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Creating Family-friendly
Work Environments

In Hong Kong, many vulnerable members of the community rely on their families for essential daily
care. According to official figures, around 226 000 elderly long-term care recipients had an immediate
family member (e.g. spouse, son/daughter or son-in-law/daughter-in-law) as their primary carer in
2021. "1 Around 450 000 persons with disabilities and persons with chronic diseases also depend on
another person in their everyday life (2, while working parents are now commonplace in many
households.

In addition to supporting their family members, many carers also have to manage paid employment
and other work responsibilities. This “double burden” often puts employees with caring responsibilities
under significant pressure, affecting their physical and mental wellbeing.

Supporting carers requires contributions from diverse stakeholders. Nevertheless, implementing
family-friendly employment practices (FFEPs) in the workplace, such as flexible work arrangements,
flexible leave arrangements, and various types of family leave, can significantly alleviate the pressure
caregivers face.

[1] The Hong Kong 2021 Population Census — Thematic Report: Older Persons
[2] The Special Topics Report No. 63 — Persons with Disabilities and Chronic Diseases



https://www.census2021.gov.hk/doc/pub/21c-older-persons.pdf
https://www.censtatd.gov.hk/en/data/stat_report/product/C0000055/att/B11301632021XXXXB0100.pdf
https://www.censtatd.gov.hk/en/data/stat_report/product/C0000055/att/B11301632021XXXXB0100.pdf
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In August 2025, the Equal Opportunities Commission (EOC) - ——_——
published the findings from the Study on Family-Friendly O zneeee
Employment Practices from the Perspectives of Human e Ve
Resource Managers and Family Members of Employees. L I

and Family Members of Employees

Through surveys and focus group interviews with family
members of employed persons and human resources (HR)
professionals, the study examined the common FFEPs
adopted by employers in Hong Kong, their effectiveness in
supporting employees, and the challenges in their
implementation.

Views of Family Members of Employed Persons

The survey of family members of employed persons found that respondents spend, on average, 26.5
hours per week on uncompensated caregiving responsibilities. 16% of respondents reported spending
over 40 hours per week on caregiving, equivalent to working a full-time job. These individuals should
be seen as “at-risk carers,” as they have also indicated in the survey that they are unable to handle
family responsibilities on their own, despite already dedicating many hours to caregiving.

Respondents spend on average
26.5 hours per week

on caregiving responsibilities

11

For two-person households, stay-at-home carers, and self-employed persons, the biggest challenge
they perceive in meeting family responsibilities is the lack of manpower, whereas people in full- or
part-time employment reported the lack of financial resources as the biggest challenge in providing
care for family members. The survey also noted that hired helpers or volunteers cannot replace the
roles played by working family members in providing care.

Regarding their views on FFEPs, family members of employed persons considered flexible working
hours, a five-day work week and remote work arrangements as practices that can facilitate employed
persons in fulfilling their family responsibilities. By contrast, working, answering calls or being on
standby outside office hours are perceived to have a negative impact on employed persons’ ability to
fulfil their family responsibilities.
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The unique role that employed persons play in family caregiving is further highlighted in focus group
interviews. Some interviewees emphasised the importance of spending time with their children and
attending school events to develop a close relationship with them. In the case of elderly care, such
responsibility may still rest on family members even when the household has hired a domestic worker.
In addition, interviewees noted that providing medical insurance coverage for family members, even if

limited, is an effective way for employers to demonstrate their commitment to creating a family-
friendly workplace.

Views of HR Professionals

In the survey of HR professionals, the study found that flexible working hours, a five-day work week,
and quarter-day or hourly annual leave are among the FFEPs more commonly adopted by employers in

Hong Kong, while paid compassionate leave and paid marriage leave are the more common types of
family leave provided by local employers.

FFEPs Implemented by Employers in Hong Kong

‘ R ’ Flexible work hours 65.8%

ssas Five-day work week 47.3%

[y 1.

