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Introduction

According to Nandi et al. (2018), parental leave policies are defined as legislation for
parents that permit employees to take time off work for pregnancy, birth,
adoption, personal illness, or to care for family members. To achieve a more equal
division of childcare, housework and employment between mothers and fathers,
several countries like Norway, Sweden, Iceland, Germany and France have
introduced “father quotas” for parental leave (Tamm, 2018). These quotas are
intended to incentivise fathers to take leave and to engage actively in childcare
and housework. Additionally, countries like the Netherlands, New Zealand, Spain,
and Switzerland, offer 100 percent paid parental leave between 14 and 17 weeks,
consequently facilitating work-life balance for women in the labour force (Burgess
et al., 2008; Nandi et al., 2018). However, in many cultures, men are still viewed as
breadwinners and women as primary caregivers of the family unit (Huerta et al.,
2014), thus exacerbating gender inequalities and contributing to inadequate policy
arrangements for fathers.

In Malaysia, the “Pekeliling Perkhidmatan Bilangan 9 Tahun 2002” bill entitles civil
servants to seven days of paid paternity leave. Conversely, employers in the
Malaysian private sector are not required to offer the same benefit to their male
employees since mandatory paternity leave laws have not been established. As a
result, several organisations like the Malaysian Trade Union Congress (MTUC) and
the Women’s Aid Organisation (WAO) have sanctioned the provision of paid
paternity leaves. In 2019, the former Deputy Human Resource Minister in Malaysia,
YB Mahfuz Omar, proposed to legislate three days of paid paternity leave under
the Human Resources Ministry’s bill which received support from the former
Deputy Women, Family, and Community Development Minister, YB Hannah Yeoh;
however, the policy remains to be implemented.

The importance of the role of a father in a family is vital, especially for the holistic
development of a child. However, for many fathers, the absence of statutory
paternity leave (a leave period reserved for fathers in relation to childbirth or leave
that can be used exclusively by fathers) laws in Malaysia have prevented them
from being vigorously involved in infant care. A survey by the Women’s Aid
Organisation (WAO, 2020) revealed that 63 percent of women agreed that this
paucity negatively impacted their emotional and/or mental health. Hence, this
paper aims to determine public perception of various aspects of paternity leave
and family-friendly workplace policies and the significance of establishing
mandatory paternity leave in Malaysia. 
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Literature Review 

The significance of paternity leaves is manifold. Sharma (2019) identifies
strengthened familial bonds, increased workplace productivity, and improved
work-life balance as positive influences when father’s take paternity leave.
Furthermore, paternity leaves narrow the gender gap by enabling women to
proactively contribute in the workforce, successively empowering them.

a) Paternity Leave and the Family Unit 

The provision of paternity leave policies significantly influences the family unit. For
instance, working fathers are able to engage in routine household tasks, thus
reducing the level of conflict over the household division of labour (Katsadam and
Finseraas, 2011). Additionally, couples are less likely to separate if the father takes
more than two weeks leave to look after their first child, thus alleviating post-natal
stress and subsequently reducing the rising divorce rates in Malaysia (Olah, 2001).
In the event of a separation, higher uptake of paternity leaves is linked to increased
contact with children after the split (Duvander and Jans, 2009), which will cushion
the psychological shock experienced by the child.
Moreover, Dex and Ward (2007) highlight that fathers who do not exercise their
paternity leave rights or share childcare responsibilities, negatively affect the
developmental growth of their child. Huerta et al. (2014) concurs with this
reasoning citing that a child is more likely to perform better in cognitive
development tests and be better prepared for school between the ages of four and
five when fathers are granted longer paternity leave. This highlights the
importance of the implementation of paternity leave policies for the mental
growth of the child.

Furthermore, mothers are substantially impacted positively when fathers take
paternity leave. For example, postpartum depression among mothers is greatly
reduced when fathers take paternity leave (Séjourné et al, 2012; Redshaw and
Henderson 2013), consequently improving the well-being of mothers. Besides, a
shared responsibility to care for the newborn relieves the mother’s burden and
allows them to pursue a career, personal interests and/or rest (Circle In, 2021),
hence encouraging enhanced physical and mental health. 
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b) Paternity Leave and Gender Equality

