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BREAST-FEEDING AND THE WORKPLACE-- 

Laws of Selected Foreign Nations 

This study includes reports primarily on the labor laws of four Arab nations, Argentina, Canada, 

the People's Republic of China, France, Israel, Italy, Japan, Kenya, Russia, South Africa, Turkey, and 

the United Kingdom.  Most of these nations do provide some accommodation for and about nursing 

mothers.  Apparently, a revision of the ILO Maternity Protection Convention (Revised), 1952 (No. 

103), and Recommendation, 1952 (No. 95) is on the agenda for the International Labor Conference, 

87th session, 1999.  In Report v(1) thereon, it is stated that special breaks for nursing mothers are 

well-established in legislation worldwide, with more than 80 countries making explicit provisions.  



98-1923

ARAB STATES (SELECTED) 

The Labor laws of the Arab states provide special privileges for employed women, including 

restrictions on night work, except in hospitals, provision of child nurseries at work places  employing 

over a certain number of workers, pregnancy leave both before and after delivery, and two breaks a 

day.  Some of these laws specify that certain benefits are intended for breast-feeding, others do not. 

Given, however, the prevalent custom of breast-feeding in Arab society, the post delivery leave, which 

in most laws may be extended without pay, is intended for child care including breast-feeding. 

However the incidence of women with nursing babies in Arab society who continue to work is very 

rare. 

The following is a synopsis of the provisions in some of the Arab labor laws: 

EGYPT  

The Egyptian Labor Law 1  grants women who have completed six months in their job 

maternity leave of fifty days before and after delivery with full pay, provided no woman shall be 

employed within forty days following delivery.2  The pregnancy leave may be extended to up to one 

year for child care without pay in concerns employing fifty workers or more. 3 

For the purpose of breast-feeding, the Law requires employers to grant women for a period of 

eighteen months after delivery two daily breaks of not less than half an hour each, which breaks may 

be combined if the female employee so desires.4  These breaks are in addition to the normal breaks 

granted to employees generally, and shall not result in any reduction of pay.  

Finally, the law requires employers of concerns with more than 100 employees to provide 

nurseries for the children of their employees. 

TUNISIA 

In a section entitled Protection of Motherhood, the Tunisian Labor Law 5  provides for 

maternity leave of thirty days, renewable by intervals of fifteen days each upon presentation of a 

medical certificate. 

For nine months following delivery, a woman employee has the right to two daily breaks of 

half an hour each during work hours in order to breast-feed her child, in addition to the normal 

1
 Law No. 137 of 1981.

2
 Id. art . 154.

3
 Id. art . 156.

4
 Id. art . 155.

5
 Law No. 27 of 1966.
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morning and afternoon breaks granted to all employees.  The breast-feeding breaks are considered 

part of the work hours and fully paid.  Employers are also required to provide special nursing rooms 

for women who are breast-feeding.6 

KUWAIT 

The Kuwaiti Labor Law7 grants pregnant women employees up to thirty days leave before and 

thirty days after delivery with full pay.  A woman employee may also absent herself for medical 

reasons arising from the pregnancy and delivery a further 100 days, intermittently or consecutively, 

without pay.8   

Although the Kuwaiti Law is silent on the question of breast-feeding, the Explanatory 

Memorandum of the Law states that, in providing these additional benefits and protection, the 

legislature sought to comply with the prevalent customs and traditions, and to enable the working 

woman to reconcile between her responsibilities at work and those at home.  

