, 1995 and 
1998 to March 2001 

Administrator 1990 1995 1998 1999 2000 2001 
(March) 

Total institutions 1,919 9,085 17,605 18,768 19,276 19,533 
National and public institutions 360 1,029 1,258 1,300 1,295 1,295 
Civil institutions 39 4,125 9,622 10,558 11,304 11,438 
In-office institutions 20 87 184 207 204 203 
At-home institutions 1,500 3,844 6,541 6,703 6,473 6,597 
Children under care 48,000 293,747 556,957 640,915 686,000 828,052 
National and public institutions 25,000 78,831 91,260 99,866 99,666 106,234 
Civil institutions 1,500 170,412 400,906 466,450 510,567 608,136 
In-office institutions 1,500 2,388 5,823 7,278 7,807 10,177 
At-home institutions 20,000 42,116 58,968 67,294 67,960 103,505 
Source. Ministry of Health and Welfare: White paper on health and social affairs (1991, 1995-1999(; Children Welfare Division, Ministry of Health and 
Welfare (2001); Ministry of Labor: Women and employment (1997, 1999, 2000). 
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Appendix 15: Percentage of economically active 
population by type of household and sex in 1980, 1985, 
1990, 1995 and 1997-2001 (per thousand persons) 

Population 15 
years old and 

over 

EAP Employed Unemployed Participation 
rate 

Unemployment 
rate 

 

F M F M F M F M F M F M 
Total             

1980 12,659 11,804 5,412 9,019 5,222 8,462 1 5 42.8 76.4 3.5 6.2 
1985 14,258 13.295 5,975 9,617 5,833 9,137 9 5 41.9 72.3 2.4 5.0 
1990 15,980 14,907 7,509 11,030 7,376 10,709 0 8 47.0 74.0 1.8 2.9 
1995 17,384 16,280 8,397 12,456 8,256 12,176 1 4 48.3 76.5 1.7 2.2 
1997 17,955 16,887 8,891 12,772 8,686 12,420 4 8 49.5 75.6 2.3 2.8 
1998 18,212 17,150 8,562 12,893 8,084 11,910 1 0 47.0 75.2 5.6 7.6 
1999 18,434 17,331 8,745 12,889 8,303 11,978 1 3 47.4 74.4 5.1 7.1 
2000 18,629 17,509 9,000 12,950 8,707 12,353 3 2 48.3 74.0 3.3 4.6 
2001 18,806 17,678 9,169 13,012 8,895 12,467 3 1 48.8 73.6 3.0 4.2 

             
Non-
agricultural 
households 

            

1980 8,625 7,947 3,182 6,086 3,007 5,569 1 5 36.9 76.6 5.5 8.5 
1985 11,122 10,275 4,316 7,429 4,188 6,977 7 1 38.8 72.3 3.0 6.1 
1990 13,393 12,385 5,911 9,151 5,784 8,846 5 8 44.1 73.9 2.1 3.3 
1995 15,394 14,400 7,076 10,981 6,941 10,711 1 4 46.0 76.3 1.9 2.5 
1997 16,095 15,128 7,639 11,379 7,440 11,039 2 5 47.5 75.2 2.6 3.0 
1998 16,354 15,376 7,296 11,472 6,829 10,519 8 2 44.6 74.6 6.4 8.3 
1999 16,651 15,632 7,553 11,525 7,124 10,638 1 3 45.4 73.7 5.7 7.7 
2000 16,899 15,880 7,810 11,638 7,526 11,056 2 0 46.2 73.3 3.6 5.0 
2001 17,118 16,089 8,018 11,737 7,751 11,208 7 6 46.8 73.0 3.3 4.5 

             
Agricultural 
households 

            

1980 4,034 3,857 2,230 2,933 2,215 2,893 1 4 55.3 76.0 0.7 1.4 
1985 3,136 3,020 1,659 2,188 1,646 2,160 5 0 52.9 72.5 0.8 1.3 
1990 2,587 2,522 1,598 1,879 1,592 1,864 1 2 61.8 74.5 0.4 0.8 
1995 1,990 1,880 1,320 1,475 1,315 1,466 3 8 66.3 78.5 0.4 0.7 
1997 1,860 1,759 1,252 1,392 1,246 1,381 6 1 67.3 79.1 0.5 0.8 
1998 1,858 1,774 1,267 1,422 1,256 1,391 5 5 68.2 80.2 0.9 2.2 
1999 1,784 1,699 1,192 1,364 1,179 1,340 6 1 66.8 80.3 1.1 1.8 
2000 1,730 1,629 1,189 1,313 1,181 1,297 1 0 68.7 80.6 0.8 1.2 
2001 1,689 1,588 1,151 1,275 1,144 1,258 1 1 68.1 80.3 0.6 1.3 