While it is unlikely to be an overarching solution for gender inequality, paternity
leave can bridge the gender gap. By providing working fathers paternity leaves,
companies promote strengthened familial relationships and enable mothers to
return to work sooner (Sharma, 2019), thus narrowing the gender gap. According to
a 2021 article published on Circle In (2021), fathers who are given paternity leave at
the workplace present their female partners with opportunities that enable them
to entirely engage in their careers. Consequently, increased women’s participation
in private firms could potentially change the trajectory of women’s time spent on
market activities (Amin, Islam and Sakhonchik, 2016), and this significantly alters
the narrative on women in the labour market.

c) Implementation Challenges of Paternity Leave Policies
Funding presents a great challenge when implementing paternity leave policies.
Datuk Shamsuddin Bardan, executive director of the Malaysian Employers
Federation (MEF), stated that enforcing three days of paid paternity leave will
result in a total loss of RM157.2 million, equivalent to RM52.4 million a day (Yi Thong
et al., 2021). If extended to a month as proposed by the MTUC, assuming the father
earns an average salary of RM2,800 a month, an entire month of paid paternity
leave will lead to a loss of approximately RM 1.4 billion to the Malaysian economy.

Additionally, cultural factors and social traditions in Malaysia do not typically
support the responsibility of fathers as caregivers. A report by UNICEF (2019)
revealed that many fathers do not practice their paternity leave rights when given
the choice and this is attributed to archaic gender roles that relegate men as
breadwinners and women as caregivers. This firm belief renders men vulnerable to
discrimination. Furthermore, male employees are more concerned that their
careers will be negatively impacted by taking paternity leave.

Lastly, from a broader economic perspective, Månsdotter (2010) asserts that the
uptake of leave is higher for men with relatively healthy lifestyles and a ‘stable
social position’, which might imply that paternity leave policies fail to provide
equitable and appropriate coverage. Most family-friendly workplace benefits
typically apply to full-time workers only and many low-skilled jobs (i.e. factory
workers and part-time workers) are not eligible for this coverage. 
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To better comprehend the challenges stated above, this study aims to ascertain
the public perception of parental leave policies and exhibit empirical evidence for
the necessity of paternity leave in Malaysia. 

Methodology

An online Google Form survey (Appendix A) was distributed across all official MSGA
social media platforms (i.e. Instagram, LinkedIn, WhatsApp etc.). Although this
survey was intended to capture individuals with work experience, the survey
sample was demographically diverse with regards to age, gender, race and
ethnicity. 

The survey was open to all Malaysian citizens for four weeks in the month of March
2021. It was prepared in two languages, Bahasa Malaysia (Malay) and English, to
accommodate respondents’ preferences and comprehension. The form was
structured to maintain the respondents’ anonymity and all questions were made
optional for respondents to share their personal views without restrictions.
Demographic information on the respondents were inquired to identify
correlations between demographic groups and the perception of family-friendly
workplace policies. This included their gender, age, relationship status, and
number of children, highest academic level attained or current enrollment and
academic status.

For respondents who were or have been employed in the past, questions were
centered on maternity and/or paternity leave policies that were or have been
adopted by their companies. This was applied to assess the state of family-friendly
workplace policies in Malaysia. The survey contained a combination of multiple-
choice and open-ended opinion questions to gauge public perception on various
aspects of paternity leave and family-friendly workplace policies, and the
significance of establishing mandatory paternity leave in Malaysia. The data from
the 152 responses were compiled and analysed. A sample of the Google Form
survey is attached as Appendix A.

https://docs.google.com/document/d/1p2CHZTs2nymRL2yXEevFSrrfXgwsVuwtG7MLk3L2FcE/edit#heading=h.wkycxkxcfcwa
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Findings and Discussion

a) Paid Maternity Leave

Parental leave for the mother is the most common of the family-friendly policies,
although the duration is often inadequate.

The survey findings suggest that maternity leave is the most widely implemented
policy in the workplace, with 89 percent of respondents indicating having a policy
on paid maternity leave and 5 percent stating they are unsure. This is expected
because Malaysian law dictates that private companies provide at least 60
consecutive days of maternity leave. However, a significant number of respondents
(20 percent, approximately equal proportion of gender) believe the duration of
paid maternity leave should be less than 60 days. Most of these respondents are
relatively older with an average age of 42.1 years old. These respondents
highlighted that productivity is reduced and there is a higher chance of losing
their jobs in the 60 days. In fact, 14 percent of the respondents say taking paternity
or maternity leave will negatively impact a person’s job capacity while 31 percent
are uncertain.

