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Executive Summary

One of the major challenges facing Queensland and Australia over the next five decades is the projected decline in labour force growth, which is related to the well-documented projected decline in the growth rate of the Queensland and Australian populations over this period. The most important factor in this decline is the long-term decline in the fertility rate. The declining fertility rate is considered partly due to the rising cost to women of withdrawing from the workforce to bear and raise children, relative to previous generations.   Some researchers contend that there are good grounds for the view that work and family measures can influence fertility levels generally and in Australia in particular (Kinnaird and Associates 2002). They provide examples of countries where fertility rates have increased following introduction of specific work and family measures, notably France and Norway.
The Queensland Government’s Smart State Strategy contains a vision of a State where knowledge, creativity and innovation drive economic growth to improve prosperity and quality of life for all Queenslanders. Well trained and skilled workers increase Australia’s workplace competitiveness and provide employers with a larger group of potential recruits to choose from and this assists in maintaining productivity. For women to take advantage of, and contribute to, these emerging opportunities, flexible education, training and employment pathways at various stages of their lives are essential so that they can participate in the paid workforce and avoid poverty. 

There are significant, measurable economic benefits to higher female employment, which extend beyond the private gain of higher incomes for the families involved. Higher female employment rates enlarge the economy, increase tax revenues and create a more dynamic economy by increasing the supply of skills in the labour market.

Loss of skills and experience by women taking time out of the workforce to become mothers does have a detrimental effect on the economy as well as on the women having time out. Access to affordable and accessible child care is essential to enabling women to participate in training and education opportunities.

Government taxation policy and other policies such as paid maternal and paternal leave play an important role in assisting families to balance paid work with family responsibilities and should be reviewed by the federal Government to encourage maximum participation of both parents in the Australian economy.  Equally important are the measures that employers and businesses need to take to encourage the introduction and more widespread acceptance of work and family strategies.  This cultural shift can be promoted through a stronger focus on the benefits to business of accommodating work and family responsibilities by the federal Government.  The capacity for work and family strategies to have a positive effect on labour force participation highlights the importance of the work and family balance in providing benefits across the spectrum – for employees and their families, for employers, and for the broader economy and society.

A more equal participation of parents in paid work does depend on a more equal sharing and therefore valuing of the unpaid work of family responsibilities.  Recognition of the value of unpaid work can be effective in achieving cultural change in this regard.
The key goals for paid and unpaid work arrangements supported by the Queensland Government include:

· Developing a policy framework of government assistance and legal entitlements to encourage the participation and retention of mothers in the paid workforce;

· Recognition by governments and key policy makers of the value of unpaid work to enhance the adoption of unpaid caring roles by men as well as women;

· Targeting policy responses and education campaigns at small, medium as well as large businesses to promote models of family friendly workplace arrangements.

At the 2004 Ministerial Conference on the Status of Women, Queensland recommended that Ministers propose that a national campaign be developed to encourage men to become more involved in parenting, a recommendation not supported by the federal Government. However, Ministers agreed that engaging men and boys in working toward gender equality should be pursued and requested an investigation into possible directions.
The Queensland Government considers that a more equal sharing of unpaid work is part of the change process necessary to promote equality between men and women. The Government’s five year plan for Queensland women - Women in the Smart State Directions Statement 2003 – 2008 (Directions Statement) actively promotes a balance between work, family, lifestyles and envisions a Queensland where men and women share caring roles in their families and communities.

A variety of initiatives can assist the achievement of these objectives:

· a communication strategy by the federal government to promote the social benefits of care giving to men, particularly fathering;

· access to paid parental leave allowing a parent to provide primary care to a child in its first year as recommended by the Queensland Government to the HREOC Inquiry into paid maternity leave.

At the same time, the Queensland Government recognises the importance of assisting the primary care giver to return to paid work.   Research indicates that withdrawal from the paid workforce can reduce a mother’s earnings in the longer term, as absences from the labour force are seen as a depreciation of skills and human capital. 

That’s why the Queensland Government launched the Back to Work: Parents and Carers Program in 2004. This program was initiated to assist long-term unemployed parents and carers to obtain employment by providing customised pre-employment and training assistance

Choosing whether to return to the paid workforce is often influenced by the availability of affordable quality child care.  For many families seeking care for children under two years of age, choices of care options are limited or non-existent.  Paid parental leave and family friendly work places would give parents a real choice regarding workforce participation and balancing work and family roles.

At last year’s Commonwealth, States, Territories and New Zealand Ministers’ Conference on the Status of Women (MINCO), the Queensland Government, through the Minister for Women, presented an agenda item calling on the Federal Government to direct the Productivity Commission to conduct a national inquiry into child care.  The meeting endorsed the recommendation and in August 2004 correspondence reflecting MINCO’s resolution was sent to the Federal Treasurer.  

The Queensland Government recognises that child care services are now an integral part of contemporary family life and is committed to ensuring that children in child care are safe, that policies across government are coordinated and that child care services are better integrated to meet the changing needs of Queensland’s children and families.
The Queensland Government’s Department of Communities has developed a range of key child care initiatives:

· The Child Care Act 2002 and Child Care Regulation 2003 

· Queensland Child Care and Family Support Hubs  

· Statewide Training Strategy and Statewide Training Plan 
· The Remote Area Aboriginal and Torres Strait Islander Child Care 
· School age care.  

There is pressure on governments to address demands for service provision of child care and family support in areas of market failure and social disadvantage.  Ongoing demand for child care for children under three years of age affects parents’ ability and confidence to return to work by reducing their genuine choice in meeting their child care needs.

The proposed federal Government national industrial relations changes will have the effect of eroding the protections afforded to working parents. The Queensland government believes that the minimum wage should provide a fair living wage that is also an incentive to work and allows families to survive.  Queensland Government submissions to the National Wage case have supported a fair and reasonable wage increase based on a reasonable assessment of cost of living and productivity increases over the period.   
In addition, the federal proposals will diminish the role of the AIRC which could result in the disappearance of test cases for setting benchmark employment conditions. At this stage, the federal Government has given no indication that it will incorporate the AIRC’s decision on work and family entitlements or the additional rights arising out of the reasonable Hours test case decision.

The Queensland Government recommends that the federal Government implement the AIRC decision giving an employee the right to request the employer to allow the employee:

· to extend the period of simultaneous unpaid parental leave to a maximum of eight weeks;

· to extend the period of 12 months unpaid parental leave by a further period of 12 months; and

· to return from a period of parental leave on a part-time basis until the child reaches school age.

The decision allows the employer to refuse such a request on reasonable grounds related to the effect on the workplace or the employer’s business.  
In Britain, where all parents of children under six years can request a change in their work hours and work schedules, only 8 per cent of requests are turned down by employers.  
The Queensland Government’s legislative initiatives:

In 1999, Queensland led the country in becoming the first jurisdiction to provide unpaid maternity leave for casual employees when it was introduced for long-term casual employees with at least two years service. In 2001, the government took this a step further by reducing the qualifying period to 12 months service and expanding the entitlement to provide unpaid parental leave. 

In April 2005, the Industrial Relations Act 1999 was amended to include:

a requirement that the Queensland Industrial Relations Commission ensure that awards take account of employees’ family responsibilities and, wherever possible, include facilitative provisions to allow agreement to be reached on work and family responsibilities; 

· "balancing work and family responsibilities" as an industrial matter in Schedule 1 of the Act; 

· that the entitlement to bereavement leave extends to circumstances where an employee needs to attend to matters relating to the death of a person overseas; 

· an entitlement for employees to access a reasonable amount of unpaid bereavement leave to be taken immediately before or after paid bereavement leave to facilitate necessary travel both within and outside Australia; 

· five days’ unpaid cultural leave per year if they are required by Aboriginal or Torres Strait Islander tradition to attend Aboriginal or Torres Strait Islander ceremonies. The leave should be subject to the employer’s agreement but that agreement may not be unreasonably withheld. 
As part of the Queensland Government’s legislative agenda to assist men and women better balance their paid work and family responsibilities, the attribute ‘family responsibilities’ was inserted into the Queensland Anti- Discrimination Act 1991 (the ADA) by way of an amendment to the ADA which came into effect in March 2003. 

On 12 August 2005, the Queensland Parliament passed the Industrial Relations Amendment Act 2005. The Act will commence on 1 September 2005. The Industrial Relations Amendment Act 2005 is the Queensland Government’s response to the Federal Government’s proposed industrial relations reform agenda, and gives effect to a Government commitment, announced by the Premier on 1 June 2005, to protect employees from the federal Government’s attacks on minimum employment conditions.

The Industrial Relations Amendment Act 2005 builds on the existing minimum conditions provided in the Industrial Relations Act 1999.  It introduces a set of new entitlements for Queensland employees whose awards or agreements do not provide these conditions.  
The Queensland Government’s research initiatives:

The Queensland Department of Industrial Relations and the University of Queensland have collaboratively developed an employee survey to evaluate the effectiveness of ‘work and family’ policies in the workplace. ‘Work and family’ policies are defined as policies that help employees meet the needs of their work-life and personal-life effectively. The design of the survey is based on the underlying themes that for an organisation to be family-friendly:

· it must have institutionalised ‘work and family’ policies (e.g. paid parental leave); 

· its employees must be aware of the existence of these policies (e.g. have they been given a written document outlining their parental leave rights?); and 

employees must be able to fairly and appropriately access these policies (e.g. are employees treated fairly when they take parental leave or does the company discourage the use of such leave?).

The Queensland Government’s initiatives in creating awareness:

The Queensland government developed and implemented the Community Education Strategy (the Strategy) which provides information on balancing work and family responsibilities targeting different stakeholders in the community, in particular businesses and workers. The strategy includes:

· information on employer and employee rights and responsibilities in relation to work and family;

· information on the costs and benefits of particular family-friendly policies and practices for employers and employees;

· practical advice for employees on how to negotiate family-friendly arrangements and advice for employers on ways to implement particular family-friendly measures;

· information on population trends in Australia relevant to work and family;

· information for employers and employees on discrimination in the workplace;

· establishing links to other relevant information resources, such as links to child, aged and disability care resources, community organisations, and Home and Community Care Services.

This strategy consists of a web-based information resource, with the inclusion of links to other relevant government and non-government websites to create a comprehensive source of information on balancing work and family responsibilities for the community. The Work, Family and Lifestyle website can be viewed at www.dir.qld.gov.au (follow the work, family and lifestyle link). In addition to the web-based information resource, a hardcopy toolkit with similar information has been produced. The toolkit is available from public access points throughout Queensland including libraries, union offices, employer associations, regional departmental offices and offices of Queensland Members of Parliament.
Queensland Government initiatives for carers
Disability Services Queensland is progressing the development of the Carers Action Plan to implement the Queensland Government Carer Recognition Policy.  Led by Disability Services Queensland, the Policy is an important first step for Queensland Government departments and agencies to identify and recognise the important role played by carers in the Queensland community. The Government made an election commitment in 2004 to develop an Action Plan to implement the Policy.
Multicultural Affairs Queensland (MAQ) indicate that carers of non English speaking background children, aged parents or family members with disabilities are often not consulted about the best care options. Language barriers and failure to provide interpreters by service providers compound the anxiety of potential service users and may prevent them from approaching services in the first instance.    

As a major employer: 
The Queensland Government, as a major employer, has introduced a range of initiatives to meet the needs of employees with caring responsibilities including care for children, people with a disability and elder care.  

The Queensland Government has Introduced a Parental Leave Directive, Flexible Work Practices Framework and Options Kit which are in use throughout the Queensland Public Sector and enables the use of various leave and flexible working arrangements such as carers, paid and unpaid maternity and paternity leave and job sharing, part-time work and accrued time off.  
In addition, the Office of the Public Sector and Merit Equity (OPSME) is currently coordinating a Talent Attraction Project which aims to position Government as an employer of choice.  Development and implementation of flexible work arrangements has been recognised as an important part of this project.  Agencies are being actively encouraged to develop a range of flexible work arrangements to increased applicant pools and minimise the impact of potential labour market shortages.   
In doing so, the Queensland Government had provided a model for creating a family-friendly workplace which involves:
· the creation of work and family policies;
· making employees aware of these policies; and

· establishing a workplace culture which is supportive of employees combining work and family responsibilities, and accessing the policies.
Recommendations:

The Queensland Government proposes that the federal Government: 

· adopt the AIRC decision from the work and family test case and incorporate these provisions into their proposed Australian Fair Pay and Conditions Standard and proposed federal Government’s industrial relations legislation;
· consider the amendment of the Sex Discrimination Act, or the passing of new federal legislation to extend ‘ family responsibilities’ discrimination to include direct and indirect discrimination and to apply comprehensively to both male and female workers.
· direct the Productivity Commission to conduct a National Inquiry into Child Care as proposed by the MINCO resolution to the federal treasurer;
· adopt s15A of the Queensland Industrial Relations Act 1999 extending unpaid parental leave to long-term casuals 
· adopt the Queensland Industrial Relations Act 1999 amendments of 2005 which require that awards and agreements take account of employees’ family responsibilities and, wherever possible, include facilitative provisions to allow agreement to be reached on work and family responsibilities;
· adopt the Queensland Government’s recommendation to the HREOC inquiry into paid maternity leave Valuing Parenthood: Options for Paid Maternity Leave that “the Commonwealth should introduce a system of paid maternity leave, to be paid at the level of the federal minimum wage” 

· review the current state of working time arrangements to investigate the impact that long working hours can have on family and community life, productivity and health and safety.

· ensure that the minimum wage decisions provide for a fair living wage based on a reasonable assessment of cost of living and productivity increases;
· support the retention of minimum entitlements, as incorporated in the Queensland Industrial Relations Amendment Act 2005;
· retain the AIRC’s capacity to hear test cases so that working women continue to receive pay equity outcomes as a result of the application of the equal pay principle and equal remuneration provisions to comparative wage rates;
· support the following key goals to encourage a balance in paid and unpaid work arrangements:
· reviewing the current policy framework of government assistance and legal entitlements to encourage the participation and retention of mothers in the paid workforce;

· recognition by government and policy makers of the monetary value of unpaid work to enhance the adoption of unpaid caring roles by men as well as women;

· targeting policy responses and education campaigns at small, medium as well as large businesses to promote models of family friendly workplace arrangements.

· adopt the recommendation of the 2004 Ministerial Conference on the Status of Women, Queensland that a national campaign be developed to encourage men to become more involved in parenting;

· coordinate initiatives including cross-cultural training for staff, developing disability awareness information campaigns in community languages and selecting people with disabilities from non-English speaking backgrounds onto advisory bodies and consultative forums.
Chapter 2:
Australian families in paid work

Q1.  How do changes in arrangements for paid work in Australia affect the family responsibilities of women and men, particular groups of people or particular family types? 

As discussed in Chapter 2 of Striking the Balance (HREOC 2005) a number of changes in work arrangements have occurred in Australia over the past decades, including:

· Increasing workforce participation rates of women in general, and mothers in particular;

· Intensification of work, as well as employees working longer hours;

· Increase in part-time work, primarily among women; and

· Increase in proportion of Australians in casual work, as well as temporary and contract work.