LEBANON 

The Lebanese Labor Law,9 as is the case with the Kuwaiti Law, does not specifically mention 

breast-feeding.  It does, however, provide for forty days' maternity leave with full pay to be taken 

before and after delivery.  The Law, however, prohibits employers from allowing women to resume 

work before 30 days from the day of delivery.10  Time taken for maternity leave does not take away 

from the employee's normal annual or sick leave.11 

Prepared by George N. Sfeir 

Senior Legal Specialist 

Eastern Law Division 

Legal Research Directorate 

Law Library of Congress 

April 1998   

6
 Id. art . 64.

7
 Law No. 38 of 1964.

8
 Id. art . 25.

9
 Law of Sept. 23, 1946.

10
 Id. art . 28.

11
 Id. art . 29.

LAW LIBRARY OF CONGRESS - 2



98-1923

ARGENTINA 

Since the passage of Law No. 5291 of 1907 and up to the passage of the effective Labor 

Law, 1 working mothers of nursing babies have had the right to two daily half-hour breaks for 

breast-feeding during work time for no longer than one year after the baby was born.2  This holds 

true, except when, for medical reasons, it is necessary for the baby to be breast-fed longer.3  

Medical and psychological reasons are behind this benefit.  This benefit is given without 

reducing the normal working hours or the worker’s salary.  Many collective bargain agreements have 

changed these half-hour periods to allow a breast-feeding mother to start her work day one hour later 

or to leave the work place one hour ahead of her normal work schedule.  Although this departure is 

better for the employer’s organizational purposes, the concept is deprived of its intended purpose. 4  

This benefit has also been extended to a mother who does not breast-fed her child.  This 

circumstance has given room to many abuses of this benefit in order to reduce the working hours 

without reducing the pertinent salary.5 

In work places where there are more than a certain number of  workers, determined by the 

implementing regulation, the employer is required to provide its female employees with maternal rooms 

and child care centers until the children of breast-feeding mothers reach a certain age or under other 

conditions to be determined by the regulation.6  Since the implementing regulation was never enacted, 

this benefit has never become effective. 

Prepared by Graciela I. Rodriguez-Ferrand 

Senior Legal Specialist 

Directorate of Legal Research 

Law Library of Congress 

March 1998 

1
  Law No. 20744 as amended by Law No. 21297, in M. Sardegna,  REGIMEN DE CONTRATO DE T RABAJO Y LEY 

NACIONAL DE EMPLEO (Buenos Aires, Ediciones La Roca, 1993).

2
  Id. art . 179.

3  Id.

4
J. Martinez Vivot, ELEMENTOS DEL T RABAJO Y DE LA SEGURIDAD SOCIAL 298-299 (Buenos Aires, Astrea, 1992).

5
  Id. at  299.

6
  Supra note 1.
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98-1923

CANADA 

It does not appear that any of Canada's provinces have adopted laws that specifically grant 

women the right to breast-feed children at their place of employment.1  However, the British Columbia 

Human Rights Tribunal recently ruled that employers are required to accommodate women who wish 

to breast-feed children during working hours unless their absence would cause undue hardship. 2  This 

ruling was based on Supreme Court decisions holding that discriminating against a woman on the basis 

of pregnancy constitutes discrimination on the basis of sex.  Sex is a prohibited ground of 

discrimination under British Columbia's HUMAN RIGHTS CODE.3 

The decision in Poirier v. British Columbia Council of Human Rights appears to be somewhat 

confusing in that it involved a complaint against an employer who had not adopted a clear policy on 

breast-feeding.  This employer had also not only asked Poirier not to breast-feed in her office for a 

period of time, but the employer had also asked her not to breast-feed at seminars open to the public. 

Both of these requests were condemned. 

Poirier v. British Columbia Council of Human Rights is not binding on British Columbia's 

courts or on other human rights tribunals.  Nevertheless, it appears that most experts agree that all of 

the tribunals would agree that prohibiting a woman from breast-feeding at work is unlawful 

discrimination on the basis of sex unless it can be demonstrated that reasonable accommodation is not 

possible in the circumstances. 

Prepared by Stephen Clarke 

Senior Legal Specialist 

Directorate of Legal Research 

Law Library of Congress 

March 1998 

1
 For the vast majority of private-sector employees in Canada, employment standards are established by provincial 

legislation.  Exceptions exist for employees of banks, airlines, and a few other types of businesses under Federal labor 

jurisdiction.