@ Paid compassionate leave 38.5%

Paid marriage leave 24%

@ Quarter-day/Hourly annual leave 24%
Flexibility to change between full-time 18.3%
and part-time employment '

Medical coverage for family members 15.8%

‘&'i Remote work 13.3%
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The survey found that employers' awareness of FFEPs remains low. Close to
90% of the HR professionals surveyed reported that their companies or
organisations do not have written guidelines or rules on FFEPs. Notably, 24% to
45% of the respondents were unsure whether the current employment
measures implemented by employers were effective in assisting employees in
taking care of family members with various needs, particularly those with
mental health needs (45%), children with special educational needs (36%), and
single-parent children (30.3%). Furthermore, 4% of respondents reported that
their employer might ask employees to resign if they requested additional leave
to handle family affairs after exhausting their paid annual leave, which could
lead to discriminatory treatment of employees with family status. These
findings reflect a need for employers to review employment arrangements to
enhance family-friendliness in the workplace.

In the focus group interviews, HR professionals generally agreed that FFEPs are
essential for attracting talent, as some candidates directly asked about an
employer's FFEPs during interviews. They also emphasised that the
Government plays a key role in introducing FFEPs, as businesses in the private
sector tend to follow its lead in implementing such policies.

Promoting a Family-friendly Workplace Culture

Creating a family-friendly work environment would ensure carers receive adequate support at home.
At the same time, FFEPs can help employers attract talent while also enhancing current employees'
sense of belonging. Based on the study’s findings, the EOC put forward several recommendations to
promote a family-friendly workplace culture in Hong Kong. Examples include:
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Promote a culture of disconnecting from
work after office hours - Allowing
employees to disconnect will enable them
to share family responsibilities and
support other family members who also
have caregiving responsibilities.

v/ Ny

Flexible work arrangements during bad
weather — Where appropriate, and where
the job roles allow, employers should
consider allowing employees to work
remotely during and after adverse weather
conditions.
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Set out written FFEP policies - By
providing written FFEP policies, employers
can ensure employees have access to
relevant support when they need to attend
to family matters. Written policies would
also safeguard against possible unlawful
actions.

Government to lead by example — The
Government should lead by example and
introduce more types of family leaves
through incremental administrative
measures and legislative refinements.

Introduce medical coverage for family members — All interviewees view medical coverage for
family members as an important FFEP. Employers could consider allowing employees to
include a set number of additional family members under the company’s medical insurance
policy.

Visit the EOC website to view the full report of the Study.



https://www.eoc.org.hk/Upload/files/research-report/FFEP%20Aug%202025/FFEP%20Full%20Report%20(Eng)%20-%20Copy%201.pdf
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Supporting Employees with
Mental Health Conditions at Work

There has been growing awareness of the importance of mental health in recent years. Yet poor
mental health remains prevalent in the community. One survey of the Hong Kong public’s depression
rate estimated that over 11% of the respondents require professional therapy or counselling.l3! People
with mental health conditions also continue to face stigmatisation and discrimination in daily life.
According to a study published by the EOC in 2023, over 80% of employed persons considered
discrimination against people with mental health conditions to be very prevalent or quite prevalent in
Hong Kong, while one-fifth of those surveyed held negative views towards people with mental health
conditions 4l

Enhancing mental health support in the workplace is just as important as providing a safe and healthy
work environment for employees. In addition to empowering employees to manage work-related
stress and challenges better, creating a mental health—friendly workplace can also improve
productivity and strengthen retention, benefiting employers.

Proactive Mental Health Support

In July 2025, the EOC published a new guide titled How to
Support Employees with Mental Health Conditions at
Work to help employers and managers promote mental
health support in the workplace. It highlights indicators
that may suggest potential mental health concerns,
enabling employers and managers to take a proactive
approach to supporting employees. By highlighting the
lived experiences of people with mental health
conditions, the guide also explains common challenges
they face at work, such as being unwilling to express
their needs for fear of being judged and being treated
unfavourably.