Different work arrangements can both enhance and obstruct people’s ability to manage work and family responsibilities. For example, casual work might provide employees some flexibility to combine work and family, while at the same time casual employees generally do not have access to the same family-friendly provisions as permanent employees. Under the Industrial Relations Act 1999 (Qld) long-term casual employees (with more than 12 months service) have access to unpaid parental leave, adoption leave, carer’s leave and bereavement leave. The Queensland Government extended these entitlements to casuals with 12 months continuous service. 
Family-friendly provisions are increasingly introduced by employers from the growing realisation that these provisions can provide benefits for both employees and employers. Recognised benefits for employees include:

· improved work-life balance – a reduction in the impact of work on home and family life; 

· reduced stress levels;
· control over time management in meeting work-life commitments;
· autonomy to make decisions regarding work-life balance; 

· increased focus, motivation and job satisfaction knowing that family and work commitments are being met; and
· increased job security from the knowledge that an organisation understands and supports workers with family responsibilities .
While family-friendly provisions may assist people balancing their work and family responsibilities, there are a variety of possible workplace barriers that might counteract the impact of such provisions. Research has shown there are a variety of barriers in the workplace provisions which might obstruct both men’s and women’s ability to attend to family responsibilities (e.g. Levine & Pittinsky 1997; Bittman, Hoffmann & Thompson 2004; Department of Industrial Relations 2002) including:
· Workplace culture

· The culture in the workplace might discourage employees taking leave when loyalty and commitment are demonstrated through working long hours;

· In some workplaces use of family-friendly provisions signify that families are placed ahead of loyalty to the company or careers. Concerns about loyalty might discourage the use of these provisions;
· Family-friendly provisions in the workplace are sometimes developed only to accommodate women’s responsibilities; 

· Attitudes of management, including senior management that work and family policies really apply to women and are available to men only in emergencies might discourage men from using these policies. 

· Competitive business environment
· Companies operating in a highly competitive business environment characterised by difficulties in maintaining market share, significant staff cuts and tight resources, transfer the insecurity to employees who often respond by being more dedicated to outcome targets and the associated long hours. Job security is particularly relevant to fathers as they often view their primary role as the family’s breadwinner. 

· Type of work

· In certain employment types (e.g. production workers paid by the hour) where performance is measured by production outcomes, use of family-friendly policies is restricted. 

· Employees with specialised skills might be hard to replace, often limiting their opportunity to use flexible work arrangements.

· Lack of policy awareness

· Lack of information and communication to staff regarding eligibility for policies, prevents employees from using family-friendly policies. 

These barriers need to be addressed to ensure that family-friendly workplace provisions can be effectively used by employees. Possible solutions on removing barriers could include:

· education of management and employees about the importance and benefits of work-life balance and policies and the role of workplace culture in preventing the take-up of such policies by employees;

· encouraging managers to act as role models for their employees by using the policies themselves. Active support by managers is necessary to change workplace culture; 

· encouraging discussions between management and staff to increase understanding of mutual expectations and to develop solutions to work-life balance for men and women; 
· supporting the access by men and women at all levels of the organisation, including managerial staff, to family-friendly policies; 
· creating a parent-friendly workplace through the flexible use of time by giving parents more control over when and where they complete their work;

· raising awareness among employees in an organisation about the available policies. Policies need to be effectively and appropriately communicated to the workforce and be well-articulated, in order to be adopted by employees; 
· ensuring that tasks can be performed by multiple people to prevent unnecessary specialisation restricting the performance of tasks to a limited group of employees. This approach is likely to improve equality in employees’ access to opportunities for flexibility.
Q2.  Do women and men need different workplace arrangements to assist them to balance their paid work and family obligations? Why or why not? 

As discussed in Chapter 3 of Striking the Balance (HREOC 2005) women in Australia bear primary responsibility for managing family life, including housework and child care tasks. The persisting gender inequality in the division of unpaid work might have contributed to the assumption that men and women require different arrangements in paid work. However, it is important to consider whether different workplace arrangements are either beneficial or practical.
Some arguments could be made that different workplace arrangements for men and women are justified. For example, based purely on biological reasons women more urgently require some leave around the time of childbirth to allow a full physical recovery. However, assumptions about the needs of men and women based on traditional gender-role expectations might disadvantage women. As women are perceived and accepted as the primary carers, certain workplace arrangements, such as part-time work, might be perceived as primarily applicable to women. This assumption might seem justified given that part-time work is mainly is undertaken by women. That is, 70.85% of part-timers are women and 29.15 are men (ABS 2005a).  Conversely, for the 7 057 500 full time workers, 34.4 per cent are women compared with 65.6 per cent of men.
While such arrangements might help women balance their work and family responsibilities, they might also have negative consequences for women’s career progress.  Women who spend less time in paid employment receive less training and development opportunities, leading to less career advancement (Tharenou, Latimer & Conroy 1994). An emphasis on the specific needs of women as carers, and the creation of different workplace arrangements to accommodate women’s presumed needs, is likely to sustain the existing inequity in the division of work and family responsibilities between the genders. 
Encouraging and allowing men, as well as women, to use arrangements that help them balance work and family might result in a better balance of work and family responsibilities for both the genders. 

Bittman, Hoffman & Thompson (2004) identifies a number of barriers to using work and family policies that men face in the workplace.  One of the most common reasons for men not using such policies is because it is not economically feasible for them to be absent from work.  Men often earn a higher income than women, and in many cases, a couple would lose income if the man were to take leave instead of the woman.  Secondly, the workplace culture in many organisations discourages men from taking leave and it is implied that a secure, well-paid job comes at the price of an intensified work-load.  Men often perceive a lack of support from their workplace and fear that using work and family policies will adversely affect their careers in terms of losing job status or even their jobs.  Thirdly, men’s identity is said to be greatly influenced by their work.  It follows that men’s lower uptake of policies may be due to their belief that their parenting role is not as important as their role as the primary income earner.  Many men do not perceive caring for children as masculine and believe that the female ought to be the child’s exclusive caregiver.

Some data has shown there is a lower proportion of men compared to women using work and family policies (OECD, 2002). This might be partly due to the barriers men experience in using such policies.  In 2003 there were 20,100 employees absent on maternity/ paternity leave, of which only 4,400 (21.9%) were men and 15,600 (77.6%) were women (ABS 2001a). This illustrates men’s low usage of paternity leave, despite men making up a higher proportion of employed persons.

In order to establish more balanced paid and unpaid work arrangements between men and women, fathers need to be encouraged to take-up work and family policies, so they can be in the home carrying out unpaid caring work.  Morehead (2005) suggests that to increase these policies, men must be targeted specifically with family-friendly policies such as paid paternity leave that can only be taken by fathers and is lost if not taken.  
Sweden and Norway have introduced a policy focused only on men, the ‘father quota’ which sets aside four weeks of shared parental leave for the sole use of fathers.  Norway in particular has achieved much higher take-up rates of parental leave through the quota, with the proportion of fathers using leave increasing from 0.6 per cent in 1988 to 80 per cent in 1998 (Bittman, Hoffman & Thompson 2004).  Such policies may help to change the attitudes and culture concerning work-family balance and result in a more equitable division of responsibilities for men and women.  

Queensland Government initiatives
As a major employer, the Queensland Government has initiated significant policies to assist their employees with families to balance paid work with their family responsibilities.  Provisions for paid maternity and adoption leave, paid leave for medical appointments and arrangements for rest and recovery time are available to the primary care giver.  

In addition, the Queensland Government provides a mix of flexible work arrangements including part-time work, career breaks, telecommuting, job sharing, accrued days off, and 48/52 arrangements.  
The Queensland government specifically recognises the commitment of men to balancing work and family by developing the following policies as an employer: 

· Pre-natal/pre-adoption leave is available to the secondary care giver (or spouse) to attend medical appointments or interviews prior to the birth/adoption of a child/children up to a total of 7.25 or 7.6 hours per pregnancy/adoption (based on the number of ordinary hours worked in a day).

· A total of 52 weeks of paid and unpaid leave is available to the secondary care giver (or spouse), but the employee must be the child's primary care giver for the period of long service leave. This leave may include recreation and long service leave entitlements.

· one week paid leave for spouses (who are public service employees) at the time of birth or adoption of a child/children, which is also available on a half-pay basis 

· pro-rata long service leave after seven years of service for parental purposes. The employee must be the child's primary care giver for the period of long service leave.

Q3.  Would equality between men and women require a more equal sharing of paid work?

The ability to choose between different options of combining paid or unpaid work and family responsibilities is critical to achieving equality between men and women.  

There are three important factors affecting a more equal sharing of paid work between men and women.  These include the type of employment options available to parents, access to paid parental leave, and access for women to equal pay and conditions.

Available employment options

An essential criteria in providing choice for people to combine work and family is the quality and flexibility of paid work available to parents.   Employees in casual employment are generally excluded from formal training programs and skills and career path development available to permanent employees. There are 241,000 women engaged in casual employment (28.2% of all employed women) (ABS 2004a) who are therefore in danger of becoming deskilled which affects their capacity to retain employment in the long term (May, Campbell & Burgess 2005).

Improving access to quality part-time work for both men and women is fundamental to providing parents with a genuine choice in combining work and family. Some of the principles of quality in part-time work, provided by Charlesworth et al. (2000) include:

· substantial hours of at least 20-25 hours;

· effective access to part-time work at all occupational seniority levels and for both men and women;

· the same protection as full-time worker to job protection and contracted hours;

· pro-rata wages and access to benefits;

· equal access to training; and

· employees are able to transfer between full-time or part-time work.

Under such conditions, part-time work may become an attractive option for men as well as women, thus encouraging more flexible arrangements for sharing paid work and family responsibilities.  The ILO noted the importance of part-time work in allowing working parents to balance work and family by reducing their full-time hours or adapting their work hours to their family responsibilities (Murray 2004 in Industrial Relations Victoria 2005, p.35) 
The recent Australian Industrial Relations Commission (AIRC) decision in the Family Provisions test case, which gave employees the right to request and employers the obligation to carefully consider the request to return to work part-time after parental leave, is a strong endorsement of the importance of quality part-time work for managing family responsibilities.  Access to quality part-time work must also be balanced by the capacity to return to a full-time role as family responsibilities ease.  At this stage, the AIRC decision focuses on the primary care-giver and does not provide equal access to its provisions to both parents.  However, unless the federal Government specifically links the AIRC decisions with the proposed five core minimum standards, employees under a federal agreement will still not have their choice of part-time work protected.

Access to paid parental leave

A second important factor in providing genuine choice for mothers in the paid workforce is access to paid maternity leave which is only available to 39 percent of Australian female employees.   As researchers Marian Baird and Patricia Todd (Baird & Todd 2005) point out, women in female dominated industries are least likely to have access to paid maternity leave.  Furthermore, a discrepancy exists between the higher access of managers (65%) and professional women (54%) to paid maternity leave compared to employees in clerical, sales and services sector (18%) and casual workers (0.4%).
Men’s access to parental leave provisions is an important aspect to achieving more equality in parenting responsibilities.  However, recent research indicates that even where formal policies or informal arrangements are available to working fathers for family leave, take-up of that leave is dependant on the culture and work-loads of the workplace. From an investigation of men’s uptake of family friendly employment provisions in a comparison of two companies, Bittman, Hoffman & Thompson (2004) point to the fact that although the two companies had developed family-friendly policies and leave arrangements, they were both facing similar competitive pressures which produced an environment of job insecurity among employees.  This business environment in turn produced a culture of long working hours and, in fact, rewarded employees who took no leave to counter a high level of absenteeism (Bittman, Hoffman & Thompson 2004, p.177).  The authors state “neither formal policies, however exemplary, nor informal arrangements, however adaptable to individual needs, are useful if excessive workloads mean that fathers cannot access them”.

Researchers also pointed to the inequities in the availability of family friendly leave provisions to working fathers, as these provisions are more available to salaried professionals than to process or call centre workers.  This was particularly so with informal arrangements which had to be negotiated through supervisors who could either inhibit or enable access to family leave dependant on individual whim.  Researchers considered that formal policies encouraged equality and uniformity of treatment across all sectors of employees.

Equal pay and conditions

Currently women’s earnings are still only 84 percent of male earnings.  Under the proposed National Industrial Relations system, the abolition of state based systems threatens recently gained improvements to pay equity, which are particularly important to women, who make up the majority of employees in highly award regulated industries. Current state based industrial tribunals across Australia have held pay equity enquiries into the award system that have led to increased award rates of pay in female dominated jobs and industries, where it was shown that women’s work has been undervalued. For example, a recent decision by the Queensland Industrial Relations Commission provided wage increases for dental assistants. This process may no longer be available under the proposed centralised Australian system. 
Research shows that women covered by collective agreements have an hourly wage rate 11% above women on individual contracts (Department of Employment and Workplace Relations and the Office for the Employment Advocate 2004).  Since individual agreements, such as AWAs, are essentially private contracts and not open to public scrutiny, an evaluation of salary levels offered to female and male workers cannot be tested in a public forum.  Consequently, it is likely that the pay gap between men and women will continue to grow.
In conclusion, more equality between men and women through a more equal sharing of paid work could only be achieved if the federal Government endorsed the AIRC decision in the Family Provisions test case to improve access for primary carers to part-time work as a minimum condition for agreements, and if the federal Government provides support for paid leave options, including those targeting fathers. For example, Scandinavian countries and Norway in particular, have demonstrated a much higher response rate among working fathers to specific work arrangements, such as paid paternity leave, which is available only to working fathers. In addition, the proposed National Industrial Relations system will need to deliver pay equity outcomes to ensure women’s earnings keep pace with male pay rates, and prevent further increases in the pay gap.

Chapter 2:
Summing up - Australian families in paid work 

The Queensland Government recognises the complex interplay between work and family lives and has made a number of commitments aimed at helping Queenslanders balance work and family, including the establishment of a Work and Family Unit, research projects on work and family issues, and the introduction of work and family legislation, including for long-term casuals.

Research conducted by the Queensland Work and Family Unit has investigated the importance of employees’ policy awareness and workplace culture on the effective use of work and family practices.  Some solutions to be considered by employers and their organisations to improve awareness and culture are discussed in the answer to question 31.
As a major employer the Queensland government has developed and implemented a large number of policies to assist its employees to balance paid work with family responsibilities. Some of these provisions include paid maternity and adoption leave, carer’s leave, pre-natal and adoption leave, and flexible work arrangements such as part-time work, job sharing, telecommuting and 48/52 arrangements.

Most importantly, the Queensland Government contends that assisting working parents to better meet their work and family responsibilities can only be achieved if the federal Government endorses the AIRC decision on the family leave test case, improving access by primary carers to part-time work as a minimum condition for agreements.  If the federal Government is prepared to adopt policies which improve the contribution by fathers to family responsibilities, then promoting paid parental leave as a benchmark for workplace agreements under the proposed Australian Fair Pay and Conditions Standard could be highly effective, as demonstrated in Scandinavian countries where policies focussing specifically on fathers have a higher uptake rate. In addition, the national industrial relations system will need to deliver pay equity outcomes to ensure women’s earnings keep pace with male pay rates, and prevent further increases in the pay gap.

Recommendations:

The Queensland Government proposes that the federal Government: 

· adopt the AIRC decision from the work and family test case and incorporate these provisions into their proposed Australian Fair Pay and Conditions Standard and proposed federal Government’s industrial relations legislation;

· retain the AIRC’s capacity to hear test cases so that working women continue to receive pay equity outcomes as a result of the application of the equal pay principle and equal remuneration provisions to comparative wage rates;

· adopt the Queensland Government’s recommendation to the HREOC inquiry into paid maternity leave Valuing Parenthood: Options for Paid Maternity Leave that “the Commonwealth should introduce a system of paid maternity leave, to be paid at the level of the federal minimum wage”.
Chapter 3:
Australian families and unpaid work

Q4.  Why was there so little change in the proportions of unpaid work done by men and women between 1992 and 1997? Are there signs of change since then?

Over the past 30 years, women’s workforce participation in Queensland has dramatically increased. In 1971, 37.1% of Australian women were participating in the workforce (ABS 2003a, p.134). In Queensland, the highest rate of participation was 58.6% in January 2003. This has decreased to 57.7% in June 2004 (compared with 72.6% male participation). Of all women employed in Queensland in June 2004, 46.2% worked part-time.

Despite women’s increasing participation in paid work, the proportions of unpaid work done by men and women have not shifted greatly as there has been no commensurate move by men from paid to unpaid work, particularly, primary caring roles. 

As the primary care givers of children, and often elderly relatives, women take time out of paid employment to take responsibility for meeting family needs. Children have a huge impact on the division of domestic responsibilities. As noted in Chapter 3 of Striking the Balance (HREOC 2005, p.36) “parenthood increased male and reduced female time in paid employment”. This is reflected in the high proportion of Queensland women who work part-time compared to men. 