2
 Poirier v. British Columbia Council of Human Rights, 97 C.L.L.C. ¶ 230-032 (B.C.H.R.T . 1997).

3
 R.S.B.C. ch. 113, §§ 2 & 8 (1996). 
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PEOPLE'S REPUBLIC OF CHINA 

The basic conditions of work in China are regulated by the Labor Law.1  It specifies in article 

29 that women may not be fired for incompetence or let go due to financial difficulties of the company 

while pregnant or nursing. 

In addition, there is a chapter devoted to the "Special Protection for Female Staff Members and 

Workers and Underage Workers."  Besides the general statements on women that restrict the 

physically difficult work they may do, it imposes even more restrictions as to type of work, physical 

environment, and hours of work that must be observed under special conditions, including when a 

female staff member is nursing a child less than one year old.  It establishes that women are entitled to 

90 days of maternity leave.  Organizations that violate the special protective provisions may be 

ordered by the Labor Administrative Department to rectify their practices and may be fined and 

ordered to pay compensation for any damages to the workers.2 

The special provisions on women workers in the Labor Law essentially summarize the 

Regulations Governing Labor Protection for Female Staff Members and Workers adopted in 1988 by 

the State Council.3  These Regulations mandate two 30-minute breaks each working shift for nursing 

infants up to age 1.  This time is to be available whether the woman is breastfeeding or giving her 

baby formula; extra time is allotted in the case of multiple births.  The two 30-minute periods may be 

combined, and the time is considered to be working time.4  The regulations call for the establishment 

of health clinics, breastfeeding rooms, and childcare centers in enterprises with a relatively large 

number of female staff members.5   None of the benefits, however, are provided to women who 

have violated state regulations on family planning.6 

Prepared by Constance A. Johnson, Legal Research Analyst 

Legal Research Directorate 

Law Library of Congress 

March 1998 

1
 Enacted July 5, 1994, and in force from Jan. 1, 1995.  English translation available in Foreign Broadcast Information 

Service, DAILY REPORT: CHINA [FBIS], July 19, 1994, at 18-26.

2
 Art. 59-63, 95, id.

3
 Adopted June 28, 1988, in force from Sept. 1, 1988.  English translation available in FBIS, July 27, 1988, at 42 -43. 

4
 Art. 9.

5
 Art. 11.

6
 Art. 15. This undoubtedly refers to the "one-child" policy.
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FRANCE 

The LABOR CODE contains several provisions accommodating the specific needs of nursing 

mothers, who account for approximately 40% of mothers of children under age one.  The employer 

must allow time off and provide a room for breast-feeding.  

Time off 

For one year after the birth of her child, a nursing mother is entitled to take two 1/2 hour 

breaks from work, one in the morning and one in the afternoon.  The exact time of the breaks should 

result from an agreement between the employer and the nursing mother.  If no agreement can be 

reached, the breaks will occur in the middle of each half day of work. 1  Violation of this regulation is 

punishable by a maximum fine of 10,000 francs (approximately US $1,700).2 

Nursing rooms 

Breast-feeding can be done at the work-place, in a room provided by the employer for such 

purpose.  The room must be separated from all the other working areas, have sufficient water, 

comfortable seating, must be kept rigorously clean, and its temperature must be suitable for 

breast-feeding. 3  Children can only stay the necessary time to be breast-fed, and those having a 

transmissible disease cannot be admitted.  Also, measures are taken so mothers cannot contaminate 

other children.4    

Companies employing more than 100 women may be compelled to have nursing bedrooms on 

the premises or close by. 5  When the nursing bedrooms are located within the premises of the 

company, the breaks may be reduced to twenty minutes each.6  Each nursing bedroom cannot have 

more than twelve cribs and must have windows, good air circulation, and lighting.  The employer 

must provide cribs, furniture, diapers, and the means to warm additional food for the children if 

necessary.7  The employer must pay for the room's maintenance and for qualified cleaning crews. 