[3] Hong Kong Depression Index Survey 2023
[4] Study on Perceptions of Stigmatization and Discrimination of Persons with Mental Iliness in the Workplace



https://www.mhahk.org.hk/index.php/20240209mha/
https://www.eoc.org.hk/Upload/files/research-report/PMI%20Study%20Mar%202023/EOC%20PMI%20Report%20-%20English.pdf
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Common Symptoms of Poor Mental Health
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Emotional Signs:
@ ¢ Excessive worry or nervousness
@ e Feeling easily overwhelmed or upset
@ ¢ Loss of interest or motivation in usual activities

¢ Suicidal thoughts

Physical Signs:
¢ Getting sick more often
« Difficulty falling or staying asleep
o Persistent tiredness or signs of stress
¢ Skipping meals or binge eating
¢ Unexplained aches and pains

Behavioural Signs:
O ¢ Frequently late for work
Increased absenteeism
Struggling with basic tasks
Difficulty concentrating, making decisions, or multitasking

Avoiding certain workplace activities
\ Y4
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Strategies for Communication and Accommodation

Two-way communication is key for employers and
managers to maintain a strong working relationship
with employees who have mental health conditions,
allowing both sides to discuss suitable work
arrangements that meet employees’ needs while
ensuring they can perform their duties. The Guide
offers practical strategies for employers and managers
to follow in communicating with employees with
mental health conditions.
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How to Communicate with Employees with Mental Health Conditions

Before During After
e Plan ahead and e Show empathy and ¢ Direct them to seek
choose a suitable acknowledge their professional help, if
time and private feelings. needed.
place to hold the ¢ Ask simple and ¢ Respect and
conversation. non-judgemental protect privacy by
questions. keeping
e Discuss what their information about
needs are and what mental health
support is conditions
available. confidential.

It is important to note that there is no one-size-fits-all approach to providing reasonable
accommodation in the workplace for employees with mental health conditions. What is suitable for one
employee with a particular condition may not be appropriate for another employee with a similar
condition. Below are some practical accommodation examples employers and managers could
consider providing to employees with mental health conditions:

Individuals in recovery
receiving injectable medication

— may generally feel more
Offer a quiet space to help O fatigued. Allowing flexible rest
employees manage their days after injections to give
emotions and relax. i
JUIET—20NE employees adequate time to
e recover and rest.
Allow employees to
ploy O . Allow employees to
seek support from ® Practical work remotelv when
their doctors or other Accommodation y

they are feeling
mentally drained.

professionals during @ Examples
working hours.

[ 4
Grant time-off or early Providing options for flexi-
release for attending —LL time or flexible start and
medical appointments. il finish times.

The guide is now available for download on the EOC website.


https://www.eoc.org.hk/Upload/files/Policy%20Frameworks%20and%20Guidelines/Mental%20Health%20Guide%20Jul%202025/Mental%20Health(e)%20(Printing)%20Upload%20to%20Website%2006082025.pdf
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Eliminating Visible and Invisible Barriers
in Daily Life

Accessibility is a fundamental human right that involves creating inclusive environments that welcome
everyone, including people with disabilities, the elderly and people with diverse needs. The World
Health Organization defines barriers that inhibit social participation as “factors in a person’s
environment that, through their absence or presence, limit functioning and create disability”.!! Aside
from the design of physical environments and facilities, barriers can also include negative attitudes
and policies that hinder the participation of people with diverse abilities. In other words, changing the
culture and social attitudes is just as important in fostering inclusive environments.

Breaking Barriers: Insights from the EOC's Cases

Complaints under the Disability Discrimination Ordinance
(DDO) consistently make up a large proportion of the cases
received by the EOC. Based on the first comprehensive
review of past DDO complaint cases, the EOC published
Breaking Barriers: Insights from the EOC’'s Cases to
highlight common operational and attitudinal barriers that
limit the social participation of people with diverse abilities
while also sharing examples of good practices and
recommendations for the wider community to adopt.

[5] World Report on Disability 2011



https://www.who.int/teams/noncommunicable-diseases/sensory-functions-disability-and-rehabilitation/world-report-on-disability
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Operational barriers are policies, procedures or practices that do not meet the needs of people with
disabilities and may directly or indirectly restrict or obstruct their use of goods, services, facilities and
premises.

One example of operational barriers involved an event organiser requiring all customers to visit a
designated venue in person to receive cash refunds. The arrangement made it difficult for customers
with certain disabilities to complete the refund process. Other examples include the lack of guidelines
for staff on ways to assist people with diverse needs, resulting in inconsistent or inadequate services.