Gender role stereotyping remains strong and relationships which model themselves on conservative gender ideologies continue to limit women’s choices and opportunities. Whilst there are shifting perceptions of gender roles within Australian society, with a general acceptance that men and women should share family roles and responsibilities, the shift is slow and a gap remains between the discourse and the reality. Women continued to endure the “double shift” of both paid and unpaid work. 

There are no economic incentives for men to move into unpaid work and there has been no communication strategy by the federal government to promote the social benefits of care giving to men, particularly fathering.  Accordingly, the role of carers continues to be undervalued. 

At the 2004 Ministerial Conference on the Status of Women, Queensland recommended that Ministers propose that a national campaign be developed to encourage men to become more involved in parenting their children.  This recommendation was not supported by the federal government, however, Ministers agreed that engaging men and boys in working toward gender equality should be pursued and requested officials to examine and report back on possible directions.  

There are considerable disincentives for women to take up paid employment. Lack of pay equity between women’s and men’s wages, the expense and lack of availability of child care, insecure employment rights supporting work/life balance practices all serve to increase the cost to women of engaging in paid work and men engaging in unpaid work, reinforcing the gendered division of labour.  

Q5.  Does the imbalance in sharing paid and unpaid work by men and women affect children, and if so, how?

Children need caring adults who are accessible and available to them, and in particular, responsive to their physical and emotional needs. When children do not have this, regardless of whether a person is physically not there, or whether the person is present but emotionally unavailable because of tiredness or depression, the child will suffer. 

The degree to which this will impact on the child will vary with the age of the child, the length of time the parent is ‘unavailable’, and whether the child has other supporting and nurturing relationships.  

A child who has at least one parent physically present and emotionally available and able to respond to the child in an age appropriate and sensitive manner, will be much more resilient and be set on a much stronger developmental trajectory than a child who has no such parent  available. Children also generally develop better in environments that are rich in conversation, reading, and provide a range of experiences including social and physical activities, and different positive physical environments. 

The less support and nurturing and enriched environments that a child receives or experiences, the less the child is likely to reach its potential and the more likely there will be mental health and developmental issues. There is also evidence that shows that men and women generally interact with children in different ways, and that children benefit from receiving both these styles of care and interaction. 

Parents’ work experiences that diminish the support and care a child receives, or the quality and range of experiences the child receives the more a child will be disadvantaged in their physical, emotional and social development. 

A recent article in The Weekend Australian (Manne 2005, p.24) reviews various studies which have provided evidence that long hours in childcare during early childhood may have a negative impact on child development. For example, a study by the US National Institute of Child Health and Development, which commenced in 1990 and involves over 1100 children, has found that longer hours in childcare predicts less harmonious interactions between mother and infant and less sensitive mothering at different times of the infant’s development, even when quality of child care and other family variables were controlled.  Children who had experience long hours of care (30 hours per week) were three time more likely to show aggressive behavioural problems than children who spend less than 10 hours per week in child care.

Thornwaite (2002) showed that the father’s working pattern is the most important influence on the relationship with his children and that both fathers and their children benefit from work arrangements that allow them more time together. 

A better balance between the needs of parents and children can be reached if parents are given more choice in being able to access paid leave as well as flexible work arrangements.  For instance, access to paid parental leave would allow a parent the choice to provide primary care to a child within its first year which would reduce the pressure on child care services to provide baby care.
Q6.  Does the amount of unpaid work done by women affect their capacity to participate in paid work, and if so how?

Labour force participation rates for women have increased markedly from around 40% in 1980 to just under 60% at present. By contrast, men’s participation in the workforce has fallen from around 80% to 74% over the same period of time. The increase in women’s participation in the workforce has also impacted on Australian households. The traditional household type where the father works full-time and the mother stays at home has fallen from 30.5% of families in 1986 to account for just 18.7% of families in 2001. Families where the mother works full-time or part-time now account for more than half of all families (ABS Census 1986 and 2001, cited in The Weekend Australian, 23-24 November 2002, p. 21).

However, while women’s participation in the workforce has increased dramatically, there has been very little change in the division of unpaid work.  The ABS Time Use Survey (1997a) found that the average time spent by men and women on domestic activities has changed little since 1992, with women still spending a substantially greater amount of time than men on unpaid activities such as domestic duties and child care.

The unequal distribution of unpaid work between men and women may impact on women’s ability to participate more fully in the workforce. For example, for many families the cost of formal child care prohibits the mother’s return to the workforce (where the mother’s earnings would not be sufficient to cover the cost of using formal child care). Even where women are able to return to the paid workforce in a part-time capacity the number of hours per day or days per week that they are able to work may be limited in order to supervise younger children out of school hours and during vacation times.  Smith and Ewer (1999, cited in Breusch and Gray 2004) suggest that some mothers switch to less time-demanding jobs (such as casual employment) while they are caring for children even though these jobs are typically associated with more limited access to family friendly workplace policies. 

Even temporary or short-term detachment from the paid workforce can reduce a mother’s earnings in the longer term, as absences from the labour force are seen as a depreciation of skills and human capital.  Breusch and Gray (2004) use data from the Household Income and Labour Dynamics Australia (HILDA) Survey to predict the loss of foregone earnings of mothers. They found that women with a middle level education would forego around 31 per cent of their potential income (around $247,000) with their first child, a further 13 per cent for a second child (around $103,000) and an additional 9 per cent ($70,000) for a third child. 

Government initiative - Back to Work

The Queensland Government launched the Back to Work: Parents and Carers Program in 2004. This program was initiated to assist long-term unemployed parents and carers to obtain employment by providing customised pre-employment and training assistance. Parents and carers who are not in receipt of Australian Government income support or employment assistance are the prime target group for this program.

The Program funds not-for-profit community organisations to provide customised employment assistance and accredited training for the target groups to maximize local employment opportunities. Each community organisation contracted by the government will deliver a project for 50 participants with multiple intakes spanning a period of twelve months, at a cost of $85,000 per project.  Participants have access to an employment assistance package customised to suit individual needs, including job search, job placement, a contribution to child care costs, vocational skills training, a contribution to transport assistance, work-related clothing costs, and post placement support. 

In addition, an employer wage subsidy of up to $1,500 may be payable to non-government employers who employ eligible participants as permanent full-time or permanent part-time employees. 

The total program cost from 1 January 2005 to 30 June 2007 is expected to be $6.9 million.  Approximately 2,600 participants will be assisted with a target of 55-60% employment outcomes.  It is anticipated that women will comprise the majority of participants, particularly sole parents.

Q7.  Would equality between men and women require a more equal sharing of unpaid work?

The Queensland Government considers that a more equal sharing of unpaid work is part of the change process necessary to promote equality between men and women. The Government’s five year plan for Queensland women - Women in the Smart State Directions Statement 2003 – 2008 (Directions Statement) actively promotes a balance between work, family, lifestyles and envisions a Queensland where men and women share caring roles in their families and communities.

Greater equality between men and women requires a more equal balance between paid and unpaid work than currently exists in Australian families. Women, and in particular partnered women with children, carry a greater share of unpaid work. This disparity in the sharing of time and duties reduces the opportunities and choices available to women. A greater sharing of unpaid work would enable women to participate in other activities of their free choice, be it participation in paid employment (part-time, casual or full-time), further education and training, or investing in self-care and leisure time. A reduction in unpaid work would increase the capacity for women to achieve balance in their lives. 

The gendered nature of child care at home is well documented. For fathers, undertaking more unpaid child care work would provide an opportunity to spend an increased amount of time in sole charge of their children, developing their relationship via talking and play as well as taking a greater role in the physical care of their children. By increasing sole responsibility for child care fathers could potentially make a greater, positive contribution to the upbringing of their children and alleviate the disproportionate workload on mothers.

The reduction in gender inequality can only be achieved by men and women in partnership. Women’s progress does not lead to men’s disadvantage, and support for men as parents is not at the expense of support for women as parents. 

Chapter 3:
Summing up - Australian families and unpaid work

At the 2004 Ministerial Conference on the Status of Women, Queensland recommended that Ministers propose that a national campaign be developed to encourage men to become more involved in parenting, a recommendation not supported by the federal Government. However, Ministers agreed that engaging men and boys in working toward gender equality should be pursued and requested an investigation into possible directions.  

The Queensland Government considers that a more equal sharing of unpaid work is part of the change process necessary to promote equality between men and women. The Government’s five year plan for Queensland women - Women in the Smart State Directions Statement 2003 – 2008 (Directions Statement) actively promotes a balance between work, family, lifestyles and envisions a Queensland where men and women share caring roles in their families and communities.

A variety of initiatives can assist the achievement of these objectives:

· a communication strategy by the federal government to promote the social benefits of care giving to men, particularly fathering; and

· access to paid parental leave allowing a parent to provide primary care to a child in its first year as recommended by the Queensland Government to the HREOC Inquiry into paid maternity leave.

At the same time, the Queensland Government recognises the importance of assisting the primary care giver to return to paid work.   Research indicates that withdrawal from the paid workforce can reduce a mother’s earnings in the longer term, as absences from the labour force are seen as a depreciation of skills and human capital. 

That’s why the Queensland Government launched the Back to Work: Parents and Carers Program in 2004. This program was initiated to assist long-term unemployed parents and carers to obtain employment by providing customised pre-employment and training assistance

Recommendations
The Queensland Government proposes that the federal Government:
· adopt the Queensland Government’s recommendation to the HREOC inquiry into paid maternity leave Valuing Parenthood: Options for Paid Maternity Leave that “the Commonwealth should introduce a system of paid maternity leave, to be paid at the level of the federal minimum wage” 
· adopt the recommendation of the 2004 Ministerial Conference on the Status of Women, Queensland that a national campaign be developed to encourage men to become more involved in parenting.
Chapter 4:
Caring for people with disabilities, elder care and grandparents as carers.

Q8.  Are there particular difficulties in balancing paid work with caring for  grandchildren, frail aged parents or family members with disabilities? 
There are 535,800 carers in Queensland, making up 14.3 per cent of the population or one in seven Queenslanders. Of these 111,300 are primary carers providing the main source of unpaid assistance (ABS 2004b). 

Of the 508,600 carers in Queensland aged 15 years or over, 152,700 (30.0%) are employed full-time and 100,900 (19.8%) part-time. The fifty percent of carers in employment compares with 62.4 per cent of all Queenslanders, aged 15 or over, in either full-time or part-time employment (ABS 2004b).
Flexible respite care responsive to the needs of the carers is required to enable carers to participate in work and community life. Respite care particularly for grandparents who are raising children has been identified by stakeholders as a priority need.
Grandparents providing full-time care for grandchildren have identified the need for respite, particularly during school holidays when the grandchildren are at home all day.  Financial hardship and poor health of grandparent carers can exacerbate the stress associated with full-time caring during school holidays, putting grandparents at risk of carer burnout and social isolation.

Some grandparents are forced back into the workforce to earn extra money to support the children they are raising and others are forced out of work in order to care for the children.

There is a strong demand from grandparents who are raising their grandchildren for information services. Grandparents often need to update their parenting skills.  They may also need assistance to access information about child care and to interface with the school system. In addition to financial hardships of grandparents raising children, many require support with parenting skills and accessing community services.

It is recognised by stakeholders that grandparents raising their grandchildren are often unaware of their entitlements or how to access support services. Financial support for grandparents raising grandchildren is a Commonwealth responsibility. 

Multicultural Affairs Queensland (MAQ) indicate that carers of non-English speaking background children, aged parents or family members with disabilities are often not consulted about the best care options. Language barriers and failure to provide interpreters by service providers compound the anxiety of potential service users and may prevent them from approaching services in the first instance.    

In order to remove these barriers to non-English speaking clients, services should be encouraged to employ staff from diverse backgrounds and to develop appropriate work practices and training. Information regarding pathways to the Australian child care system and support services for families and child care services need to be improved and accessible to migrants.
Government Initiative - Carer Recognition Policy
The Queensland Government developed the Carer recognition Policy to raise awareness of the role carers play in the community and to provide a basis for the Government to work with them and their representatives to develop practical action for now and in the future. The Policy is an important first step for Queensland Government departments and agencies to identify and recognise the important role played by carers in the Queensland community. The Government made a commitment in 2004 to develop an Action Plan (the Carer’s Action Plan) to implement the Policy.

The Queensland Government Carer Recognition Policy defines ‘carer’ as:

“a person of any age, who without being paid, cares for another person who needs ongoing support because of a long-term medical condition, a mental illness, a disability, frailty or the need for palliative care. 

A carer may or may not be a family member and may or may not live with the person. Volunteers under the auspices of a voluntary organisation are not included”.

The Policy commits the Queensland Government to developing and delivering state Government policies and services that acknowledge carers and recognise and respect them as individuals and partners in the provision of care.  

The Operational Guidelines of the Policy commits government agencies to enhancing policies and programs to enable carers to balance learning, employment and caring responsibilities.

While there have been improvements in support for carers in recent years, results of consultations during development of the Policy, indicate that many carers perceive that they are carrying out their role with little or no support.

The 2003, consultation identified access to information as one of the main needs of carers. Other issues included: 

· The need to plan for the future, in light of the increasing numbers of ageing carers; 
The impact on schooling, employment and social development of children and young people under 18 years of age in a caring role; 

· Practical ways for carers to identify to Government; 

· A legislative audit to establish how existing legislation impacts on carers; 

· Education of service providers on the role of carers; and 

· Ensuring that balancing work and life policies encompass employees with caring responsibilities.

Discussion in the working group on balancing caring responsibilities and employment was consistent with many of the issues raised in the HREOC Discussion Paper with regards to employees balancing the responsibility of caring for a person with a disability, a chronic illness or who is frail aged. 

Q10.  What workplace flexibilities are useful for particular types of carers?

Carers can experience difficulties remaining in the workforce or returning to the workforce.  It is essential that work and life policies incorporate carer issues. Issues for carers are different from issues associated with parenting and needs a different response from employers.  Caring for a relative or friend who is sick or has a disability can be unpredictable.

A significant number of existing Queensland Government flexible employment policies can be easily adapted to accommodate the needs of carers. Such provisions can assist carers to stay in employment, where otherwise they may be forced to change jobs or give up work altogether.  The work/ life approach recognises that people have different interests and responsibilities. 

However, to ensure that employers identify men and women in the workplace who are carers and encourage the development of carer-friendly employment policies, there is a need to raise awareness of carers and their needs amongst employers.

To acknowledge and value carers and their role in the community, it is intended that the first year of the Carers’ Action Plan will focus on making existing services and policies more carer aware to provide a strong basis to build on for future work.  In particular, there will be an emphasis on raising the awareness of staff and identifying carers’ needs.  This process applies equally to the issue of balancing work and caring responsibilities.

Some action steps under consideration for the Carers’ Action Plan to progress the integration of the needs of carers into Queensland Government balancing work and life policies are: 

· The development of a communication strategy to inform managers and employees about caring responsibilities and flexible workplace practices; and
· The delivery of information sessions for directors and managers in relation to how to manage work/life balance issues with staff.
Chapter 4:
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It is recognised by all stakeholders that providing access for grandparents (and other relatives) raising grandchildren to support services and entitlements is critically important. In addition, providing respite care is one of the most urgent needs of grandparents who are raising children.  Financial support for Grandparents raising grandchildren is a Commonwealth responsibility.

The Queensland Government developed the Carer Recognition Policy to raise awareness of the role carers and to provide a basis for the Government to work with them on practical actions. The Government is progressing the development of the Carers Action Plan to implement the Carer Recognition Policy.  The policy is an important first step for Queensland Government departments and agencies to identify and recognise the important role played by carers in the Queensland community. 
Flexible respite care and information services are required to enable carers to participate in work and family life. The Commonwealth government has a responsibility to provide sufficient support for carers wanting to combine work and family.