Financial contributions by the nursing mothers cannot be requested by the employer. 8 

1
C. Trav., arts. L.224-2 & R.224-1.

2
 Id. art . R.262-7 & C. Pen., art . 131-13.

3
C. Trav., art . R.224-2.

4
 Id. art . R.224-3. 

5
 Id. art . L.224-4.

6
 Id. art . 224-5.

7
 Id. art . 224-18.

8
 Id. art . R.224-23.
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Nursing bedrooms are inspected by a physician at least once a week, and the physician must 

record his remarks in a special register.  The employer must provide the physician's name to the labor 

doctor9 and pay his salary.10  Two other registers must be kept: 

• a register containing the children names, dates of birth, vaccinations, their mothers' names,

addresses and positions within the company; and 

• a daily register.11

In addition to these nursing bedrooms, the employer must provide a specific room where 

mothers will breast-feed their children.12   

Prepared by Nicole Atwill 

Senior Legal Specialist 

Western Law Division 

Law Library of Congress 

March 1998 

9
 Employers must provide the services of a physician, known as a labor doctor (médecin du travail), whose general role 

is to organize the medical aspects of the working conditions, to limit risk of contamination, and to oversee the state of hea lth 

of the employees.

10
C. Trav., art . R.224-17.

11
 Id. art . R.224-16.

12
 Id, art . R.224-22.
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ISRAEL 

The Employment of Women Law, 5734-1954,1 as amended, provides for maternity leave of 

twelve weeks either following or partially before and partially after the delivery of a baby. 2  Following 

the maternity leave for a period of four months, an employee may be absent from work one hour a day, 

on condition that she is employed in a full-time job.  An absence permitted under these circumstances 

is in addition to breaks under the Hours of Work and Rest Law, 5711-1951, and are not deducted from 

her pay.3  Whereas the original version of the law awarded this right specifically to nursing mothers, 

the latter makes it available to all mothers of young children. 

It is interesting to note that in addition to the above, the law prohibits the employment of 

nursing mothers in work that exposes them to dangerous materials, until they inform their employer 

that they are no longer nursing a child.4  It is debatable whether the prohibition should be regarded as 

a benefit or not.  Some have argued that protectionist legislation results in harming women in the long 

run since potential employers may be reluctant to hire women considering the possibility they will have 

to abide by legal requirements such as this at a later time. 

Prepared by Ruth Levush 

Senior Legal Specialist 

Directorate of Legal Research 

Law Library of Congress 

March 1998 

1
 8 LAWS OF THE STATE OF ISRAEL 128 (5714-1953/54).

2
 Id. § 6.

3
 Id. § 7(c)(3).

4
 Employment of Women (Prohibited and Limited Work) Regulations, 5740 -1979, 24 DINIM 14701 (1992-).
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98-1923

ITALY 

Italian legislation protects working mothers and contains provisions which determine more 

favorable conditions for a pregnant worker in the work environment.  The main aspects of this special 

protection are the prohibitions imposed on employers regarding dismissing a woman worker from the 

beginning of her pregnancy to the time her child reaches the age of one year, and the fact that she 

must abstain from work in the last two or three months of pregnancy according to different conditions, 

and during the first three months after childbirth.  Such abstention from work may be prolonged 

under certain circumstances.  An additional period of six months of absence from work may be 

granted during the first year of the child's life. 

In this time frame, the law grants two additional fully compensated daily breaks of one hour 

each for rest and for assistance to the child, generally known as breast-feeding breaks.  During these 

two periods, the woman is entitled to leave the work place.  In case of a work schedule of less than 

six hours, only one break is allowed.  The law specifically states that these two breaks are only 

one-half hour each in duration when the mother chooses to take advantage of the child-care facilities 

predisposed on the premises by the employer. 