Conversely, the younger respondents reveal optimism for longer maternity leave
periods, a sign that the perception of family-friendly policies in Malaysia is shifting
towards one that prioritises a work-life balance (Figure 1). However, this optimism
falls short of the International Labour Organisation (ILO) minimum standard of at
least 14 weeks or 98 days of maternity leave (ILO, 2014 cited in Jayasekaran &
Miguet, 2020).

Figure 1: “How long do you think paid maternity leave should be required legally?”
in terms of average age and number of respondents (n = 147)

https://docs.google.com/document/d/1p2CHZTs2nymRL2yXEevFSrrfXgwsVuwtG7MLk3L2FcE/edit#bookmark=kix.jqmil81wom7k
https://docs.google.com/document/d/1p2CHZTs2nymRL2yXEevFSrrfXgwsVuwtG7MLk3L2FcE/edit#bookmark=kix.vq9uwzc6mx23
https://docs.google.com/document/d/1p2CHZTs2nymRL2yXEevFSrrfXgwsVuwtG7MLk3L2FcE/edit#bookmark=kix.pb7vgubpw2ef
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b) Paid Paternity Leave

Just over half of respondents say their businesses provide paternity leave but only
for a short period.

The survey demonstrated that companies in Malaysia lag behind the United
Nations Children’s Fund’s (UNICEF) policy recommendation to increase parental
leaves for fathers. In a new investment case by UNICEF, the non-profit calls for
combined parental leave for caregivers of at least six months and encourages up
to nine months (Jayasekaran & Miguet, 2020). Only 63 percent of the employed
respondents reveal that their companies have a policy of offering paternity leave
which usually lasts less than a week. Fifty-nine percent say their employers only
provide 1 to 3 days of paternity leave, while 24 percent mention their businesses
provide between 4 and 7 days of paternity leave. However, all of these companies
grant full pay for fathers taking leave.

In terms of paid paternity, most respondents (61 percent) argue for full pay during
the whole duration of paternity leave, and 92 percent believe that they should be
granted at least 50 percent of their salary during paternity leave. However, the
question of who bears the cost of paying for paternity leave is split. Fifty-six percent
believe payment should be split between the government and the employee and
32 percent expect it to be funded wholly by the employer. While both of these
options seem convenient for the employee, some respondents justly expressed the
issue of startups and small businesses not being able to pay for parental leave, in
addition to potential budget deficits in the government.

In the matter of paid paternity leave duration, the majority of respondents indicate
that it should be between 4 and 30 days, 22 percent between 4–7 days, 18 percent
between 6 and 15 days, and 22 percent between 16 and 30 days. However, a closer
analysis (Figure 2) reveals a difference in responses between age groups. The
younger respondents are inclined to select longer periods of paid leave while the
older respondents opt for shorter periods, with a few upholding that paid paternity
leave should not be mandatory. Women are especially in favor of longer paid
paternity leave periods, with 74 percent of women choosing 6–15 days or more
compared to men (See Appendix B for full breakdown) This suggests an increased
awareness and change of attitude for gender equality in the workplace and home. 

https://docs.google.com/document/d/1p2CHZTs2nymRL2yXEevFSrrfXgwsVuwtG7MLk3L2FcE/edit#bookmark=kix.pb7vgubpw2ef
https://docs.google.com/document/d/1p2CHZTs2nymRL2yXEevFSrrfXgwsVuwtG7MLk3L2FcE/edit#bookmark=kix.vqmc849g92p
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Figure 2: “How long do you think paid paternity leave should be required legally” in
terms of age group
Number of respondents (n = 147)

Although there appears to be progress in the public spheres of work and politics,
gender equality still falls short at home. Despite the increasing workforce
participation rate, women remain intently involved in household work and care.
This changes when fathers take paternity leave to contribute to household work
compared to fathers who do not. The former thwart gender equality at home and
empower mothers to pursue their careers (Circle In, 2021).
However, even if these paternity leave policies are adequately established,
respondents observe the stigma that fathers face when taking leave. 64 percent
cite this — ‘men are more discouraged to take paternity leave’. This reflects the
barriers men face when attempting to care for their newborn child and wives. The
RAND study conducted in the European Union highlighted several reasons for
these barriers which include the ineligibility of some fathers, the lack of flexibility
for fathers to take leave, taxes sometimes de-incentivising leave, and cultural
norms making leave-taking a challenge (Circle In, 2021). A respondent mentions
“One has to consider the culture and upbringing of Malaysian men and the
number of hands-on fathers are actually few.”
Additionally, male employees are apprehensive to take paternity leave (even if it is
required) because it may negatively impact their yearly performance review and
the possibility of increment 
 

https://docs.google.com/document/d/1p2CHZTs2nymRL2yXEevFSrrfXgwsVuwtG7MLk3L2FcE/edit#bookmark=kix.qagsdvpghe14
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or bonus (Sharma, 2019). In actual fact, pressure from employers or superiors is
iterated as the main reason respondents (62 percent) reject maternity or paternity
leave, and inadequate income comes in second at 54 percent (Table 1).