Source. National Statistical Office: Comprehensive time series report on the economically active population survey (1994); Annual report on the 
economically active population survey (1996, 1998-2002). 
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Appendix 16: Percentage of economically active 
population by age and sex in 1980, 1985, 1990, 2000 
and 2001 (by thousand persons) 

Economically active 
population 

Participation rate Unemployed Unemployment rate Age 

Female Male Female Male Female Male Female Male 
1980 5,412 9,019 42.8 76.4 190 558 3.5 6.2 
15-19 635 559 34.4 27.3 76 83 12.0 14.8 
20-24 977 997 53.5 76.5 71 133 7.3 13.3 
25-29 471 1,378 32.0 95.0 10 98 2.1 7.1 
30-34 512 1,302 40.8 97.6 9 62 1.8 4.8 
35-39 615 1,175 53.1 97.3 9 56 1.5 4.8 
40-44 639 1,118 56.7 96.1 6 43 0.9 3.8 
45-49 590 936 57.3 94.4 5 40 0.8 4.3 
50-54 416 617 53.9 90.5 3 25 0.7 4.1 
55-59 301 476 46.2 80.0 2 15 0.7 3.2 
Over 60 257 463 16.9 45.2 0 4 0.0 0.9 

         
1985 5,975 9,617 41.9 72.3 141 480 2.4 5.0 
15-19 399 314 21.1 14.5 40 39 10.0 12.4 
20-24 1,029 839 55.1 63.3 65 115 6.3 13.7 
25-29 721 1,789 35.9 90.8 11 119 1.5 6.7 
30-34 646 1,483 43.6 96.4 7 61 1.1 4.1 
35-39 685 1,293 52.9 96.5 7 41 1.0 3.2 
40-44 659 1,100 58.2 94.9 6 35 0.9 3.2 
45-49 648 1,039 59.2 93.3 3 36 0.5 3.5 
50-54 489 759 52.4 88.1 1 22 0.2 2.9 
55-59 353 467 47.2 77.3 1 10 0.3 2.1 
Over 60 347 534 19.2 44.2 0 2 0.0 0.4 

         
1990 7,509 11,030 47.0 74.0 133 321 1.8 2.9 
15-19 392 247 18.7 10.8 34 25 8.7 10.1 
20-24 1,255 755 64.6 60.2 56 70 4.5 9.3 
25-29 836 1,827 42.6 91.9 16 89 1.9 4.9 
30-34 933 1,920 49.5 97.2 9 41 1.0 2.1 
35-39 841 1,447 57.9 97.0 7 25 0.8 1.7 
40-44 808 1,309 60.7 95.7 5 24 0.6 1.8 
45-49 729 1,113 63.9 94.2 3 16 0.4 1.4 
50-54 656 1,001 60.0 90.6 2 17 0.3 1.7 
55-59 481 708 54.4 83.6 1 10 0.2 1.4 
Over 60 578 704 26.4 49.9 1 4 0.2 0.6 

         
1995 8,397 12,456 48.3 76.5 140 280 1.7 2.2 
15-19 267 175 14.5 9.3 20 16 7.5 9.1 
20-24 1,376 818 66.1 57.9 67 63 4.9 7.7 
25-29 962 1,863 47.8 89.7 18 68 1.9 3.7 
30-34 969 2,106 47.5 97.1 8 35 0.8 1.7 
35-39 1,153 1,997 59.2 97.0 9 33 0.8 1.7 
40-44 959 1,481 66.0 96.6 7 21 0.7 1.4 
45-49 753 1,231 61.1 95.2 4 16 0.5 1.3 
50-54 635 1,019 58.3 91.3 2 12 0.3 1.2 
55-59 551 803 54.3 84.0 3 10 0.5 1.2 
Over 60 771 964 28.9 54.2 2 6 0.3 0.6 
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Appendix 16 (continued) 