In addition, a working mother has the right to be absent from work for a medically 

documented illness of her child below the age of three.  She does not lose her rights to regular leave 

time or time for rest granted by any other provisions and is entitled to free medical assistance and 

hospitalization, including delivery.1 

It may be worth noting that legislation enacted in 1977 extended to adoptive mothers the right 

to take advantage of some of the special conditions granted to natural mothers.  It also established that 

the right to be absent from work and related economic treatment, as regulated by Law 1204 of 1971, 

extends to working fathers, both natural and adoptive, in substitution of the mother or when the child 

is in the father's sole custody.2 

Special provisions apply to working parents of disabled children.3 

Prepared by Giovanni Salvo 

Senior Legal Specialist 

Directorate of Legal Research 

Law Library of Congress 

April 1998 

1
 Law No. 1204 of Dec. 30, 1971, in R. Scognamiglio, ed., NUOVO CODICE DEL LAVORO (Bologna, Zanichelli, 1996/97).

2
 Id. Law No. 903 of Dec. 9, 1977.

3
 Id. Law No. 104 of Feb. 5, 1992.
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98-1923

JAPAN 

Under article 67 of the Labor Standards Law,1 an employer may provide child-care time, at the 

employee's own request, for a female employee raising a child under the age of one full year; child care 

time includes time for breast-feeding.  The employer need not grant child-care time if it is not 

requested.  A full-time employee working eight hours a day is granted at least thirty minutes, twice a 

day, in addition to the statutory rest periods; a sixty-minute period one time per day may also be 

allowed.  A part-time employee who works four hours per day is allowed thirty minutes once a day.2  

The employer is not permitted to have such women work during child-care time.  

The Law has no express provision as to when child-care time is allowed.  It is construed that 

such time is to be granted for any time requested.  Thus, the female employee may be allowed to take 

child-care time at the beginning or at the end of her work hours, because the work place and the place 

where she keeps her child (either in her home or a child care institution) are often far apart. 3  Even if 

child-care time is fixed in a collective agreement or by the work rules, the employee may ask for 

flexible time when it is deemed necessary for breast-feeding.4 

The Law is also silent on wages paid during child-care time.  According to an administrative 

interpretation, it is freely decided by the parties.5  For example, it is unpaid time unless a collective 

agreement or the work rules provide for payment.  However, an hourly wage earner has no right to 

request wages during child-care time.6  Any employer who violates the provisions of article 67 will be 

punished by penal servitude of up to six months or a fine of not more than 300,000 yen.7  

Prepared by Sung Yoon Cho 

Special Law Group Leader 

Eastern Law Division 

Law Library of Congress 

March 1998 

1
 Law No. 49, Apr. 7, 1947, as last amended by Law No. 107, June 9, 1995.

2
 KISHU No. 8996 (Jan. 9, 1961).  Kishu is a circular issued by the Chief of the Labor Standards Bureau in reply to an 

inquiry posed by his subordinates. 

3
 KISHU No. 4317 (June 25, 1958). 

4
 Soya Aoki & Noboru Kataoka, RODO KIJUNHO II [Labor Standards Law II] 117 (Tokyo, Aobayashi Shoin, 1995).

5
 Supra note 3.

6
 Supra note 4, at 118.

7
 Art. 119, item 1, of Law No. 49.
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98-1923

KENYA 

Sources searched in the Law Library collection on Kenya indicate no information or any 

description of any benefits granted to breast-feeding mothers, for example, to feed their babies during 

working hours. 

Charles Mwalimu 

Senior Legal Specialist 

Directorate of Legal Research 

Law Library of Congress 

March 1998 
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98-1923

RUSSIAN FEDERATION 

Motherhood is honored and protected in the Russian Federation in a number of ways.  The 
Constitution guarantees the legal equality of women, and numerous laws and regulations provide for 
additional measures directed to protect the health of a mother and a child.  However, Russian 
legislation does not separate the breast-feeding mothers as a particular category having an 
additional protection under the law.  Amendments to the RUSSIAN FEDERATION LABOR CODE of 
1987 put on an equal legal footage pregnant women, nursing mothers, and women who have 
children up to eighteen months of age, and established special work conditions and equal rules for 
their receipt of benefits.   