The Queensland Government, as a major employer, has introduced a range of initiatives to meet the needs of employees with caring responsibilities including care for children, people with a disability and elder care.  
Recommendations

The Queensland Government proposes that the federal Government:

· support the following key goal to encourage a balance in paid and unpaid work arrangements:
· recognition by government and policy makers of the monetary value of unpaid work to enhance the adoption of unpaid caring roles by men as well as women.

· coordinate initiatives including cross-cultural training for staff, developing disability awareness information campaigns in community languages and selecting people with disabilities from non-English speaking backgrounds onto advisory bodies and consultative forums.
Chapter 5:
Why work and family issues are important for Australian families

Q12.  What effects, if any, do external factors such as partner and community attitudes, social policy or workplace relations have in shaping men’s and women’s decisions about paid work and family arrangements? 

Internationally, Australia’s policy settings are perceived to discourage mothers from participating in the paid workforce. This proposition is supported by a comparison of the percentages of working mothers with children under 6 years across Australia, the United States and the United Kingdom which demonstrated that Australia had significantly less working mothers (50.8%) compared to the United States (62.3%) and the United Kingdom (61.3%), even though the numbers of employed males and females without children was virtually identical across all three countries. The low participation rate for working mothers in Australia was considered to be linked to a limited parental policy framework with a lack of a universal paid maternity leave scheme and very few publicly funded child care places (Whitehouse & Hosking 2005).

According to Dr Whiteford, Australia was unique among 21 countries in the OECD for its concentration of unemployment among people with children.  The low employment rates of both lone and partnered mothers were similar to levels in Greece and Spain, but out of step with the rest of Europe and the US.  "Australia is one of the few countries where only half the women with two children have paid employment," he said. "Being a mother in Australia reduces employment opportunities compared to men of the same age in a much more spectacular way than elsewhere" (Whiteford July 2005, Address to the Australian Social Policy Conference, University of NSW).
Workplace relations

Better work and family balance strategies provide an important means of giving Australian women more opportunities to participate and remain in the labour market, while fulfilling their caring responsibilities. International research has shown that where the most developed family leave and childcare arrangements exist, women’s employment rates are higher.  For example, the OECD Employment Outlook for June 2001 showed a strong correlation between a composite index of policies and practices that encourage work and family balance and the employment of women aged 30 to 34 years.  Countries with the highest composite index recorded the highest employment rates for women between 30 and 34 years of age. Based on this composite index, the employment rate for women in Australia was just below 65 per cent, which was lower than the rates for women in the UK, Germany, the Netherlands, Sweden and Denmark (OECD 2001). 

Increased availability and access to family friendly workplace policies is critical to decisions about balancing paid and unpaid labour. Parents often lack easy access to information about what choices are available to them as they try to balance work and family life, and about what services they can access for their children. Parents and businesses are often unaware of their rights and responsibilities in relation to parental leave and flexible work, and contact between employers and employees during maternity leave can be poor.

Families with older children and those with caring responsibilities may need greater support in balancing their home and work responsibilities through the provision of more flexible working hours.

One of the goals of the Queensland Government’s policy for women - Women in the Smart State Directions Statement 2003 – 2008 (the Directions Statement) is the promotion of the benefits of, and providing information about balancing work, family and lifestyle. The Queensland Government intends to further develop a Balanced Work, Family and Lifestyles strategy (which is part of the Directions Statement) to increase the capacity of Queensland women and men to achieve balance in their lives. The strategy involves a range of research initiatives, including a research project on parental leave called Parental leave in Australia: access, utilisation and efficacy, led by the University of Queensland and the University of Sydney. The primary aims of the project are to inform policy development and theoretical debate on the issues of parental leave by filling gaps in knowledge about usage, the preferences of women and men combining work and family responsibilities, and the shaping of options and choices in workplace and household contexts. The project will be finalised in 2007, at which time a final report will be produced.

While recent research has indicated that being an involved parent is becoming increasingly important for fathers, a major barrier is their commitment to paid work (Russell et al. 1999).  In 2001, the Australian Institute of Family Studies conducted a study using interviews with 47 families about work and family life. Many of the interviewed fathers cited lack of support of their workplace and/or working conditions for their family commitments while some fathers felt they were expected to make a choice between their work and family (Hand & Lewis 2002).  By increasing father’s contribution to family responsibilities, mothers have more choice about increasing their workforce participation. 

Morehead (2005) has indicated in her article on Governments, workplaces and households that though family-friendly policies may make the workplace more accessible to mothers, through the provision of part-time work, she contends that they are policies designed from a workplace perspective, not a household perspective.  As a result, she argues, “they get women doing paid work, but do not get men doing the unpaid work in the household.” Morehead (2005) concludes that men must be targeted specifically with family-friendly policies such as father-only paid paternity leave in order to encourage more balanced unpaid work arrangements.  On the other hand, if parents are to be encouraged to ‘freely choose’ their paid and unpaid work preference, government and workplace policies would need to be able to support all types of work arrangements without having a contradictory effect.

In terms of refugee and migrant families, Multicultural Affairs Queensland (MAQ) considers that the imminent federal Government’s industrial relations changes will dictate decisions about paid work and family arrangements for migrants and refugees. They provide the example where, in the case of individual contracts, a lack of sufficient English could hamper negotiations with the employer affecting the ability to gain fair pay and conditions.  If unprotected by statutory and award entitlements, factors such as language barriers, discrimination and racism can undermine the ability of migrants and refugees to access work and family provisions. 

The Queensland Government recently introduced amendments to the Industrial Relations Act 1999 (see answer question 27 for details), providing minimum entitlements of employment to protect employees from the federal Government’s industrial relations proposals.  The industrial relations system has been particularly important in workers’ access to work-family provisions in Australia, providing a vehicle to entitlements that in other countries are often delivered through specific parental rights legislation and/or social security (Alcorso 2001). However, under the federal Government’s proposals for industrial relations reform, access to work and family provisions will become more and more the subject of negotiations between employer and employee rather than an entitlement for working parents.

Child care

The ability to access quality and affordable child care (formal or informal) is a fundamental prerequisite for any parent to participate in the workforce. 

As children grow up, workforce participation rates for Australian mothers rise. The need and demand for child care varies according to the age of children. In Queensland in 2002, 66.3% of under four-year-olds and 40.6% of five to 11–year-olds attended child care. Only 9.6% of under one-year-olds used formal day care, increasing progressively to 84.9% of four-year-olds. Before and after school programs (61.4%) were the most common child care for five to 11–year-olds followed by pre-school (31.2%) (ABS 2003b). The majority of children (67.8%) used less than 20 hours care (formal or informal) per week (ABS 2003b). Demand for more formal child care in Queensland is strong, with 38,700 children requiring additional formal care in 2002. Work was the main reason for using before and after school care, long day care, and family day care.

The cost of child care is a serious consideration for families when deciding whether or not a mother will return to work especially for families on low incomes or sole parents. Availability of childcare places also impacts on women’s capacity to access services. Women who are not in the paid workforce may need to use child care services while job searching, pursuing further education or training opportunities, or meeting other family or community responsibilities. 

The Queensland Government recognises that child care is an important component of work-life balance and is committed to approaches that support families as well as improve opportunities and outcomes for children.  Key state policies which support this include:

· Putting Families First;

· Queensland Child Care Strategic Plan 2000-2005; and

· Women in the Smart State Directions Statement 2003-2008.

Dual wage family model

The “dual wage earner” has become the dominant model for Australian families. The economic contribution of women to the family is becoming increasingly important to their standard of living as well as a necessity for entering the home ownership market. Not only may more women enter or re-enter the workforce but they may also be required to work for much longer to support an ageing population. Responsibility for unpaid work such as caring for elderly family members, child care and housework tends to remain with women. Whilst the likelihood of a child using some form of child care increases when mothers rejoin the workforce, many women find that they continue to undertake the role of primary carer. The economic imperative to establish a dual income family exacerbates the burden of juggling paid and unpaid work.

In terms of refugee and migrant families, Multicultural Affairs Queensland (MAQ) have identified cultural attitudes among some migrants families which expect women to stay at home and attend to all domestic duties while men are expected to be the bread winner. Such attitudes dictate paid work decisions.  In addition, MAQ have identified the lack of culturally appropriate child care and respite care services which will also influence migrant and refugee women’s decisions to undertake paid work.

Sole parents

Women are over-represented as recipients of Parenting Payment Single (91.5% of recipients – June 2003), reflecting the higher number of women who are sole parents. In June 1998, there were 77,155 people receiving Parenting Payment Single compared to 97,702 in June 2003 (Office of Women’s Policy 1999).  Sole mothers (who in 2002 headed 22.6% of Queensland families with children under 15 years of age) (ABS 2003a) generally have no secondary source of household income and are the household type most likely to live in poverty. 

These women face exceptionally difficult choices around paid/unpaid labour. Given that sole mothers have a lower rate of workforce participation than partnered mothers, it would appear that many are of the view that participation in the paid labour market is not economically viable; or they do not have the support mechanisms/choices that enable them to do anything other than unpaid care.

For example, unpaid leave allows mothers to retain the right to return to work for longer. However, this fails to provide a real choice for many women who do not have another source of income, such as extra pay from their employer, a partner in work or savings to support them during the period of unpaid leave. As a consequence, many single mothers may feel forced to leave the labour market entirely and go onto benefits to ensure an income.

The federal Government has proposed major changes to the Australian welfare system, designed to increase economic participation and opportunity. Under the welfare to work changes it is envisaged that people with a disability and parents in receipt of income support will face new work obligations. Sole and partnered parents in receipt of income support will be required to seek part-time work of 15 hours or more a week while their youngest child is aged 6 to 15 years. They will have 12 months to find work voluntarily, on the lower paying New Start allowance. While the welfare to work package aims to increase employment assistance for people with disabilities and to provide more childcare for sole parents, the Job Network system, the Australian Government’s proposed primary delivery mechanism for training and employment assistance has only 136,000 available spaces. The number of people on a combined Disability Support Pension and parenting payments currently make up 1.3 million. Clearly, there is a shortfall in places for the number of potential applicants.

Q13.  What are the relationship, health and other effects of paid work and family conflicts on Australian parents and carers? Do the effects differ for men and women, particular groups of people, particular family types or different types of carers? 
Raising the status and profile of those who give care will enrich the quality of life for both the carers and those being cared for. In 2003 the Australian Bureau of Statistics identified that there were 2.6 million carers who provided some assistance to those who needed help because of disability or age. Women made up the majority of carers (54%) with 71% being the primary carers. Women in the 35-54 year age group (39%) had caring responsibilities involving children, partners and/or ageing parents (ABS 2004b). In 1998, 413,500 Queenslanders (approximately 12.1%) were identified as carers.

Caring is often a responsibility which cannot be delegated. In Queensland, 38% of primary carers in 1998 had no fall-back carer, in case they were unavailable for any reason. Only 8.5% had received respite care in the three months leading up to the survey (ABS 1999a). 

In 2003 the Queensland Government developed the Carer Recognition Policy, recognising the crucial role of carers in our society. The policy is intended to improve carers’ lives by emphasising the value of the role carers perform, improving the flexibility and responsiveness of the Government system, providing a broad framework for Government agencies to review, develop and monitor Government responses that support carers and enhance their quality of life, and by providing a platform on which to base further Government and community responses to the needs of carers in order to reflect demographic changes in Queensland. 

The impacts of paid work and family conflicts are varied, and cover a variety of areas as discussed below. 

Financial

The majority of primary carers for people with a disability and the elderly are women and are of workforce age (84% between 18 – 64 years). Despite this, most carers are unable to participate in the workforce and the majority of primary carers receive a government pension, benefit or allowance as their principle source of cash income. As most carers are on low incomes they have no opportunity to accumulate or preserve superannuation or other savings. Additionally, extra costs are related to health care (for example equipment hire or purchase, transport and laundry costs). Carers often forgo important life opportunities in relation to employment, education and training.

Health effects

The health and well being of many women is compromised by the demands made of paid and unpaid work. Emotional strain, fatigue, stress, depression and other mental health problems can emerge when support is lacking or expectations exceed the resources available. Links between poverty and poor health are well documented and single parents are most at risk of living in poverty.

With caring responsibilities, less time is available for self-care. Attending to others’ needs becomes the priority and this might manifest in an inability to secure any leisure time (“leisure time poverty”), opportunity to maintain close and supportive relationships, or failure to make or keep medical appointments. Social isolation is a by-product of carer’s inability to participate in recreation and leisure activities.

Mental, physical and emotional health can deteriorate for women caring for people with disabilities or the frail aged. The sheer physical demands of care can have an impact on the health of all carers (e.g. injuries from lifting). A 1999 national survey found 58% of carers were in worse physical health themselves and one-third had been physically injured as a result of their caring role. Nearly 60% reported experiencing a major or dramatic effect on their life opportunities (such as for travel, past times and paid work) (Carer’s Association of Australia 1999). 
There has been an increasing expectation that people with disabilities and frail aged persons will continue to live within the community with formal and informal support. Coupled with the increasing life expectancy, carer’s commitments and responsibilities to care are often long term. Access to adequate respite care and support services for carers is essential to allow them to continue with their long-term care responsibilities.

Housing

As a consequence of work patterns and caring responsibilities access to secure housing for women can become very hard. The decline in affordability of home purchase has made it difficult or impossible for some women to purchase their own home. Queensland’s public housing waiting lists have increased over the last 12 months (Department of Premier and Cabinet 2003a, Women in the Smart State Directions Statement 2003-2008 p.10) and the number of affordable number of private rental homes has been in decline for a lengthy period (Whitehouse & Hosking 2005). Sole parents and women on low incomes are particularly at risk of being in housing that is insecure, unsafe, low quality and geographically challenging to meet their needs and aspirations.

Q14.  What are the effects on children where their parents have difficulty in balancing paid work with family responsibilities? 

The effects on children do not necessarily depend on the cause of a situation, but the deficiency in the care environment they experience as a result. 

When parents of young children work very long hours, the result is that they need to find alternative care arrangements for those hours. There is an ongoing debate about whether placing young children in care for extended periods of time, has any negative impact on the child.  

Some researchers (Belsky & Rovine 1988; Lamb, Sternberg & Prodromidis 1992) argue that it does, and that children are more likely to experience attachment issues if they are placed in care for more than a moderate number of hours per week. A recent US study found that children in group care experience higher cortisol levels, an indicator of stress, than children provided with individualised care (Gunnar 2005).  Muehlenberg (2001) supports this finding but also argues that individualised attention can rarely be achieved in group care, regardless of how high the quality of child care, and that babies in their first year need one primary adult each. 

Other researchers argue that children benefit from being in child care, particularly if the quality of care provided in the home is of poor quality. They argue that it is just the quality and the availability of the care that is the issue.

Sweden's approach to supporting parents is often cited as a good model. Sweden does not allow children younger than 6 months in day care. The government provides financial help for families so that a parent can remain home for at least a year with a new baby. In addition, all Swedes are entitled to work only six hours a day until their children are 8 years old. Some parents split these hours so that one parent is always home with the children. Others prefer to work approximately the same hours. In addition, parents are allowed a generous 60 days sick leave for themselves, children and other sick family members.
Children of school age also need to have their needs for care and attention considered. Outside school hours care and vacation care can help parents with the ‘minding’ aspect of primary aged children, but these children also need parental attention and support and engagement in their lives. This can be challenging for parents with limited time, or physical and emotional energy at the end of a long day. 

Government initiative

A Head Start for Australia: An Early Years Framework (NSW Commission for Children and Young People 2004), co-sponsored by the  Queensland and New South Wales Commissions, identified the need to support the choices of families in their parental and working roles and that this can be targeted at three levels:

1. support parents in their roles as parents

2. support workforce development and industrial awards  that foster flexible work practices, and

3. increasing the availability of high quality child care, preschool and after school care.

Currently, the Commission is an industry partner, along with the Office of Women, in a Queensland University of Technology ARC research project designed to analyse data collected through the Longitudinal Study of Australian Children (LSAC), now known as Growing Up in Australia, to determine how parents' working conditions are related to children's wellbeing. 