Age Economically active 
population 

Participation rate Unemployed Unemployment rate 

 Female Male Female Male Female Male Female Male 
2000 9,000 12,950 48.3 74.0 293 597 3.3 4.6 
15-19 229 221 12.5 11.6 29 32 12.7 14.5 
20-24 1,065 595 60.8 51.6 81 73 7.6 12.3 
25-29 1,077 1,698 55.9 83.8 41 118 3.8 6.9 
30-34 911 1,826 48.5 95.4 25 78 2.7 4.3 
35-39 1,213 2,048 59.1 95.7 30 71 2.5 3.5 
40-44 1,296 1,957 63.4 94.4 37 67 2.9 3.4 
45-49 1,007 1,444 64.6 92.6 22 61 2.2 4.2 
50-54 668 1,169 55.2 89.2 13 40 1.9 3.4 
55-59 557 822 50.8 77.8 9 34 1.6 4.1 
Over 60 978 1,171 29.8 49.4 6 23 0.6 2.0 

         
2001 9,169 13,012 48.8 73.6 274 545 3.0 4.2 
15-19 217 197 12.6 10.8 27 29 12.4 14.7 
20-24 1,092 601 61.5 50.0 81 69 7.4 11.5 
25-29 1,044 1,595 57.7 83.2 41 114 3.9 7.1 
30-34 917 1,810 48.8 94.7 22 65 2.4 3.6 
35-39 1,200 1,972 59.5 95.2 26 65 2.2 3.3 
40-44 1,325 2,018 63.4 94.2 32 67 2.4 3.3 
45-49 1,087 1,537 64.2 92.6 20 49 1.8 3.2 
50-54 712 1,213 56.2 87.9 15 40 2.1 3.3 
55-59 547 799 50.4 77.7 6 26 1.1 3.3 
Over 60 1,028 1,269 29.6 50.0 4 22 0.4 1.7 

Source. National Statistical Office: Comprehensive time series report on the economically active population survey (1994); Annual report on the 
economically active population survey (1996, 2001, 2002). 
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Appendix 17: Percentage of economically active 
population by sex and marital status in 1980, 1985, 
1990 and 1995-2001 (by thousand persons) 

Economically active 
population 

Participation rate Unemployed Unemployment rate Year 

Married Unmarried Married Unmarried Married Unmarried Married Unmarried 
1980         

Female 3,794 1,613 40.0 50.8 40 149 1.1 9.3 
Male 6,975 2,045 88.3 52.4 289 268 4.1 13.1 

1985         
Female 4,391 1,584 41.0 44.7 29 113 0.7 7.1 
Male 7,683 1,934 86.8 43.5 241 239 3.1 12.4 

1990         
Female 5,419 1,835 46.8 45.6 41 92 0.8 5.0 
Male 8,639 2,079 88.2 43.2 160 167 1.9 8.0 

1995         
Female 6,194 2,170 47.6 50.4 39 100 0.6 4.6 
Male 9,914 2,520 88.8 49.6 128 152 1.3 6.0 

1996         
Female 6,380 2,187 48.4 49.5 41 93 0.6 4.3 
Male 10,012 2,608 88.4 49.5 128 161 1.3 6.2 

1997         
Female 6,626 2,218 49.6 49.3 81 124 1.2 5.6 
Male 10,106 2,655 88.0 49.3 159 193 1.6 7.3 

1998         
Female 6,559 2,004 47.3 46.0 260 218 4.0 10.9 
Male 10,370 2,523 86.8 48.5 575 409 5.5 16.2 

1999         
Female 6,714 2,031 47.9 45.9 242 200 3.6 9.8 
Male 10,289 2,601 85.5 49.1 534 378 5.2 14.5 

2000         
Female 6,920 2,081 48.7 47.0 149 143 2.2 6.9 
Male 10,280 2,671 84.3 50.2 328 269 3.2 10.1 

2001         
Female 7,054 2,115 49.0 48.1 136 139 1.9 6.6 
Male 10,312 2,700 83.8 50.2 284 261 2.8 9.7 

Source. National Statistical Office: Comprehensive time series report on the economically active population (1994); Annual report on the 
economically active population survey (1996-2002). 
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Appendix 18: Economically active rate by educational 
attainment and sex 