Attitudinal barriers refer to behaviours that are consciously or subconsciously caused by prejudice,
ignorance, misunderstanding or stereotypes towards people with disabilities, leading to unfriendly
attitudes and disability discrimination in service provision.

In one example, a waiter at a restaurant rudely refused catering service to a wheelchair user, falsely
claiming that no seats were available, even though there were vacant seats and ample space for the
customer to dine comfortably. In another case, a professional spoke in an arrogant tone and made
harassing remarks about a client’s disability during a consultation session, frightening the client and
causing distress.
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The Guide provides eight recommendations to break down operational and attitudinal barriers:

Conduct a policy review to remove discriminatory practices and amend inflexible policies

Provide an accessible environment unless doing so
would cause unjustifiable hardship ‘ .

Inspect and maintain facilities regularly and ensure compliance with accessibility standards

ene =

— | Web Accessibility Handbook

Web Accessibility
e Handbook, Image g

Web &«Qulblltyk
Handbeok

Adopt digital accessibility

-

Screen Reader

Provide training to staff members to enhance their sensitivity and awareness of the anti-
discrimination ordinances

Equip frontline staff to provide better communication

Appropriate attendance to feedback and complaints

Make use of assistive technologies

" ol
[ c =
h L ]

The guide is now available for download on the EOC website.
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https://www.eoc.org.hk/en/policy-advocacy-and-research/policy-frameworks-and-guidelines/breaking-barriers
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Universal Design Award Scheme 2026/27

To further encourage the community to provide accessible environments for all all and recognise
organisations that promote the concept of universal design, the EOC has launched the second
Universal Design Award Scheme in October 2025. In addition to the five initial categories, namely
shopping malls and retail spaces, office buildings and office spaces, restaurants, buildings and sites
with recreational, sports, or cultural purposes, and revitalised sites, the EOC has added two new
categories: public and private residential buildings and higher education institutions. The expansion
enables UDAS to cover more environments related to everyday activities, from living, working and
studying to leisure pursuits.

In addition to adding new categories, two new accolades - the Double Gold Award and the Continuous
Improvement Award — have been introduced, along with the Special Recognition, Gold, Silver, and
Bronze Awards. The introduction of these two new awards encourages past awardees to enhance
accessibility on their premises and services further. The scoring criteria have also been updated, with
smaller premises assessed under different scoring standards. Applicants who offer awareness and
sensitivity training to staff members, or have been recognised by other award schemes for promoting
changes in organisational culture, will receive bonus points.

UDAS is now open for applications until 31 March 2026. Visit the UDAS page on the EOC website for
more information.

2026/27
Universal Design Award Scheme)

Application closes on 31 March 2026

. (852) 2511 8211 = UDAS@eoc.org.hk @ https://www.eoc.org.hk/en/udas

12


https://www.eoc.org.hk/en/udas
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EOC Snapshots

EOC Recognises Racially Inclusive Schools and Employers

The Racially Friendly Campus Recognition Scheme encourages schools to educate their students on
racial inclusion through diverse activities. On 4 July 2025, the EOC held a ceremony to recognise the
schools that participated in the 2024/25 edition of the Scheme. Over 100 principals and teachers
attended the event, which was officiated by Dr CHOI Yuk-lin, Secretary for Education of the
Government of the Hong Kong Special Administrative Region.

The Scheme has attracted the participation of 133 o e
kindergartens, primary and secondary schools. All O
participating schools met the Scheme's criteria and =R
were recognised as Racially Friendly Campus

oo L

el Education Bureau

Champions. In addition, twenty-seven schools 2024/25
received the Racially Friendly Campus Star il 7 A 36 4% Il 3 W l
Champions for participating in the Scheme for three Racially Friendly Campus

. . A . R ition Sch
consecutive years, while 53 activities organised by 46 SRS ee

schools received the newly introduced Racially
Friendly Campus Activity Award of the Year. Not only
were these activities innovative, but they were also
suitable for long-term implementation by other
schools.