Q15.  Are children affected differently by mothers’ and fathers’ paid work and family conflicts? 

Before 1970 researchers showed very little interest in the role that fathers might play in the socialisation of their children. In the early days it was presumed that only women, as the primary caregivers, would form attachments to the child. After research had shown that children become attached to their fathers as well, more researchers became interested in the role of the father and the development of father- child relationships (Lamb 1981). Thus, while most research on parental employment and child development has focussed on the mother, the number of studies investigating the role of the father is increasing. A recent study by Thornwaite (2002) showed that the father’s working pattern is the most important influence on the relationship with his children and that both fathers and their children benefit from work arrangements that allow them more time together. 

Cultural barriers prevalent in the workplace and the wider community have traditionally prevented men from being encouraged to access working arrangements for parenting or family reasons. Nevertheless, research has indicated that being an involved parent is becoming increasingly important for fathers and that commitment to paid work form a major barrier to paternal involvement (Russell et al. 1999). In 2001, the Australian Institute of Family Studies conducted a study using information from interviews with 47 families about work and family life. Many of the interviewed fathers saw their work as having an important impact on the time they spent with their children. They identified a number of specific aspects of their work that they believed interfered on their ability to spend time with their children, including the lack of support of their workplace and/or working conditions for their family commitments. Some fathers felt they were expected to make a choice between their work and family. Workplaces which were not supportive of family commitments also produced stresses that have a potentially negative impact on parenting abilities (Hand & Lewis 2002).

Chapter 5:
Summing up - why work and family issues are important for Australian families

Increased availability and access to family friendly workplace policies is critical for parents’ decisions about balancing paid and unpaid labour.

The Queensland Government’s policy for women - Women in the Smart State Directions Statement 2003 – 2008 (the Directions Statement) promotes the benefits of, and provides information about, balancing work, family and lifestyle. As part of the Directions Statement, the Queensland Government intends to further develop a Balanced Work, Family and Lifestyles strategy to increase the capacity of Queensland women and men to achieve balance in their lives. The strategy involves a range of research initiatives, including a research project on parental leave, which aims to inform policy development and theoretical debate on the issues of parental leave by filling gaps in knowledge about usage, the preferences of women and men combining work and family responsibilities, and the shaping of options and choices in workplace and household contexts. 
However, under the federal Government’s proposals for industrial relations reform, access to work and family provisions will increasingly become the subject of negotiations between employer and employee rather than an entitlement for working parents.  Through its recent amendments to the Industrial Relations Act 1999, the Queensland Government recognised the importance of securing minimum entitlements of employment by legislation if protection of award conditions were to be removed under the federal Government’s national industrial relations proposals.  
In addition to industrial relations amendments, the Queensland Government recognises that child care is an important component of work-life balance and is committed to approaches that support families as well as improve opportunities and outcomes for children.  Key state policies which support this include:

· Putting Families First;

· Queensland Child Care Strategic Plan 2000-2005; and

· Women in the Smart State Directions Statement 2003-2008.

In balancing the needs of children and parents, the federal Government needs to reconsider the option of paid parental leave as a provision which would allow a parent the choice to provide primary care to a child in its first year.

The Queensland Government also developed the Carer Recognition Policy to raise awareness of the role carers play in our community and to provide a basis for the Government to work with them and their representatives to develop practical action for now and in the future.

Recommendations

The Queensland Government proposes that the federal Government:
· ensure that the minimum wage decisions provide for a fair living wage based on a reasonable assessment of cost of living and productivity increases;
· support the retention of minimum entitlements, as incorporated in the Queensland Industrial Relations Amendment Act 2005.

Chapter 6:
Why work and family issues are important for Australia

Q16.  Do women’s and men’s different paid and unpaid work obligations affect their economic outcomes, health, relationships and life chances? Do men and women or particular groups of people experience any such effects differently? 

A complex interplay of factors and individual circumstances affect men and women’s economic outcomes, health, relationships and life chances. Cultural and class factors exert a strong influence on the expectations of women’s and men’s behaviours and opportunities. Difficulties in obtaining paid work or in situations of long term underemployment can affect people’s confidence, health and well being. Financial hardships due to unemployment and underemployment are also factors for poor health and tense domestic relationships. Women from particular culturally and linguistically diverse backgrounds often carry the burden of unpaid work because that is the cultural norm. This minimises their ability to carry out paid work, and hence their economic outcomes are affected. 

The undervaluing of women’s labour, both paid and unpaid, manifests in issues such as the gender pay gap and the clustering of women in low paid, low status industries. Women are engaged in paid employment less than men and earn less than men.  In 2000-01, nearly 68% of men were employed, compared to almost 52% of women.  For men aged between 25 and 54 in this period, between 83% and 90% were employed, compared to between 66% and 69% of women (ABS 2002a). Currently in Queensland, the average total weekly earnings for a woman working full-time are 82% of a man’s average total weekly earnings, slightly higher than the national average of 81% based on the “Trend” series of figures (ABS 2003c). This figure remains roughly consistent for 2003, 2002 and 2001.

Women are also employed on a part-time or casual basis to a much greater extent than men, meaning that they are frequently employed in areas with low job security, sickness and leave benefits and superannuation entitlements. In 1999, 44% of employed women worked part-time compared to 12% of men (Office of the Status of Women 2001).  

The current pay equity gap between men’s and women’s earnings affects economic outcomes and family modelling. Therefore, for economic reasons, families choose to maintain, at least to some extent, the male breadwinner/female carer roles, reinforcing gender stereotypes. The greater a woman’s income, the greater her bargaining power in domestic decision making and the general distribution of domestic labour. Increased power in the decision making role in the family contributes to increased equality between men and women.

Research has shown that women who are happy with the distribution of domestic duties within the home are more likely to report better mental and physical health than those who wanted other family members to contribute more to unpaid housework. Holding significant family responsibilities but having little economic and decision-making power has been associated with anxiety and depression (Warner-Smith, Mishra & Dobson 2000). 

As discussed under question 12, sole parents, and in particular women, are significantly affected by paid and unpaid work obligations. This becomes particularly evident when looking at the lower participation rates of single mothers compared to partnered mothers (ABS 2001b, Census).

Q17.  Do men’s and women’s paid and unpaid work arrangements have an effect on productivity in Australia?
The 2002 Queensland State Supplementary Survey, Managing Paid Employment and Unpaid Caring Responsibilities (ABS 2002b), revealed that 47.1% of Queenslanders aged 18 and over provided care for an adult or child. Women were more likely to provide care than men (52.8% versus 41.4%). Nearly half of all carers (an estimated 518,700 persons) were in paid employment and 36.4% of those had used working arrangements to provide care. Taking paid leave (45.8%) was the most common working arrangement used to care for another person, followed by using flex-time, rostered day off, or time in lieu (39.2%), informal arrangements with employer (27.3%), temporarily reducing hours of work (16.1%), working from home (15.9%) and unpaid leave (15.7%). 
The data shows that flexible work arrangements are being used by employees, particularly women, to help them manage work and family responsibilities. Caring responsibilities can have a significant impact on the lives of employees, and in some cases significantly impact on their employment. Data from the 2002 Queensland State Supplementary Survey shows that an estimated 39,500 or 7.6% of carers who were employees made a change in employment to care for someone. Of these changed arrangements, 4.3% permanently changed usual start time or finish times, 3.2% permanently reduced the number of hours and 1.3% changed jobs. On the other hand, for an estimated 32,700 or 6.3% of carers in paid employment, caring responsibilities inhibited changes to their employment. Of the changes wanted, 3.6% were unable to change the total number of hours worked, 2.4% were unable to change jobs and 2.0% were unable to apply for a promotion. 

Work arrangements should provide employees with enough flexibility to combine work with family responsibilities, as well as provide possibilities for employees to engage in work that is satisfying and allows them to use their full potential. 

Casual employment is often considered to be a work arrangement that allows flexibility to employees. However, casual employees are generally excluded from formal training programs, skills and career path development available to permanent employees which means that a sizable proportion of the workforce are in danger of becoming deskilled which will have an impact on future productivity levels in Australia  (May, Campbell & Burgess, 2005).

Inflexible work arrangements may also encourage people to “abuse” sick leave entitlements. Focus groups conducted by the Queensland Department of Industrial Relations and University of Queensland, as part of a joint research project called the Work and Family Project – Pilot Program, revealed managers who believed that flexible work policies were not suitable for the type of work conducted in their work area emphasized the abuse of sick leave entitlements, while other managers commented that they had experienced a decrease in sick leave due to the introduction of flexible work policies. It is possible that limited access to flexible work arrangements forces employees to use their sick leave entitlements for family related matters. Also, managers in areas where flexible work arrangements were used commented about working in happier departments, which might indicate that being able to use policies actually improves morale and possibly productivity.
The value of unpaid work

The ABS (1997a) estimates that the value of unpaid work to the economy was between $250 and $300 billion in 1997, depending on the valuation method used.  It further estimated that the ratio of total unpaid work to GDP ranged between 43% and 62%. Thus, the contribution of unpaid work is significant. The value of unpaid work also increased between 11% and 27% between 1992 and 1997 (again, depending on the valuation method used).

Unpaid work accounted for in these estimates included unpaid household (incl. childcare), volunteer, and community work. It is not surprising then that women’s contribution to total unpaid work accounted for around two/thirds of the total value. However, between 1992 and 1997 this figure remained steady (at around two-thirds) despite increases in women’s participation in the labour force. This may imply that women are under increased pressures as they try to combine unpaid and paid work. 

The contributions of people engaged in unpaid work activities are substantial. However, time spent in unpaid household, volunteer and community work is time lost in paid work. As indicated in Chapter 6 of Striking the Balance (HREOC 2005), it is unrealistic for people to meet demands for unpaid work while maintaining their labour force participation. Reconciliation of these competing demands requires the availability of supports in the form of flexible work arrangements, and the promotion of more equitable sharing of these demands between men and women.

Q18.  What will be the effect of the ageing population upon men’s and women’s willingness and abilities to undertake unpaid caring work? 
As the population of Australia ages, the need and demand for unpaid carers will increase. In 2003 the Australian Bureau of Statistics identified that there were 2.6 million carers who provided some assistance to those who needed help because of disability or age. Women made up the majority of carers (54%) with 71% being the primary carers. Women in the 35-54 year age group (39%) had caring responsibilities involving children, partners and/or ageing parents (ABS 2004b). 

There is a heavy reliance upon informal child care and in particular on grandparents (ABS 2003b).  In 2002 the proportion of children using informal care was 33% (of the total using care). Some 19% (591,600) were looked after by grandparent(s), 2% by siblings and 7% by other relatives. Other (unrelated) people provided care to 7% of children (ABS 2003b).  With an increasing workforce participation rate by older women this care may become less viable. As the need for unpaid care increases women may experience greater pressure to exit from the paid workforce in order to spend more time caring. 

There will be an increase in the numbers of older people caring for spouses or children with a disability. Ageing carers and those who are being cared for are at risk of isolation and vulnerable to elder abuse. Raising community awareness of the issue of elder abuse and training of community workers to provide appropriate interventions will need to be further developed. 

Increased numbers of older people will require supports in place to enable men and women to undertake unpaid caring work. Increased investment in accessible, flexible and culturally appropriate community services will be required to support this role. Flexible work arrangements will also be required to enable older workers to carry out the dual role of work and caring for others.   
Q19.  Are fertility rates sensitive to social and economic conditions and if so, what specific conditions and how sensitive are they to changed conditions? 

Since the peak in the fertility rate in 1961 of 3.5 babies per woman, the total fertility rate of Australian women has been in decline. Interestingly, this has been accompanied by changes in the age profile of mothers. Between 1969 and 1979, the fertility rate declined from 2.9 to 1.9 babies per woman. This trend can be mainly attributed to a sharp decline in fertility rates of women in the younger age groups, including the 20-24 and 25-29 age groups. In the two decades after 1979, the fertility rate decreased more slowly from 1.9 to 1.7 babies per woman. During this period the fertility rate of women under 30 years continued to decline, while the fertility rate of women aged over 30 increased. Nevertheless, the increased fertility rate of older women did not compensate for the decline in fertility rate in the younger age groups (ABS 2001c).  The shift toward older motherhood is consistent with women having their first child later in life, with the consequence that they have fewer children on average (Kinnaird and Associates 2002).  Australia’s current average fertility rate is 1.75 children per woman, (ABS 2004c) well below the natural replacement rate of 2.1 children per woman (ABS 2002c, p.12). 

In addition to a decline in the total fertility rate, Women in Australia (Office of the Status of Women 2004), published by the Australian Government, also report that increasing numbers of Australian women and their partners are choosing not to have children. “According to estimates from 2000 around one quarter of women in their reproductive years are likely never to have children” (ABS 2000a, p. 5).
Factors associated with decline in fertility rates

Negative consequences to career development

The declining fertility rate is considered partly due to the rising cost to women of withdrawing from the workforce to bear and raise children, relative to previous generations. 

Miree and Frieze (1999) investigated the longitudinal impact of young children on career outcomes, using a sample of men and women with a Master’s of Business Administration (MBA) degree. They found that women with young children (i.e. under eight years) had experienced significantly more career interruptions, including more months of leave of absence, more months of part-time work and more months of unemployment, than men. Women with young children also had more career interruptions than women who had no children or older children. 

Tharenou, Latimer and Conroy (1994) examined different influences on men’s and women’s career advancement, and found that career interruptions were negatively related to career advancement.  They used a sample of female and male managers from public and private sector Australian organisations.  Interestingly, the majority of female managers did not have spouses (60%) or dependent children (62%), which might be an indication that having a family is preventing women from taking on managerial roles. Results also showed that having a spouse and children was associated with women having less time in paid employment, which was associated with less training and development opportunities, and less career advancement. In contrast, for men having a spouse and children was associated with more time in paid employment, increased training opportunities, and career advancement.

Men and women clearly experience differences in the workplace obstacles they face, and the interruptions in work experiences due to family responsibilities. 

Impact of education and training

Recent research has found that increasing educational levels is associated with lower fertility.  Researchers state that the period after full-time education is an important influence on fertility, where substantial childbearing occurs on average only after 10 years of leaving full-time education (Tesfaghioughis 2004). 

The Household, Income and Labour Dynamics in Australia (HILDA) survey of Education, Work and Fertility also found that higher education and full-time employment are associated with lower fertility. The research contends that the opportunity cost of having children will be higher for these women in terms of lost earnings and taking time off to have children. The analysis found that women employed full-time had higher education levels than those employed part-time or in other labour force statuses.

It therefore appears that women delay childbearing after completing full- time education for, on average, up to 10 years. This may indicate that young women are delaying their fertility until such time as they build their relationships and/or careers, or because they find it difficult to combine work with childbearing. 
Fertility rates appear to be inversely related to the attachment of women to the labour force and rising educational attainment and income, with this relationship being strongest among young women (ABS 2000b). As a consequence, the continued increase in female participation rates in future years will contribute to a continuing decline in the fertility rate unless the loss of income and reduced career prospects can be addressed.

Increased costs of housing and incurred debt (HECS) 

A decline in job security and permanent work has reduced the capacity for people of a child bearing age to access the housing market.  According to a report authored by the National Centre for Social and Economic Modelling (NATSEM) (2003), home ownership has declined particularly among people aged between 25 to 39 years old.

The report states that there is a lower home ownership rate among “Generation Xers” (born between 1961 and 1976) against other generations such as “Pre-boomers” (born between 1931 and 1946) and “Baby Boomers” (born between 1946 and 1961).
The HREOC report, A Time to Value (2002) makes the assessment that “Access to housing finance is more difficult and expensive for those without permanent work, suggesting that for younger age groups, home ownership, with its implications for family formation, is likely to be problematic”. 