The main purpose of the legislation is to allow 53% of the population which is female to be 
simultaneously workers, wives and mothers.  This has been successful in that about 82% of 
able-bodied Russian women are in paid employment with 9% studying.   Basic provisions of the 
Russian motherhood protection policy are contained in the Presidential Program Children of Russia; 
in the Foundations of the State Social Policy on Improving the Status of Children in the Russian 
Federation; Federal Law on State Compensations to Citizens with Children; implementing 
regulations issued by the Government of Russia; and the LABOR CODE OF THE RUSSIAN 

FEDERATION. 

The Russian LABOR CODE remains substantially unchanged since the Soviet period but 
retains its force and influence.  Russian employees at all levels have made employers pay for 
violating the LABOR CODE.  In spite of its Soviet-era anachronisms, the CODE provides clear rules 
for hiring, compensating and terminating Russian employees.  Presently, the LABOR CODE is one 
of very few Russian laws being still respected.  Most of benefits given to breast-feeding mothers 
are prescribed in articles 162-170 of the CODE.1 

Special rules which provide for the extension of job security apply to pregnant women, 
breast-feeding mothers and women with a child under the age of three years.  They are exempt 
from nightwork without exceptions, from overtime, from work on days off, and they may not be 
sent on business trips.  A woman’s refusal to work at night, during the day off or overtime does 
not entail any legal consequences for this woman.  A manager who requests such work may be 
punished in accordance with the administrative law, even if such work will occupy only part of the 
work shift.  Even if the woman herself asks to be sent on a business trip, the administration is 
forbidden to do so.  In rural areas and in the Far North territories, the regular duration of the work 
for women is 36 hours per week.  Any work exceeding this limit is considered as overtime work.   

    1  RUSSIAN FEDERATION LABOR CODE, with amendments.  Adopted by the Supreme Soviet of the RSFSR on Dec. 9, 1971 (Moscow, 

Yurizdat Publishing House, 1997).   
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In accordance with medical findings, pregnant women shall be transferred for the time of 
pregnancy to other, lighter work with the retention of their average earnings in previous work. 
When performance of the previous work is impossible, nursing mothers and women who have 
children under 1 1/2 years of age shall be transferred to other work with the retention of their 
average earnings in the previous work until the child reaches the age of eighteen months.  If the 
employer cannot find lighter work for her, the woman shall be released from her work until the 
beginning of her maternity leave, retaining her average earnings.  Such women may not be 
dismissed by management except on occasion of the complete liquidation of the enterprise; and, in 
that event, dismissal is only permitted if the woman already has another job.  

Maternity leave lasts from seventy days before to seventy days after confinement and is 
paid out of the social insurance fund.  The amount of the leave pay depends on the years of 
service, on the years of continuous service in the same enterprise, and on professional union 
membership (between 2/3 to full average earnings).  Before maternity leave is granted or directly 
after it, annual leave shall be granted to a woman, upon her application, without regard to her length 
of work service in the given enterprise.  Partially paid leave must be granted to a woman with a 
child under eighteen months old at her request.  The leave may be used in whole or in part at any 
time until the child reaches 1 1/2 years of age.  This additional leave which is also paid out of the 
social insurance fund shall be included in the total and continuous length of work service.  Women 
who have adopted a newborn child have similar rights. 

Nursing mothers and women who have children under the age of eighteen months shall be 
granted supplementary breaks for nursing a child aside from the universal break for rest and 
nourishment.  Such breaks shall be granted no less often than every three hours, with a length of 
no less than thirty minutes for each break.  When two or more children under eighteen months of 
age are involved, the length of the break shall be established at no less than one hour.  Breaks for 
nursing a child shall be included in work time and shall be paid according to the nursing mother's 
average earnings.  However, this right is very rarely used, especially in large cities because the 
work places are too far away from the woman's home and the strong reluctance of management to 
change the work schedule. 