13


https://www.eoc.org.hk/en/Racial-Equality/Racial-Inclusion-in-Schools
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Separately, the EOC launched the inaugural Racial Diversity & Inclusion Employers Award Scheme
earlier this year. The scheme recognises organisations that demonstrate a strong commitment to
implementing policies and practices that foster racially inclusive work environments.

H

BixZ o Er TR

Racial Diversity & Inclusion in the Workplace

On 21 November 2025, the EOC held a ceremony to recognise 96 organisations in the scheme. Mr
Chris SUN Yuk-han, Secretary for Labour and Welfare of the Hong Kong Special Administrative Region
Government, officiated the ceremony as the Guest of Honour.

The Scheme consists of three award categories — Racial Equity in Hiring Award, Inclusive Workplace
Award, and Community Engagement Award — and attracted 84 applications from 96 organisations.
Following a detailed assessment by a judging panel and advisors consisting of EOC Members and
experts from human resources associations, 24 applications received a Gold Award in at least one
category, 30 received a Silver Award in at least one category, 26 received a Bronze Award in at least
one category, and 4 earned the Racially Friendly Award. Notably, 10 organisations received Gold
Awards in all three categories. Click here for a complete list of awardees.

14


https://www.eoc.org.hk/en/news-and-events/events-and-programmes/eoc-events/inclusion-charter#pane-8685967f-9bd6-4903-a867-e8f201b41627
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EOC Presents Awards to the Winners of “Safe Spaces for All":
Anti-Sexual Harassment 60-Second Video Contest 2025

On 17 July 2025, the EOC held a ceremony to present awards to the winners of the “Safe Spaces for
All": Anti-Sexual Harasssment 60-Second Video Contest 2025. Mr Clement WOO Kin-man, Under
Secretary for Constitutional and Mainland Affairs of the Government of the Hong Kong Special
Administrative Region, was the ceremony’s Guest of Honour.

In light of the growing popularity of short videos on social media, the EOC’s Anti-Sexual Harassment
Unit launched a video contest, inviting the public to produce creative videos that promote a culture of
mutual respect and foster safe communities.

The contest featured three categories — Secondary Education, Higher Education, and Open. The
judging panel selected a Champion, a First Runner-Up, and a Second Runner-Up in each category. The
EOC’s Anti-Sexual Harassment Resource Platform Instagram account, “COMPASS_EOC", showcased
the shortlisted entries and invited the public to vote for their favourite videos. The videos that received
the most qualified “Likes” were awarded the “Most Popular Entry on Instagram” title. The ASHU also
organised “The Most Meaningful Comments on IG Prize Game” to engage the public in sharing reviews
of the shortlisted videos and their thoughts on sexual harassment. The winning videos carried
different messages regarding the elimination of sexual harassment, such as how victims may
experience severe emotional distress from unwelcome sexually explicit jokes, what bystanders can do
to intervene effectively and debunking common myths about sexual harassment.

The list of winners is available on the EOC Anti-Sexual Harassment Resource Platform, COMPASS.
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https://www.instagram.com/compass_eoc/
https://www.instagram.com/compass_eoc/
https://www.eoc.org.hk/compass/en/event/svc2025/
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EOC showcases Harmony in the Universe at
the Learning & Teaching Expo 2025

From 2 to 4 July 2025, the EOC participated in the Learning & Teaching Expo 2025 to showcase the
online educational modules, Harmony in the Universe. The modules aim to enhance primary school
students’ understanding of equal opportunities. Visitors to the EOC booth received exclusive souvenirs
related to the educational modules, as well as other educational materials produced by the EOC for
visitors from different backgrounds.

Launched in December 2024, the educational modules feature animated short videos that follow two
astronauts and their friends as they explore themes of diversity and inclusion in their journey through
space. The EOC further released two new episodes and accompanying teaching materials earlier this
year. Primary school teachers, educators, and parents can visit the Harmony in the Universe webpage
to watch all four episodes and download the accompanying teaching materials.
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https://www.eoc.org.hk/harmony-in-the-universe/en/Main.html
https://www.eoc.org.hk/harmony-in-the-universe/en/Main.html