In addition, NATSEM have recorded that Generation X (born between 1961-1976) are deferring starting a family due to student debt. “Despite the fact that Generation X are one of the most qualified generations in history, they possess considerably less wealth than previous generations” (NATSEM 2003).  
Dr Natalie Jackson of the University of Tasmania has conducted research into the affects of Higher Education Contribution Scheme (HECS) on the family and has concluded that there is a strong impact on fertility rates. Dr Jackson notes that typically, repayment of HECS occurs during childbearing years, and this causes students to delay starting a family and therefore reduces the number of children they might have been willing to have, which in turn affects population growth (Armstrong 2004). 

Q20.  Is unpaid caring work important for developing social cohesion and social capital? If so, how?

Consultations conducted by the Department of Communities for the Cross Government Project to Reduce Social Isolation of Older People found that being a carer was a risk factor for social isolation. Unpaid caring work needs to be supported by flexible respite and access to information and community services in order to contribute to social capital. The reciprocal aspect to social capital is not apparent if carers are isolated and unable to access services and community support. 

Q21.  What effect would a balance between paid work and family responsibilities for Australia’s workers have on Australia’s productivity and international competitiveness?

International research has shown that where the most developed family leave and childcare arrangements exist, women’s employment rates are higher.  For example, the OECD Employment Outlook for June 2001 showed a strong correlation between a composite index of policies and practices that encourage work and family balance and the employment of women aged 30 to 34 years of age.  Countries with the highest composite index recorded the highest employment rates for women in this age group. Based on this composite index, the employment rate for this group of women in Australia was just below 65 per cent, which was lower than the rates for women of the same age group in the UK, Germany, the Netherlands, Sweden and Denmark (OECD 2001). 

One of the major challenges facing Queensland and Australia over the next five decades is the projected decline in labour force growth, which is related to the well-documented projected decline in the growth rate of the Queensland and Australian populations over this period. The most important factor in this decline is the long-term decline in the fertility rate. As outlined above, the declining fertility rate is considered partly due to the rising cost to women of withdrawing from the workforce to bear and raise children, relative to previous generations.   Some researchers contend that there are good grounds for the view that work and family measures can influence fertility levels generally and in Australia in particular (Kinnaird and Associates 2002). They provide examples of countries where fertility rates have increased following introduction of specific work and family measures, notably France and Norway.

McDonald (2001) in his analysis of Family Support Policy in Australia: The Need for a Paradigm Shift’ made the case that “It is already very evident that when social institutions remain founded in the male breadwinner model of the family yet young women are offered opportunities in paid employment similar to those of young men, fertility rates fall to extremely low levels. This is the case in countries such as Italy, Spain and Japan. In contrast to these countries, two European countries with fertility rates well above Australia’s rate, Norway and France, have adopted a new model of the family in which a lifetime approach is taken to the combination of work and family for both fathers and mothers.”

A comparison of the path of fertility in Australia, France and Norway in the 1990s shows declining fertility reversed in France and Norway while Australia continues its downward trend.  On standardised labour force participation rates (see table 10), female participation rates in France increased by 2.6 percentage points over the period 1990-2000 from 47.0 to 49.6 per cent. Data on Norway is not available on the same basis.

McDonald (2001) argues that while France and Norway have adopted somewhat different approaches, their family policies have several common strands:

· A model that presumes that mothers (or, potentially, fathers) will gradually return to the work force as their youngest child ages – and which provides maximum support for a gradual return to the labour force (vs. other options). Both systems aim to maintain a level of attachment to the work force.

· In both countries, this is achieved through paid parental leave when the child is under one year of age, a combination of parental leave, child payments and child care when the child is aged one and two; and free, high quality early childhood education after the child reaches age two in France and age three in Norway

· In both countries, the costs of parental leave programs are not borne by individual employers but by a national insurance system.
· Working hours have been targeted for attention with France reducing the standard working week to 35 hours and Norway providing a right to parents to reduce their work hours to 80 per cent. 

McDonald also cites an international study by Gornick, Myers and Ross (1998) of 14 western countries which ranked Australia’s level of support for the employment of mothers with children aged three to school age 13th, just ahead of the US; and 14th for employment policies for mothers with a child aged less than three.

McDonald (2001) concludes that “decisions about family formation will be conditioned by the perceptions that parents have of the supports that are available to women to combine work and child-raising. On the other hand, decisions about the level of attachment to the labour force of women with children will be conditioned by the actual supports available to them at the time”. 

While government taxation policy and other policies such as maternal and paternal leave play an important role in promoting flexibility, employers and firms need to undergo a significant cultural shift before widespread change could be realised.  For this reason it is worthwhile considering some of the barriers to promoting a work/life balance while considering the effects of such changes on productivity and competitiveness.

Current management practices tend to improve the productivity and competitiveness of an individual firm by focusing significantly on controlling costs and generating benefits that are certain, measurable and realised in the short term.  The workplace innovations needed to increase flexibility for employees impose substantial and easy-to-observe short-run costs.  As benefits are less certain and accrue over a longer term, managers may prefer strategies for improving profitability through short-run cost reductions or investments in assets which provide benefits that are better understood and more easily measurable.

Hence a decision to change employment conditions requires both a far-sighted, innovative management culture and a positive cost-benefit analysis.  

The size of an enterprise is a strong determinant of its capacity to offer more flexible working conditions.  The economies of scale present in larger workforces mean that a more stable workforce magnifies the net benefits available to large enterprises.  Conversely, the cost-benefit analysis for smaller businesses to provide more flexible working conditions is likely to be unfavourable and have a negative impact on productivity and competitiveness.  The scalability of benefits is particularly important given that in 2000-01, small businesses employed approximately 42% of Australia’s workforce (ABS 2001d).  

More innovative workforce practices by small businesses may be required to ensure that the benefits of creating flexibility for employees outweigh the costs.  As an example, consider small businesses in nearby locations which require similar generic and readily transferable skills.  Each currently employs their own small workforce.  A shift to a system of pooled labour which serviced a collective workplace, while not without its challenges, could create the economies of scale required for small businesses to provide more flexible working arrangements for workers.  

The capacity for work and family strategies to have a positive effect on labour force participation highlights the importance of the work and family balance in providing benefits across the spectrum – for employees and their families, for employers, and for the broader economy and society.

Q22.  What effect would a more equal sharing of unpaid household work between men and women have on Australia’s productivity and international competitiveness?

The Queensland Government’s Smart State Strategy contains a vision of a State where knowledge, creativity and innovation drive economic growth to improve prosperity and quality of life for all Queenslanders. Well trained and skilled workers increase Australia’s workplace competitiveness and provide employers with a larger group of potential recruits to choose from and this assists in maintaining productivity. For women to take advantage of, and contribute to, these emerging opportunities, flexible education, training and employment pathways at various stages of their lives are essential so that they can participate in the paid workforce and avoid poverty. 

There are significant, measurable economic benefits to higher female employment, which extend beyond the private gain of higher incomes for the families involved. Higher female employment rates enlarge the economy, increase tax revenues and create a more dynamic economy by increasing the supply of skills in the labour market.

Loss of skills and experience by women taking time out of the workforce to become mothers does have a detrimental effect on the economy as well as on the women having time out. Access to affordable and accessible child care is essential to enabling women to participate in training and education opportunities.

In June 2001, women made up 36% of all Queensland small business operators however women remained under-represented in science, engineering, and the information and communication technology industries, including university and training courses (Department of Premier and Cabinet 2003a, p.10).  By encouraging participation in these emerging, non-traditional industries women will contribute to the economy and to their own economic independence. The provision of information and support can help secure higher standards of living and a solid contribution to a more robust economy. 

Increased numbers of women in paid full-time employment as well as an increase in pay equity between men and women would increase productivity for the economy. The lack of family-friendly work policies has been recognised as a barrier to women’s workforce participation. For that reason, the implementation of family-friendly working conditions would allow improved distribution of paid and unpaid work and encourage women back into the workforce, and therefore the ability to contribute to economic growth. 

There are substantial public benefits to be gained from helping give children the best start in life and supporting parents in reconciling the demands of work and family life. These include expanding opportunities within and across generations, tackling disadvantage, and increasing the productive capacity of the nation. The needs of children and families cannot be traded against the demands of the labour market but should be advanced together.
Chapter 6:
Summing up - why work and family issues are important for Australia.

One of the major challenges facing Queensland and Australia over the next five decades is the projected decline in labour force growth, which is related to the well-documented projected decline in the growth rate of the Queensland and Australian populations over this period. The most important factor in this decline is the long-term decline in the fertility rate. As outlined above, the declining fertility rate is considered partly due to the rising cost to women of withdrawing from the workforce to bear and raise children, relative to previous generations.   Some researchers contend that there are good grounds for the view that work and family measures can influence fertility levels generally and in Australia in particular (Kinnaird and Associates 2002). They provide examples of countries where fertility rates have increased following introduction of specific work and family measures, notably France and Norway.

The Queensland Government’s Smart State Strategy highlights the contribution of well trained and skilled workers to Australia’s workplace competitiveness which provides employers with a larger group of potential recruits to choose from and this assists in maintaining productivity. For women to take advantage of, and contribute to, these emerging opportunities, flexible education, training and employment pathways at various stages of their lives are essential so that they can participate in the paid workforce and avoid poverty. 

Loss of skills and experience by women taking time out of the workforce to become mothers does have a detrimental effect on the economy as well as on the women having time out. Access to affordable and accessible child care is essential to enabling women to participate in training and education opportunities.

Government taxation policy and other policies such as paid maternal and paternal leave play an important role in assisting families to balance paid work with family responsibilities and should be reviewed by the federal Government to encourage maximum participation of both parents in the Australian economy.  Equally important are the measures that employers and businesses need to take to encourage the introduction and more widespread acceptance of work and family strategies.  This cultural shift can be promoted through a stronger focus on the benefits to business of accommodating work and family responsibilities by the federal Government.  The capacity for work and family strategies to have a positive effect on labour force participation highlights the importance of the work and family balance in providing benefits across the spectrum – for employees and their families, for employers, and for the broader economy and society.

A more equal participation of parents in paid work does depend on a more equal sharing and therefore valuing of the unpaid work of family responsibilities.  Recognition of the value of unpaid work can be effective in achieving cultural change in this regard. 

Recommendations
The Queensland Government proposes that the Federal Government:
· adopt the Queensland Industrial Relations Act 1999 amendments of 2005 which require that awards and agreements take account of employees’ family responsibilities and, wherever possible, include facilitative provisions to allow agreement to be reached on work and family responsibilities;

· review the current state of working time arrangements to investigate the impact that long working hours can have on family and community life, productivity and health and safety;

· support the following key goal to encourage a balance in paid and unpaid work arrangements:
· reviewing the current policy framework of government assistance and legal entitlements to encourage the participation and retention of mothers in the paid workforce.
Chapter 7:
Anti-discrimination and family responsibilities legislation
Q23.  Can anti-discrimination systems assist men and women better balance their paid work and family responsibilities? Why or why not?

The Anti-Discrimination Commission Queensland (ADCQ) is of the view that anti- discrimination systems are one important tool that can assist men and women better balance their paid work and family responsibilities.  The attribute ‘family responsibilities’ was inserted into the Queensland Anti- Discrimination Act 1991 (the ADA) by way of an amendment to the ADA which came into effect in March 2003. 

In 2003-2004, 19 complaints were accepted by the ADCQ where a ground of discrimination is alleged to be ‘family responsibilities’ in the area of work.  Of those complaints, 9 were made by female complainants and 10 were made by male complainants.

In 2004-2005, 46 complaints were accepted on the ground of family responsibilities in the area of work. Of these 36 were made by female complainants, and 10 were made by male complainants.  

To date, only one complaint alleging family responsibilities has proceeded to a public hearing before the Anti-Discrimination Tribunal Queensland (ADTQ). That case involved a complainant, who was a teacher and a single parent, successfully obtaining  an interim order to prevent her employer (Education Queensland) requiring her to move  to a new school, a move that she alleged failed to take into account her family responsibilities (Hastie V Ryan and others (2003) QADT 29 (12 December 2003)).  This case later settled, so to date there have been no final determinations in the Queensland jurisdiction on ‘family responsibilities’.  

The complaint process contained in the ADA allows for employees who believe they have been discriminated against on the basis of their family responsibilities to make a complaint to the ADCQ and to attend a conciliation conference in an attempt to resolve their complaint with the respondent/employer. There are numerous ways in which complaints may be resolved, including negotiating different working hours, more flexible work conditions,  permission to take unexpected leave breaks in some circumstances to meet family needs, to name a few.  Negotiations, where successful, can lead to a better work-life balance for the individuals involved in the complaint.

Not all complaints can be successfully conciliated, and some may ultimately proceed to a public hearing before the ADTQ.   The decisions made by the ADTQ can indirectly affect more workplaces and individuals than just those individuals and employers involved in that specific complaint. The broader public benefit of Tribunal decisions is that they can build up a body of case law that can illustrate the circumstances and parameters of discriminatory conduct in relation to the ground of family responsibilities.  Unfortunately, developing a body of case law can be very slow, and does not assist in a timely way the development of larger systemic changes that may be necessary across workplaces to assist people to better manage their work and family responsibilities. 

The ADA also prohibits discrimination on the basis of parental status, and on the basis of breastfeeding. These attributes have been in the ADA since 1991, although the ground of breastfeeding was limited to the goods and services area, and did not include breastfeeding in the workplace until March 2003. These grounds have also been the basis for complainants to make complaints about issues that they feel constitute discrimination in the workplace, and provide a mechanism to negotiate for workplace conditions that accommodate these responsibilities.  From 1997 - 2005 the ADCQ has had 16 complaints by males and 77 complaints by females on the basis of their parental status in the work area.  A number of these complaints have proceeded to public hearing (Hastie v Ryan and others [2003]; Porter v Matson and Locomotive International Pty Ltd [1977]; Everett v Copperart Pty Ltd [1997]; Dickie v Newman [1998]; Dennis v Martin and CM Pty Ltd t/a Gray Eisdell Martin [2001]; Du Bois-Hammond v Ariel, Cole and Raging Thunder Pty Ltd [2004]).

Q24.  Why do men with family responsibilities not make more use of the family responsibilities provisions of the Sex Discrimination Act? 

As outlined above, the inclusion of family responsibilities provisions into the Queensland Anti-Discrimination Act 1999, has not attracted a significant number of male applicants.  The most  likely reason is  that they are not being discriminated against on this ground to the same extent as women, as men are much less likely than women to have adopted the role of primary carer, or to seek to modify their work arrangements , to accommodate caring. This rationale is also likely to explain the relatively small number of complaints made by men under the Sex Discrimination Act. In addition, there are also the problems with the limited application of the SDA to men, which have been outlined in HREOC’s Discussion Paper. 

The Anti-Discrimination Commission of Queensland has outlined the importance of a range of measures, not only in the discrimination but in the industrial relations jurisdiction to positively reinforce the importance of enabling workers, including male workers, to accommodate their family responsibilities.  As they state, “it is essential that core family friendly provisions ought to be contained in industrial legislation that ensures a wide coverage across the workplace (Question 26).”   

Extending the industrial relations jurisdiction to provide statutory protection for family responsibilities would provide working parents with a choice of jurisdiction under which to file their claims if they have been denied a reasonable request to meet family responsibilities.  Individual workers ought to be able to access either the industrial relations, anti-discrimination or human rights commissions for a remedy in cases where they have been treated unfairly due to family responsibilities dependant on their individual situations. 

An improved national system of employment and workplace relations is also required across Australia, to ensure there are entitlements and incentives in workplaces that will allow and encourage male workers to take a more equal role in sharing family and caring responsibilities.

Q25.  Should the Sex Discrimination Act be amended to give greater assistance to men and women to address any workplace disadvantage they may face on the basis of their family responsibilities? If so, what particular amendments are necessary? If not, why not?