Males Females  
Middle 

school and 
under 

High 
school 

Junior 
college 

College 
and above 

Middle 
school and 

under 

High 
school 

Junior 
college 

College 
and above 

1985 61.1 77.1 89.3 93.5 39.5 42.1 60.8 46.3 
1990 63.2 80.0 93.4 93.2 45.6 47.5 66.1 53.1 
1991 63.7 80.5 94.4 93.7 45.1 48.6 66.0 55.3 
1992 64.0 79.9 94.8 94.3 45.0 48.5 65.2 53.8 
1993 63.6 80.0 94.1 93.8 44.6 48.5 63.5 54.9 
1994 63.5 81.0 94.3 92.8 44.8 49.4 63.0 56.8 
1995 62.3 81.2 94.2 93.9 44.6 50.2 63.5 57.9 
1996 61.2 80.9 93.4 93.4 44.2 50.9 65.6 59.6 
1997 60.5 81.0 94.6 91.8 44.4 52.0 68.1 61.0 
1998 58.4 80.0 93.3 90.6 42.4 48.4 65.0 56.7 
1999 57.8 79.2 93.0 88.3 42.9 48.7 63.9 56.6 
2000 57.8 78.5 91.1 87.3 43.6 49.4 64.4 57.8 
2001 56.9 77.6 91.3 87.7 43.2 50.4 65.6 57.1 
Source. National Statistical Office: Economically active population survey (each year), raw data set. 
 

Appendix 19: Economically active participation rate of 
women by age group 

 15-19 20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60 + Total 
1963 37.4 43.6 36.4 39.4 41.8 48.6 45.1 38.7 32.7 10.8 37.0 
1970 44.1 47.1 34.6 38.3 42.7 47.0 46.5 41.2 37.1 14.7 39.3 
1980 34.4 53.5 32.0 40.8 53.1 56.7 57.3 53.9 46.2 16.9 42.8 
1985 21.1 55.1 35.9 43.6 52.9 58.2 59.2 52.4 47.2 19.2 41.9 
1990 18.7 64.6 42.6 49.5 57.9 60.7 63.9 60.0 54.4 26.4 47.0 
1991 18.8 65.9 42.6 49.4 58.9 60.5 61.9 60.0 54.3 26.5 47.3 
1992 17.4 65.3 44.1 47.7 57.7 60.5 61.0 60.9 54.1 27.8 47.3 
1993 16.7 64.5 44.5 47.4 59.3 62.8 60.9 57.7 53.5 26.8 47.2 
1994 15.5 64.6 45.6 48.6 59.6 64.2 61.2 58.8 54.1 28.0 47.9 
1995 14.5 66.1 47.8 47.5 59.2 66.0 61.1 58.3 54.3 28.9 48.3 
1996 13.4 66.0 51.0 49.1 60.0 65.6 62.2 57.4 53.5 29.3 48.7 
1997 13.0 66.4 54.1 50.9 60.4 67.1 62.3 58.1 54.1 30.3 49.5 
1998 12.0 61.0 51.8 47.3 58.5 63.5 61.5 55.2 51.0 28.1 47.0 
1999 11.8 60.8 52.3 48.1 58.7 63.1 62.8 55.4 51.2 29.4 47.4 
2000 12.5 60.8 55.9 48.5 59.1 63.4 64.6 55.2 50.8 29.8 48.3 
2001 12.6 61.5 57.7 48.8 59.5 63.4 64.2 56.2 50.4 29.6 48.8 
Source. National Statistical Office: Annual report on economically active population survey (each year). 
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Appendix 20: Economically active participation rate of 
females by age group 

 

0

10

20

30

40

50

60

70

80

52 54 56 58 60 62 64 66 68 70 72 74 76 78 80 82 84 86 88 90 92 94 96 98 00

Thousand persons

P
e
r
c
e
n
t
a
g
e

1972-76 1967-71
1962-66 1957-61
1952-56 1947-51
1942-46 1937-41

 
Note: Age groups shown by range of birth years. 
Source. Tae-Hong Kim and Meek-yeong Kim: The 4th survey on women’s employment (Seoul, Korean Women’s Development Institute, 2002). 
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