Table 1: What are the reasons that you think might discourage a person from
taking maternity or paternity leave? Select all that apply. (n = 147) 

Reason

Pressure from employer/superiors

Lack of income

Slow progression in career growth/promotions/raises post-leave

Difficulty in re-starting work post-leave

Peer/colleague pressure

Need to feel productive

None

Family pressure

Though it is clear paid paternity leave policies benefit the family, businesses tend
to benefit (i.e. increased work productivity and profits) from this as well with more
men and women present in the workforce (Levs, 2019). Increased gender equality
and business profits ultimately improve the nation’s human development index.
Exhibited in Table 2, the respondents of this survey are totally convinced that
paternity leave will benefit every stakeholder.

 

Count

91

80

68

60

34

32

19

13

https://docs.google.com/document/d/1p2CHZTs2nymRL2yXEevFSrrfXgwsVuwtG7MLk3L2FcE/edit#bookmark=kix.wr6yky1ra0l5
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Table 2: Who do you think will benefit from the implementation of paternity leave
policies? (n = 147) 

Stakeholder

Mother of the newborn

Father of the newborn

Child

Country as a whole

Employer

None, not beneficial at all

Other (Family)

Other (Single parents)

c) Support for Parents in Workplaces
There is a strong need to include an anti-discrimination policy for both employees
and job seekers—on the grounds of gender, race, religion, disability, and other
protected statuses.  

A woman should be protected from termination on the basis of pregnancy and a
man should be offered child care accessibility options by the workplace. To assess
public perception, survey respondents were provided options to select three
family-friendly policies that should be legally enforced besides paid maternity
leave (Table 3).

Table 3: What are the top 3 family-friendly policies that you think should be legally
enforced aside from the mandatory maternity leave? (Choices are unranked) (n =
147) 

Table 2: Who do you think will benefit from the implementation of paternity leave
policies? (n = 147) 

Count

101

86

71

70

19

6

1

1

https://docs.google.com/document/d/1p2CHZTs2nymRL2yXEevFSrrfXgwsVuwtG7MLk3L2FcE/edit#bookmark=kix.609fd9s3gu0p


Family-friendly policies

Paid paternity leave (leave for fathers of a newborn)

Flexible working arrangements

Nurseries/daycares in workplaces

Breastfeeding and storage areas in workplaces

Allowance for external nurseries, day-cares and babysitters

Paid breaks for breastfeeding

Allowance for children's schooling

Parental leave as the child is growing up

Employer funded nutritional and childcare advisors

In the unranked question, Table 3 reveals that paid paternity leave is considered as
the most popular family-friendly policy that should be legally enforced (73 percent)
besides mandatory maternity leave. This is followed by flexible working
arrangements at 64 percent and nurseries/daycares in workplaces at 59 percent.
Breastfeeding and storage areas are regarded as important among 41 percent of
the respondents. Most of these choices are in line with the recommendations set
forth by UNICEF in its 2019 Policy Brief “Family-Friendly Policies—Redesigning the
Workplace of the Future” (2019) which encompass the implementation of four sets
of policies: 1) Paid Parental Leave to Care for Young Children, 2) Supporting
Breastfeeding, 3) Affordable, Accessible and Quality Childcare, and 4) Child
Benefits.

Count

108

94

86

60

30

28

25

25

11
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Conclusion

In conclusion, this study has demonstrated that workplace policies are essential to
the family unit and workplace productivity. Hence, an amendment under
Pekeliling Perkhidmatan Bil 9 2002 and Section 37 of the Employment Act 1955
should reintroduce paid paternity leave for working fathers across all sectors.
Additionally, the amendment should introduce a family-friendly work policy that
ensures that both men and women are given equal opportunities to balance work
and personal life.