The Queensland Government would support the amendment of the Sex Discrimination Act, or the passing of new federal legislation to ensure that the notion of ‘ family responsibilities’ discrimination is incorporated into federal anti discrimination laws. It is important that the definition of family responsibilities discrimination includes direct and indirect discrimination, and that the protection afforded by discrimination legislation applies comprehensively to both male and female workers.
As mentioned above, it is equally imperative that the recent AIRC decision on the work and family test case is adopted by the federal Government into their proposed Fair Pay and Conditions Standard which will provide stronger protections for working parents to preserve their rights to accommodate their family responsibilities when negotiating with their employer.
Q26.  Can an individual complaints mechanism adequately deal with discrimination on the basis of family responsibilities? If not, what other changes may be necessary? 

The ADCQ believes that the complaints mechanism is an important and significant mechanism to deal with discrimination on the basis of family responsibilities, but it cannot be relied upon as the sole means of ensuring workplaces adequately accommodate the various needs of workers with family responsibilities.

The burden placed upon individuals to make and follow through their complaint is significant.  Not only is there a significant amount of time and energy required to run a complaint, there is also the emotional consequence for a worker being in direct and clearly identifiable  conflict with their employer, and the stress and uncertainty that that this conflict entails.  Complainants often feel obliged to engage a lawyer who can involve an outlay of a significant sum of money, and if they proceed to public hearing, complainants also risk a costs order being made against them if they fail to prove their complaint.

Gathering sufficient evidence to prove on the balance of probabilities that a worker’s family responsibilities was a substantial reason for an unfavourable decision by an employer, or gathering evidence to show a term or condition of work being imposed by an employer is not reasonable (in a  case of alleged indirect discrimination) can often be a very difficult task.

While changes to the workplace may be significant for some complainants who successfully conciliate a discrimination complaint (and in the ADCQ’s experience this occurs most frequently where conciliation occurs very early on, as soon as a potentially  discriminatory issue has been identified in the workplace), in many cases complainants are arguing their case after losing their employment, or the consequence of running the complaint totally destroys the important trust relationship between an employee and an employer, and the employment relationship does not survive the  complaint process.

These are very heavy burdens for individual complainants to bear in order to able to obtain a recognition and accommodation in the workplace of their family responsibilities. 

The ADCQ strongly argues that other additional processes must be put into place to ensure that across all workplaces workers with family responsibilities have clear rights that are understood by all, both employees and employers, and to enable workers with family responsibilities easy access to the conditions and accommodations that are necessary for them to adequately manage their family responsibilities.   

The ADCQ is of the view that combining work with family responsibilities involves fundamental human rights and considers that core family-friendly provisions ought to be contained in industrial legislation that ensures a wide coverage across the workforce.  In this way, basic core provisions become legislative entitlements for all workers and not dependent on piecemeal negotiations at the workplace or through enterprise bargaining agreements.  Nor should such provisions be dependent upon an employer’s goodwill or there being a supportive workplace culture.  If the ability to assess family friendly work practices is left solely to employers and employees, the best employers may respond, but many working parents, fathers as well as mothers, will not be able to negotiate such practices with employers that are less responsive.  Basic entitlements should apply to all workers, be gender neutral and capable of being utilized by any worker, male or female.  

One model for providing workers and employers a clear legislative outline on rights and responsibilities in relation to workers with family responsibilities is a single statutory instrument containing all core entitlements.  The UK has adopted this approach in relation to parental leave benefits (see ss 80F and 80G in the Employment Rights Act 1996  (UK)).  The Parental Leave Award is an example of the adaptation of this model to an industrial instrument.

Systemic discrimination

Despite legislation prohibiting gender discrimination, women still earn less than men, and still are more likely to have caring responsibilities for children and elderly and disabled relatives.  Women are more likely to reduce working hours, work lesser hours or casualised work, or leave work to care for families.

Partly, as a consequence of women taking a greater burden of caring responsibilities, women have a resultant loss of income, superannuation accumulation and often their career progression is halted.  Means to reduce the impact upon women workers who have family responsibilities include ensuring workplaces are more family-friendly so women don’t have to leave the workforce or sacrifice their careers to care for family, and encouraging men with family responsibilities to avail themselves of family-friendly work practices so the caring responsibilities can be more equally shared by men and women.

As well as having legislated rights for all workers as discussed above, it is important that encouragement should be given to all stakeholders to include family friendly measures in all awards, enterprise agreements and individual workplace agreements.  These need to be supported by individual company policies that endorse the provisions and ensure workers are aware of their rights and will not be disadvantaged if they utilize them.  Such provisions should not be confined to female dominated industries, awards or agreements.

Chapter 7:
Summing up - Anti-discrimination and family responsibilities legislation 

The Anti-Discrimination Commission Queensland (ADCQ) is of the view that anti- discrimination systems are one important tool that can assist men and women better balance their paid work and family responsibilities.  The attribute ‘family responsibilities’ was inserted into the Queensland Anti- Discrimination Act 1991 (the ADA) by way of an amendment to the ADA which came into effect in March 2003. 

Extending the industrial relations jurisdiction to provide statutory protection for family responsibilities would provide working parents with a choice of jurisdiction under which to file their claims if they have been denied a reasonable request to meet family responsibilities.  Individual workers ought to be able to access either the industrial relations, anti-discrimination or human rights commissions for a remedy in cases where they have been treated unfairly due to family responsibilities dependant on their individual situations. 

As well as having legislated rights for all workers as discussed above, it is important that encouragement should be given to all stakeholders to include family friendly measures in all awards, enterprise agreements and individual workplace agreements.  These need to be supported by individual company policies that endorse the provisions and ensure workers are aware of their rights and will not be disadvantaged if they utilize them.  Such provisions should not be confined to female dominated industries, awards or agreements.

The Queensland Government would support the amendment of the Sex Discrimination Act, or the passing of new federal legislation to ensure that the notion of ‘ family responsibilities’ discrimination is extended to include direct and indirect discrimination and applies comprehensively to both male and female workers.    

Recommendations:
The Queensland Government proposes that the federal Government:

· consider the amendment of the Sex Discrimination Act, or the passing of new federal legislation to extend ‘ family responsibilities’ discrimination to include direct and indirect discrimination and to apply comprehensively to both male and female workers.
Chapter 8:
Workplace relations, policies and practices and the business case for change

Q27.  Are amendments to the workplace relations system needed to give greater assistance to men and women to address any workplace disadvantage they may face on the basis of their family responsibilities? If so, what particular amendments are necessary? If not, why not? 

In May 2005, the Prime Minister announced the federal Government’s plans for industrial relations reform. The federal government proposals have a number of implications for employees and their families, as they will erode the work conditions employees enjoy under the current industrial relations system. Some of these implications will be discussed below.

Disappearance of Test cases

In Australia, the role of government in ensuring family-friendly work practices is restricted due to the constitutional limitations on the jurisdiction of the Federal Government. The Federal Government does not legislate for standard provisions beyond a minimum and provides relatively limited direction in relation to industrial bargaining. Given this, many Australian families have been reliant on the actual outcome of industrial bargaining, both for awards and agreements, in terms of their ability to balance work and family responsibilities (OECD 2002). 

In the private sector, the establishment of several important “family-friendly” provisions has been achieved through test cases:

· The 1979 Maternity Leave Test Case established maternity leave as a provision in the private sector through awards, providing 52 weeks unpaid maternity leave. 

· The 1985 Adoption Leave Test Case provided women with 52 weeks unpaid leave up to the child’s 5th birthday. 

· In 1990, a provision for maternity, paternity and adoption leave in awards was established via the Parental Leave Test Case. The parental leave provision provided fathers with 52 weeks unpaid leave, if they wished to spend time as the primary caregiver, and extended adoption leave to fathers. The provision also allowed parents to negotiate with their employer a period of part-time work up to the child’s second birthday. 

· The 1995-1996 Family Leave Test Case provided employees with 5 days paid carer’s leave per year to care for or support family or household members. This leave was to be taken from available sick and bereavement leave entitlements. In addition to carer’s leave, employees could access a range of other provisions to attend to family responsibilities, such as time off in lieu for over-time, access to annual leave, rostered days off and unpaid leave. 

· The Australian Council of Trade Unions (ACTU) lodged an application with the Australian Industrial Relations Commission (AIRC) on 24 June 2003 seeking a test case standard for work and family entitlements in federal awards. The case was heard before the AIRC in September 2004 and final hearings were concluded on 17 December 2004. The AIRC full bench handed down its decision on 8 August 2005.  The decision introduces new award provisions, giving an employee the right to request the employer to allow the employee:
a. to extend the period of simultaneous unpaid parental leave to a maximum of eight weeks;

b. to extend the period of 12 months unpaid parental leave by a further period of 12 months; and

c. to return from a period of parental leave on a part-time basis until the child reaches school age.

The employer may only refuse such a request on reasonable grounds related to the effect on the workplace or the employer’s business.  

Thus, the award system has played an important role in the establishment of workplace provisions that are helping families find a better balance between their work and family responsibilities. 

With the federal government’s plan to focus the Australian Industrial Relations Commission (AIRC) attention on disputes, it is possible that test cases, as they have occurred over the past decades, will disappear. 

Loss of protection against long working hours

Between1982 and 2002 there has been an increase in the average number of hours worked by all full-time workers which appears to be the result of a growing number of people working 50 hours or more per week. In August 2002, around 1.7 million Australians worked 50 hours or more per week, twice as many as in 1982. As a proportion of full-time workers, those working 50 hours or more per week increased from 20% to 30% (ABS 2003a, Work – Paid work: Longer working hours).

The Organisation for Economic Co-operation and Development (OECD) Employment Outlook (2004a) ranks both Australia and Slovak Republic as the 5th highest country for hours worked per worker, behind the Czech Republic, Poland, Greece and Mexico.

Long work hours can have a positive impact on family well-being as the higher income associated with longer hours may relieve the stress and strain resulting from financial difficulties. However, there is compelling evidence that long work hours can create negative consequences for individuals and families (Pocock 2001a). For individuals, long work hours have been associated with poor physical health, such as high blood pressure and poor sleeping patterns, as well as increased stress levels. Employees working long hours generally spend less time at home, with possible negative consequences for employees with families. Their relationship with partner and children may suffer due to the impact of long work hours on the quality of time employees spend at home and with their families (Pocock 2001b).

In addition to the negative consequences of long hours on employees and their families, there is evidence for the negative impact of longer working hours on the health and safety of employees and their productivity in the workplace. Research has indicated that employee productivity per hour for 10 -12 hour shifts is significantly lower than for an eight hour shift. Workers on 10 hour shifts reported significant performance impairments for alertness, memory and attention compared to eight hour shifts (Dawson, McCulloch & Baker 2001). 

In 2002, the AIRC made a decision in the landmark Reasonable Hours Test Case, giving employees a right to refuse overtime where it would result in unreasonable working hours. This right is determined having regard to:  

· any risk to employee health and safety; 

· employee's personal circumstances, including any family responsibilities;

· the needs of the workplace or enterprise;

· notice given by employer of the overtime and by employees intending to refuse it; and

· any other relevant matter.

As addressed previously, the federal proposals regarding the role of the AIRC could result in the disappearance of test cases for setting benchmark employment conditions. 
The Federal government also promotes the use of Australian Workplace Agreements (AWAs), which have been linked to employees working longer hours as protections against excessive and anti-social hours are eroded, especially in non-union agreements and individual contracts (ACCIRT 1998). Instead of specifying a wage increase during the life of the agreement, AWAs quite often use a loaded or ‘all in’ rate. A loaded rate is defined as a total package that combines additional payments such as penalty rates, overt-time, allowances, annual leave loading and payout of leave entitlements together in a higher hourly rate. The use of loaded rates in AWAs is often accompanied by very open-ended hours of work arrangements, which in many cases provide employers with the absolute discretion to direct employees to work the hours considered necessary to complete their duties. The loaded rate combined with these open-ended hours of work arrangements generally disadvantages employees who find themselves working longer hours than were anticipated when the loaded rate was set (van Barneveld & Arsovska 2001). 
Diminished Union Involvement

In terms of agreements, the Federal government will continue to promote the use of federal non-union agreements and Australian Workplace Agreements (AWAs). The federal government intends to provide an extra $12 million over 4 years to the Office of Employment Advocate to promote AWAs and to “simplify and streamline” current agreement making processes. In 2004, the federal government introduced the Workplace Relations Amendment (Simplifying Agreement-making) Bill 2004, which was rejected at that time. The government has now indicated its intentions to introduce an omnibus Bill in 2005. It is expected this Bill will contain similar provisions to the Bill mentioned above.
The Bill includes provisions which are intended to prevent unwarranted interference by third parties in agreement making. According to the federal government, these provisions are based on concerns expressed by employers and employer organisations that a union bound by an agreement made directly with employees under section 170LK of the Workplace Relations Act 1996 may effectively prevent the variation, extension or termination of the agreement on behalf of a minority of employees, even if the variation has majority employee support. 
While the federal government’s argument that the needs and demands of a minority group should not be considered if it interferes with the decisions of the majority appears reasonable, it has the effect of discounting the needs of significant minorities, for instance workers with family responsibilities whose interests may be harmed by the proposed agreement.  In terms of family-friendly workplace policies and practices, organisations which develop ‘work and family’ policies based simply on what the majority of employees consider important, might overlook the needs of important minority groups. 
For example, in organisations where men or employees in their post-childbearing years form the majority and women in their childbearing years the minority, the average importance allocated to maternity leave provisions may be rather low. However, when specifically considering the interests of women in their childbearing years, the average importance allocated to these policies is likely to be high and may be an important determinant in job retention. Overlooking the needs of a minority group could have adverse effects not only for the employees involved, but also for employers who stand to lose valuable skills and knowledge as people move on to workplaces that do accommodate their needs. Recognising the needs of all groups of employees, instead of just taking into account those of the majority, is essential to these policies being beneficial for both employees and employers.

Queensland Government initiative

The Queensland Parliament passed the Industrial Relations Amendment Act 2005 on 12 August 2005 (the Act will commence on 1 September 2005). This Act is the Queensland Government’s response to the Federal Government’s proposed industrial relations reform agenda, and seeks to provide protection for workers who may be adversely affected by the federal Government’s proposals, but not to burden employers by interfering with current arrangements under awards and agreements. Only those employers who choose to make awards and agreements after the Queensland amendments commence, and who do not address them in the agreements made with their employees, will face the cost of the legislated minimum entitlements in the Industrial Relations Act 1999.

The Act will provide the following entitlements for Queensland employees whose awards or agreements do not provide these conditions:
· Casual loading of 23% which reflects the standard established by the QIRC as a general ruling in April 2001.
· Annual leave loading of 17.5% loading on the amount paid for annual leave in line with the test case decision by the QIRC in 1973. 
· Shift work loadings of 12.5% of ordinary time wages for an afternoon shift and 15% of ordinary time wages for a night shift reflecting the general ruling by the QIRC.  The definition of afternoon shift and night shift will reflect current standards in Queensland awards.

· Redundancy pay standard established by the QIRC in 2003 will be incorporated into the Act together with the continued exemption of small businesses with the equivalent of 15 full-time employees or less. 
· Weekend penalty rates of 25% in addition to the ordinary hourly rate for work on Saturday and 50% in addition to the ordinary hourly rate for work on Sunday. 

· Ordinary working week will be amended to introduce a 38 hour week for employees covered by awards and agreements made after 1 September 2005.
· Meal breaks will include a minimum unpaid meal break of 30 minutes after 5 hours’ work in addition to the existing provision for rest breaks of at least 10 minutes for each 4 hours of working time.
· Notice of termination will be retained under the existing provisions for notice periods by employers to employees. Employees will now be required to give a minimum notice period of one week to employers.
· Jury Service Leave provisions will be incorporated into the Act to provide that employers make up the difference between the worker’s ordinary time earnings and the Queensland Government daily allowance for employees on jury service whose:

· awards and agreements are made after the date of commencement and 

· where the award or agreement is silent on the matter.
· Public holiday penalties will be extended to federal employees who work on a public holiday, when it falls on a day when they are ordinarily required to work, and who will be entitled to ordinary time for the public holiday, plus time and a half for any hours they work, with a minimum four hours pay.  