All the above described privileges shall be granted to women independent of the enterprise’s 
form of property.  It means that women working on state, municipal, cooperative, or private 
enterprises have equal rights in nursing their children.  However, at present, in conditions of 
commercialization of enterprises and the state's weak enforcement ability, the implementation of 
these benefits seems to have become more and more problematic.  

In addition, all women who have children under eighteen months of age are entitled to 
several allowances in a single payment out of social insurance fund.2  The joint amount of all such 

    2  Russian Federation Law No. 2660-1 of Apr. 4, 1992, on Additional Measures to Protect Motherhood and Childhood; Decree of the 

Russian Federation President No. 1335 of Nov. 5, 1992. 
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compensation equals to the amount of a minimal monthly labor wage.3  Prescribed medicines for 
children, baby formulas and other milk products for children under age of eighteen months are free.4 

Prepared by Peter Roudik 
Legal Specialist 
Eastern Law Division  
Law Library of Congress 
March 1998 

3  Presently, the minimal monthly labor wage in Russia equals US $18.  

4  Russian Federation Government Regulations No. 610 of Aug. 21, 1992, and No. 890 of July 30, 1994.  
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98-1923

SOUTH AFRICA 

South African law provides for maternity benefits but does not grant any special privileges for 

breast-feeding mothers. 

Prepared by Belma Bayar 

Senior Legal Specialist 

Eastern Law Division 

Law Library of Congress 

March 1998 
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98-1923

TURKEY 

Turkish Labor Law provides1 some benefits to breast-feeding mothers, and the Decree on the 

Working Conditions of Pregnant and Breast-feeding Women2 regulates them. 

A breast-feeding mother may be given lighter work for six months at the end of her maternity 

leave, if her doctor does not permit her to do her regular job.3  In addition, during work hours, 

breast-feeding mothers are allowed two 45 minute periods to nurse their babies.  If the work place 

has a nursery,4 then a nursing period is given before or after the two regular breaks required by the 

Labor Laws.  At work places which do not have a nursery, a 45 minute period before or after the 

mid-day break and the second one before the end of the work day must be given.  These periods 

must be considered as regular work hours.5  

Prepared by Belma Bayar 

Senior Legal Specialist 

Eastern Law Division 

Law Library of Congress 

March 1998   

1
 Law No. 1475 of 1971, art . 81 in F. Coker & S. Kazanci, T URKIYE CUMHURIYETI KANUNLARI [Laws of the Republic 

of Turkey] 8242 (Ankara, 1972-).

2
F. Coker & S, Kazanci, T URKIYE CUMHURIYATI T UZUKLERI [Decrees of the Republic of Turkey] 240-248 (Ankara,

1973-).

3
 Id. art . 5, at 241.

4
 Id. art . 7, requires work places employing more than 100 female workers to establishes nurseries within 250 meters  of 

the work site. 

5
 Id. art. 6.
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UNITED KINGDOM 

There are no laws or regulations which protect the rights of breast-feeding working women. 

Individual employers do allow women time off for expressing of milk or breast-feeding, but many 

work places do not have the appropriate facilities.  The government is committed to promoting 

breast-feeding as the best way of feeding a baby and provides funds to various departments for the 

purpose.1  An average of 63% of women in the United Kingdom initially breast-feed.2  

An organization known as Campaign for Rights in Breastfeeding (CRIB) is campaigning for 

legislation to protect a woman’s right to breast-feed wherever she is otherwise authorized to be. 

Members of Parliament are being asked to recognize that breast-feeding is a serious central health issue 

and to enact a law protecting breast feeding mothers from discrimination and harassment.  A copy of 

CRIB’s home page on the Internet is appended.3   

Prepared by Kersi B. Shroff 

Senior Legal Specialist 

Directorate of Legal Research 

Law Library of Congress 

April 1998 

1  Parliamentary Debates, H.L., Feb. 24, 1998, Column WA 77. 

2  Id. Mar. 3, 1997, Column WA 122. 

3  Http://webzone1.co.uk/www/cathus/crib2.htm 
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