The Malaysian government could implement an improved and efficient paternity
leave policy in the workforce by widening the scope of working fathers to include
biological fathers, step-fathers, single fathers and adoptive fathers, as long as the
child is legally theirs, and implementing a section for family-friendly policies and
anti-discrimination policies under Employment Act 1955 and National Family
Policy.

Paternity leave is a right and Malaysians should break away from gender
stereotypes in the nuclear family and place of employment. Summed up briefly,
implementing paternity leave and family-friendly policies in the workplace
advocates gender equality, enhances the social wellbeing of communities and
boosts economic productivity. 
.
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Appendix

Appendix A: Survey Questions (English version)
NB: All questions are in Multiple choice (radio button) format unless specified
otherwise. “Other…” allows respondents to enter a short text and select that text as
a new answer choice for the question.

Section 1: Public Perception on Paternity Leave and Family-Friendly Workplace
Policies in Malaysia
You are invited to participate in a research study titled Dads at Work: Public
Perception on Paternity Leave. 

The study aims to gauge public perception on paternity leave and family-friendly
workplace policies in Malaysia. Your participation in this survey is entirely voluntary
and you may withdraw at any time. 

By clicking the 'Next' button, you are consenting to share the answers in this
survey form for the purpose of research. As a participant of the survey, you will be
able to receive a copy of the published report if you wish to.

Versi Bahasa Melayu juga disediakan di:
tinyurl.com/MSGAPaternityLeaveSurveyBM 

After Section 1, continue to Section 2 (Demographic Information)

Section 2: Demographic Information
This section serves to identify correlations between demographic groups and the
perception of family-friendly workplace policies. 
     1. Gender

         a. Male

         b. Female

         c. Other...

     2. Age

         a. Short answer text
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Single

In a relationship

Married

Divorced

None

1

2

3

More than 3

None

Primary School

Secondary School

Pre-University (eg. STPM, foundation, A-levels etc.)

Undergraduate

Postgraduate (eg. masters, PhD, etc.)

Other… 

Student/Fresh graduate | Go to Section 7 (Personal Opinion)

Employed | Continue to next section

Unemployed (formerly employed) | Continue to next section

Retired | Continue to next section

Not in Education, Employment, or Training (NEET) including homemakers |

Go to Section 7 (Personal Opinion)

Other… | Continue to next section

     3. Relationship Status

a.

b.

c.

d.

     4. Number of Children

a.

b.

c.

d.

e.

     5. Highest academic level attained or currently enrolled for

a.

b.

c.

d.

e.

f.

g.

     6. Occupation Status

a.

b.

c.

d.

e.

f.

After Section 2, continue to section specified in Question 6

Section 3: Classification
This section aims to assess the state of family-friendly workplace policies in
Malaysia. 
Please answer the question based on your current or previous jobs. 
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Does your company provide maternity leave or paternity leave? 

Description: Paternity leave = leave for DADs of a newborn, Maternity leave =

leave for MOMs of a newborn

Paternity leave only | Go to Section 4 (Paternity Leave)

Maternity leave only | Go to Section 5 (Maternity Leave)

Both paternity leave and maternity leave | Go to Section 6 (Paternity Leave

and Maternity Leave)

None | Go to Section 7 (Personal Opinion)

Unsure | Go to Section 7 (Personal Opinion

Other… | Continue to next section

How many days of paid paternity leave does your company provide?

Description: *Paternity leave = leave for DADs of a newborn

1–3 days

4–7 days

8–14 days

More than 14 days

Unsure

Other… 

What is the pay range for paternity leave?

Full pay

At least 50%

Less than 50%

Unsure

Other… 

Paternity leave = leave for DADs of a newborn
Maternity leave = leave for MOMs of a newborn

1.

2.

a.

b.

c.

d.

e.

f.

After Section 3, continue to section specified in Question 1

Section 4: Paternity Leave
This section aims to assess the state of family-friendly workplace policies in
Malaysia. Please answer the question based on your current or previous jobs.  
Paternity leave = leave for DADs of a newborn

1.

a.

b.

c.

d.

e.

f.

2.

a.

b.

c.

d.

e.



 
 

 

Have you or your colleagues faced pressure from your working environment

(such as HR, boss etc.) that discouraged you or your colleague from taking

paternity leave?

Yes

No

Unsure

Not applicable

Other… 

We are interested to find out how companies implement paternity leave policy

in Malaysia. For further research, please provide your company name if you

wish to. We promise your anonymity.                                                             

 Description: *We do not track, use, or share your personal information.

Long answer text

What are your opinions on paternity leave?

Long answer text

Have you or your female colleagues faced pressure from your working

environment (such as HR, boss etc.) that discouraged you or your colleague

from taking maternity leave?

Yes

No 

Unsure

Not applicable

Other…

What are your opinions on maternity leave?

1.
2.

a.

3.

a.

b.

c.

d.

e.

4.

a.

5.

a.

After Section 4, continue to Section 7 (Personal Opinion)

Section 5: Maternity Leave
This section aims to assess the state of family-friendly workplace policies in
Malaysia. Please answer the question based on your current or previous jobs.  
Maternity leave = leave for MOMs of a newborn

1.

a.

b.

c.

d.

e.

2.

Long answer text

After Section 5, continue to Section 7 (Personal Opinion)
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How many days of paid paternity leave does your company provide?

Description: *Paternity leave = leave for DADs of a newborn

1–3 days

4–7 days

8–14 days

More than 14 days

Unsure

Other…

What is the pay range for paternity leave?

Full pay

At least 50%

Less than 50%

Unsure

Other… 

Have you or your colleagues faced pressure from your working environment

(such as HR, boss etc.) that discouraged you or your colleague from taking

paternity or maternity leave?

Yes

No 

Unsure

Not applicable

Other…

We are very interested to find out how companies implement paternity leave

policy in Malaysia. For further research, please provide your company name. We

promise your anonymity.                                                                                    

 Description: *We do not track, use, or share your personal information.

Long answer text

What are your opinions on paternity or maternity leave?

Long answer text

Section 6: Paternity Leave and Maternity Leave
This section aims to assess the state of family-friendly workplace policies in
Malaysia. Please answer the question based on your current or previous jobs.  
Paternity leave = leave for DADs of a newborn
Maternity leave = leave for MOMs of a newborn

1.

a.

b.

c.

d.

e.

f.

2.

a.

b.

c.

d.

e.

3.

a.

b.

c.

d.

e.

4.

a.

5.

a.
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How long do you think paid maternity leave should be required legally?

Description: *Maternity leave = leave for MOMs of a newborn. Malaysian

employment law currently requires 60 consecutive days with full pay.

Paid maternity leave should not be provided

< 60 days

60–75 days

76–90 days

91–120 days

> 120 days

Other… 

What do you think should be the appropriate pay for maternity leave?

100% pay for the entire legally required duration

At least 50% pay for the entire legally required duration

Less than 50% pay for the entire legally required duration

National Minimum Wage/flat rate for the entire legally required duration

Unpaid for entire duration

Other… 

How long do you think paid paternity leave should be required legally?

Description: How long do you think paid paternity leave should be required

legally? 

0 days / paid paternity leave should not be mandatory

1–3 days

4–7 days

6–15 days

16–30 days

> 30 days

Should be equal in duration to paid maternity leave

Other… 

After Section 6, continue to Section 7 (Personal Opinion)

Section 7: Personal Opinion
This section aims to obtain your opinion on paternity leave and family-friendly
workplace policies.
Paternity leave = leave for DADs of a newborn
Maternity leave = leave for MOMs of a newborn

1.

a.

b.

c.

d.

e.

f.

g.

2.

a.

b.

c.

d.

e.

f.

3.

a.

b.

c.

d.

e.

f.

g.

h.



 
 

 

What do you think should be the appropriate pay for paternity leave?

100% pay for the entire legally required duration

At least 50% pay for the entire legally required duration

Less than 50% pay for the entire legally required duration

National Minimum Wage/flat rate for the entire legally required duration

Unpaid for entire duration

Other… 

In your opinion, how should the payment for maternity and/or paternity leave

be financed?

Fully funded by employer

Fully funded by government

Split between government and employer

Deducted from Employee Provident Fund (EPF/KWSP) savings

Funded by private insurance provider

No payment should be made

Other… 

Who do you think will benefit from the implementation of paternity leave

policies? (Checkboxes format)

None, not beneficial at all

Father of the new born

Mother of the new born

Child

Employer

Country as a whole

Other… 

What are the reasons that you think might discourage a person from taking

maternity or paternity leave? (select all that apply) (Checkboxes format)

None

Slow progression in career growth/promotions/raises post-leave

Difficulty in re-starting work post-leave

Lack of income

Peer/colleague pressure

Pressure from employer/superiors

Family pressure

Need to feel productive

Other… 

1.
2.

3.

4.

a.

b.

c.

d.

e.

f.

5.

a.

b.

c.

d.

e.

f.

g.

6.

a.

b.

c.

d.

e.

f.

g.

7.

a.

b.

c.

d.

e.

f.

g.

h.

i.
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Do you feel that men will be more discouraged from taking paternity leave

compared to women taking maternity leave due to social pressure (eg.

workplace expectations, family pressure, etc.)?

Men are more discouraged to take paternity leave

Women are more discouraged to take maternity leave

Both are equally encouraged

Both are equally discouraged

Do you think taking paternity or maternity leave will negatively impact a

person's job capacity?

Yes

No

Maybe

What are the top 3 family-friendly policies that you think should be legally

enforced aside from the mandatory maternity leave? (Checkboxes format)

Paid paternity leave (leave for fathers of a newborn)

Nurseries/daycares in workplaces

Allowance for children's schooling

Allowance for external nurseries, day-cares and babysitters

Employer funded nutritional and childcare advisors

Breastfeeding and storage areas in workplaces

Paid breaks for breastfeeding

Flexible working arrangements

Parental leave as the child is growing up

Other… 

Do you think Malaysian companies in general have satisfactory family-friendly

policies?

5-point Likert Scale (1 = No, unsatisfactory; 5 = Yes, satisfactory)

What are your opinions on family-friendly workplace policies?

Long answer text

2.
3.
4.
5.
6.

7.

8.

a.

b.

c.

d.

9.

a.

b.

c.

10.

a.

b.

c.

d.

e.

f.

g.

h.

i.

j.

11.

a.

12.

a.

After Section 7, continue to Section 8 (Submission)
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I understand that the information I have submitted will be published as a

report and I wish to receive a copy of this report.

Yes, I wish to receive a copy of the report (Please ENTER your email address

below - we will send you the report once it becomes available. You email

address will not be retained for other purposes)

No

Email address                                                                                                          

 Description: Your email address will be used for the sole purpose of the

distribution of the report.

Short answer text

Do you have any feedback for us?

Long answer text

Section 8: Submission
By clicking the ‘Submit’ button below, you are consenting to participate in this
study. 

1.

a.

b.

2.

a.

3.

a.



Count

16

2

1

1

4

3

1

5

3

2

3

1

2

2

1

1

Appendix B: Question response breakdown

Breakdown of respondents by age group and gender to the question “How long
do you think paid paternity leave should be required legally?”
number of respondents (n = 147)

Category by age group, days of paternity leave and gender

17-19 years old

          4–7 days

               Female

               Male

          6–15 days

               Female

               Male

          16–30 days

               Female

               Male

          > 30 days

               Female

               Male

          Should be equal in duration to paid maternity leave

               Female

               Male
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20-29 years old

          0 days / paid paternity leave should not be mandatory

               Male

          4–7 days

               Female

               Male

          6–15 days

               Female

               Male

          16–30 days

               Female

               Male

          > 30 days

               Female

               Male

          Should be equal in duration to paid maternity leave

               Female

               Male

          Other (90)

               Female

30-39 years old

 

66

1

1

10

4

6

11

6

5

21

11

10

9

8

1

13

9

4

1

1

9
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          4–7 days

               Female

               Male

          16–30 days

               Female

               Male

          > 30 days

               Female

               Male

          Should be equal in duration to paid maternity leave

               Female

               Male

40-49 years old

          0 days / paid paternity leave should not be mandatory

               Male

          1–3 days

               Female

               Male

          4–7 days

               Female

               Male

 

2

1

1

2

1

1

2

1

1

3

1

2

26

4

4

10

5

5

6

5

1



 CORPORATE RESEARCH
DEPT 20/21

          6–15 days

               Female

         16–30 days

               Female

          > 30 days

               Male

50-59 years old

          0 days / paid paternity leave should not be mandatory

               Female

          1–3 days

               Male

          4–7 days

               Female

               Male

         6–15 days

               Female

               Male

               N/A

          16–30 days

               Female

               Male

2

2

3

3

1

1

24

1

1

3

3

11

2

9

6

2

1

3

2

1

1
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1

1

6

2

2

1

1

3

1

2

147

          Should be equal in duration to paid maternity leave

               Male

60-69 years old

          1–3 days

               Male

          4–7 days

               Male

          6–15 days

               Female

               Male

Grand Total