In addition, employees who work outside their ordinary working hours on a public holiday, including casual employees, will be entitled to double time and a half for the hours they work, with a minimum of four hours pay. 

· Loadings for working overtime will be amended to extend to federal workers the current overtime payments for work in excess of ordinary time hours, although modified for a 38 hour week.  

Overtime rates will apply to time worked in excess of 6 days in any 7 consecutive day period; 38 hours in any consecutive 6 days; 7.6 hours per day; or before or after ordinary start and finish times.

The rate of overtime is time and a half or double time if more than one shift is worked per day unless awards and agreements provide alternative arrangements.

The Act extends certain minimum protections in the Industrial Relations Act 1999 to all employees (with only minor exceptions). These minimum conditions relate to processes and rights rather than entitlements and will have no impact on labour costs.  They will:

· encourage awards and agreements to provide for classifications and skills-based career paths so that wages will continue to be structured to support skills development and a minimum trade rate is guaranteed to employees completing apprenticeships; and

· ensure that outworkers in all industries receive comparable pay and conditions to workers on awards who perform the same work at the employer’s premises.
Q28.  Do men make adequate use of the workplace relations system to assist them to balance their paid work with their family responsibilities?

In November 2004, the Queensland Household Survey (QHS) included questions on the use of work-life balance policies during the previous 12 months. The QHS is a phone survey conducted with randomly selected household residents, aged 18 years or over, using Computer Assisted Telephone Interviewing (CATI). Of the 3424 people who were interviewed, 1102 were either employed permanent full-time (N = 851) or permanent part-time (N = 251).  These employers completed the questions on the use of work-life balance policies. 

Results showed that of the men in permanent employment, only 6% worked part-time compared to 39% of women. Part-time work is often used by women to combine work with family responsibilities. When comparing men in permanent full-time positions (N = 509) with women in permanent full-time positions (N = 342), data showed that men and women make similar use of carer’s leave (respectively 6.3% versus 6.1%); purchasing additional annual leave (2.8% versus 2.9%) and paid paternity/maternity leave (1.2% versus 1.5%). However, more women than men used pooling leave arrangements (respectively 7.3% versus 4.3%) Time off in Lieu (36.0% versus 33.0%) flexi-time (14.6% versus 12.2%) negotiated part-time work (3.2% versus 0.8%) and brought their child to work in an emergency (7.0% versus 3.3%).

Of the permanent full-time and part-time employees who had been on parental leave in the previous 12 months, 93.3% of men had returned, compared to 71% of women. Among the men who had returned, 92.9% returned to the same job with the same employer and the same hours, compared to 68.2% of women who returned to the same job with the same employer and the same hours.  A further 3.6% of men and 4.5% of women returned to the same employer but in a different job. A rather large proportion of women (22.7%) returned to the same job with the same employer, but on reduced hours. None of the men returned in a reduced capacity.

The QHS also found that around 21% of men and 22% of women indicated that they wanted to make (more) use of the listed work-life balance policies. A relatively large proportion of men (16.8%) indicated that they could not use these policies due to work commitments (8.1% of women gave this as a reason). A slightly higher proportion of men (3.5%) than women (1.6%) indicated that they did not apply as they thought their employer would reject their request anyway, while a larger portion of women (4.1%) than men (0.9%) indicated that they had not used the policies due to pressure from their employer or other workers.

It appears that in Queensland, men’s and women’s uptake of work-life balance policies shows similarities for some policies and obvious differences for others. The differences between uptake for men and women tend to be related to differences in the perceived advantages and disadvantages of using such policies. As indicated previously, Bittman, Hoffman & Thompson (2004) identified a number of specific barriers men face in the workplace, including economic implications, an unsupportive workplace culture, and their own attitudes toward their roles as worker and caregiver. These barriers are likely to prevent men from using certain policies, and therefore need to be addressed to ensure men’s and women’s uptake of work-life balance policies is more equitable.

Q29.  Do informal workplace policies work well to assist employees to balance their paid work and family responsibilities? Do they assist some employees more than others, and if so, is this appropriate? 

Informal work arrangements may be one-off or ad-hoc arrangements that are verbally agreed to by the employee and employer, and are not registered or approved by an authority or tribunal. Depending on the employee and the manager the application of informal policies might be different on each occasion.

Formal workplace policies include organisational or human resources policies that are documented in writing. These policies are usually not part of enterprise agreements but are used in conjunction with enterprise agreements. Formal policies are applied in a more consistent manner as there are generally certain guidelines available on how to implement such policies. Employers and employees are generally bound by formal policies or procedures that have been agreed to at the signing of the employment contract. 

Informal work arrangements are generally developed to accommodate specific needs of employees. While the argument could be made that informal policies often provide greater flexibility for employees, because they can be tailored to their specific needs, there is a potential for people to be disadvantaged by ad-hoc policies due to a lack of employee awareness of such policies. The Queensland Department of Industrial Relations and University of Queensland surveyed around 3,000 Queensland employees and found that employees were generally less aware of the organisation’s informal policies compared to the formal policies. In addition to the survey results, focus group discussions revealed that the informality of policies often meant that employees were not aware that these policies could be negotiated with the manager. 

A lack of awareness might be partly due to the fact that informal policies are generally not publicised. A lack of information might increase the risk for inequality among employees in their ability to balance work and family responsibilities.  For example, employees who are more assertive might negotiate access to certain arrangements which are not formally available, while less assertive employees might not feel comfortable negotiating with their managers and consequently miss out on these arrangements. 

Another problem with unofficial policies lies in the fact that access is negotiated with individual managers. This means that the outcome for an employee does not only depend on his or her negotiating skills, but also on the manager they are negotiating with.  Managers might have different views on balancing work and family and the importance of policies aimed at helping improve balance, which could affect their willingness to accommodate special needs for employees. But even when managers are willing to accommodate such needs, the absence of appropriate information on how to implement certain policies might create an obstacle for managers to implement them consistently. 

When introducing new or changing old policies is it important to formalise and document the policies in the organisation’s human resources, or other relevant, handbook. Formalising a policy removes doubt about what provisions are available to employees, while documentation in a central place (e.g. in a handbook or a dedicated internet site) makes it easier for employees to find information on policies.

Apart from formalising and documenting policies, employees should have access to the handbook or internet site containing the policies. In addition, the guidelines about the policies should be concise and clear, so all employees can easily understand their rights and responsibilities in relation to the available policies.

Q30.  Have EEO policies and business case arguments produced a greater acceptance of the need for workplaces to be family-friendly? 
As issues associated with the aging population, loss of experienced and skilled staff and labour market shortages become more apparent the business case to offer flexible work arrangements will become increasingly important.  The OPSME is currently coordinating a Talent Attraction Project which aims to position Government as an employer of choice.  Development and implementation of flexible work arrangements has been recognised as an important part of this project.  Agencies are being actively encouraged to develop a range of flexible work arrangements to increased applicant pools and minimise the impact of potential labour market shortages.   

The Equal Opportunity for Women in the Workplace 2004 survey on paid maternity leave found 41% of employers offered paid maternity leave, up from 36% in 2003 and 23% in 2001.  This increase clearly illustrates that there is a greater acceptance among some businesses that work and family policies are important.  However, industries which were more likely to employ women were less likely to offer paid maternity leave.

Industries most likely to offer paid maternity leave were utilities (79% of employers) and education (76%), while industries least likely to provide it were defence (none), retail (12%) and hospitality (16%). Just under 34% of respondents from the manufacturing industry said they offered paid maternity leave. Larger employers (1000-plus employees) were more likely to offer paid leave (51% of respondents) than smaller employers (up to 249 employees) at 38%.
The majority of employers (42%) offered six weeks’ paid maternity leave, 21% offered 12 weeks, while 2% offered more than 14 weeks.
However, the retention rates for women returning from maternity leave are only slightly higher at organisations offering paid leave (67% compared to 56%), which suggests that organisations should offer a range of work and family policies to encourage retention of paid staff such as return to work on a part-time basis, working from home and flexible working hours.  For instance, British Telco (BT) has reported a 99% return-to-work for employees who take maternity leave due to their introduction of ‘anywhere, anytime’ approach to working which measures employees’ outputs rather than the time they spend on the job.

As a major employer, the Queensland Government has initiated a range of work-life balance policies and practices in workplaces.  For example, the Parental Leave Directive 3/01, Family Leave Award – Queensland Public Sector 2004 and Flexible Work Practices Framework and Options Kit are in use throughout the Queensland Public Sector.  This enables the use of various leave and flexible working arrangements such as carers, maternity and paternity leave and job sharing, part-time work and accrued time off.  

Q31.  How can Australian workplace be made more family-friendly?

To create solutions or provide recommendations on how workplaces can be made more “family-friendly”, the term family-friendly should first be defined.

The Queensland Department of Industrial Relations and the University of Queensland have collaboratively developed an employee survey to evaluate the effectiveness of ‘work and family’ policies in the workplace. ‘Work and family’ policies are defined as policies that help employees meet the needs of their work-life and personal-life effectively. The design of the survey is based on the underlying themes that for an organisation to be family-friendly:

1. it must have institutionalised ‘work and family’ policies (e.g. paid parental leave); 

2. its employees must be aware of the existence of these policies (e.g. have they been given a written document outlining their parental leave rights?); and 

employees must be able to fairly and appropriately access these policies (e.g. are employees treated fairly when they take parental leave or does the company discourage the use of such leave?).

Work and Family Policies

As discussed earlier, test cases in the Australian and Queensland Industrial Relations Commissions have played an important role in the establishment of a variety of entitlements for employees to help them balance work and family responsibilities. The most recent test case, the Family Provisions Test Case, has provided new provisions for employees with parenting and other care responsibilities. 
On 8 August 2005, the full bench decided to:
· introduce a new (parental leave) provision, giving an employee the right to request the employer to allow the employee:

a. to extend the period of simultaneous unpaid parental leave to a maximum of eight weeks;

b. to extend the period of 12 months unpaid parental leave by a further period of 12 months; and

c. to return from a period of parental leave on a part-time basis until the child reaches school age.

· provide that the employer shall take ‘reasonable steps’ to inform and discuss with an employee, whilst on parental leave, significant changes in the workplace that are likely to have a significant effect on the status or responsibility level of the position the employee held before taking leave; and

· provide that an employee may use up to 10 days of personal leave, including accrued leave, in a year for the purposes of caring for family or household members who are sick and require care and support, or who require care due to an unexpected emergency.

· allow annual leave to be carried forward two years from it falling due, and double the number of single days of annual leave that can be taken from five to 10 days. These provisions were based on Australian Chamber of Commerce and Industry/National Farmers Federation (ACCI/NFF) claims. 

The new parental leave provisions that the full bench decided to adopt is based to a large extent on the proposals of the States and Territories, granting an employee ‘the right to request’ a change in working conditions, and imposes a duty upon the employer not to unreasonably refuse the employee’s request. The joint submission of the states and territories supported new award provisions that help employees balance their work and family responsibilities, while taking into account the ability of employers to accommodate these arrangements

The Prime Minister has indicated he is not prepared to commit to flowing the Family Provisions test case decision into its new Fair Pay and Conditions Standard. This could mean that employees moving to the federal system may be covered by agreements which do not provide the new provisions relevant to parental leave and carer’s leave.
Queensland Government initiatives – introducing legislation 

In 1999, Queensland led the country in becoming the first jurisdiction to provide unpaid maternity leave for casual employees when it was introduced for long-term casual employees with at least two years service. 

In 2001, the government took this a step further by reducing the qualifying period to 12 months service and expanding the entitlement to provide unpaid parental leave. 

In April 2005, the Industrial Relations Act 1999 was amended to include:

· a requirement that the Queensland Industrial Relations Commission ensure that awards take account of employees’ family responsibilities and, wherever possible, include facilitative provisions to allow agreement to be reached on work and family responsibilities; 

· "balancing work and family responsibilities" as an industrial matter in Schedule 1 of the Act; 

· that the entitlement to bereavement leave extends to circumstances where an employee needs to attend to matters relating to the death of a person overseas; 

· an entitlement for employees to access a reasonable amount of unpaid bereavement leave to be taken immediately before or after paid bereavement leave to facilitate necessary travel both within and outside Australia; 

· five days’ unpaid cultural leave per year if they are required by Aboriginal or Torres Strait Islander tradition to attend Aboriginal or Torres Strait Islander ceremonies. The leave should be subject to the employer’s agreement but that agreement may not be unreasonably withheld. 

On 12 August 2005, the Queensland Parliament passed the Industrial Relations Amendment Act 2005. The Act will commence on 1 September 2005. The Industrial Relations Amendment Act 2005 is the Queensland Government’s response to the Federal Government’s proposed industrial relations reform agenda, and gives effect to a Government commitment, announced by the Premier on 1 June 2005, to protect employees from the federal Government’s attacks on minimum employment conditions.

The Industrial Relations Amendment Act 2005 builds on the existing minimum conditions provided in the Industrial Relations Act 1999.  It introduces a set of new entitlements for Queensland employees whose awards or agreements do not provide these conditions.  These new entitlements include:

· Casual loading of 23%

· Annual leave loading of 17.5%

· Shift work loading of 12.5% for afternoon shifts and 15% for night shifts

· Weekend penalty rates of 25% for Saturdays and 50% for Sundays

· 38 hour working week with minimum overtime rates for work in excess of this

· minimum meal break of 30 minutes after five hours’ work

· jury service make-up pay

· penalty rates for public holidays

· redundancy payment

· notice of termination by employees to employers

These entitlements only apply to State awards and agreements made after 1 September 2005 and which do not provide the entitlement; and to federal awards and agreements made or varied after 1 September 2005 and which do not provide the entitlement.

In addition, the Act provides two new entitlements which are available to all employees, including non-award employees.  These entitlements are:

· wage structuring to encourage skills development; and

· pay and conditions for outworkers of a comparable standard to those received by workers on awards who perform the same type of work at the employer’s premises.
Awareness of policies

When an organisation implements new policies it is important that employees are made aware of the existence of these policies. Policies need to be effectively and appropriately communicated to the workforce and be well-articulated, in order to be adopted by employees.  

A formal communication strategy is essential when introducing work-life balance policies. Communication is best achieved through a variety of channels, including staff meetings, e-mail, newsletters, fact sheets, brochures, posters, articles in any in-house magazines, and information packages.  In addition, a formal communication of policies should be implemented in the human resources, or other relevant, handbook held by an organisation, outlining the details of the policy and the responsibilities of both staff and managers. New employees should be made aware of employment policies during their induction. These policies should ideally be published in a brochure to provide new employees with ready and easy access to the information (Kramar 1997).   

It is recommended that new or changed policies are reinforced by training managers in how to apply the policies. This would include explaining the possible results of not adhering to the policy; responsibilities of managers, employees and human resources staff; circumstances in which the policy applies; possible deviations; and related policies for reference (Hestwood 1988).

Queensland Government initiatives – creating awareness

The Queensland government developed and implemented the Community Education Strategy (the Strategy) which provides information on balancing work and family responsibilities targeting different stakeholders in the community, in particular businesses and workers. The strategy includes:

· information on employer and employee rights and responsibilities in relation to work and family;

· information on the costs and benefits of particular family-friendly policies and practices for employers and employees;

· practical advice for employees on how to negotiate family-friendly arrangements and advice for employers on ways to implement particular family-friendly measures;

· information on population trends in Australia relevant to work and family;

· information for employers and employees on discrimination in the workplace;

· establishing links to other relevant information resources, such as links to child, aged and disability care resources, community organisations, and Home and Community Care Services.

This strategy consists of a web-based information resource, with the inclusion of links to other relevant government and non-government websites to create a comprehensive source of information on balancing work and family responsibilities for the community. The Work, Family and Lifestyle website can be viewed at www.dir.qld.gov.au (follow the work, family and lifestyle link). In addition to the web-based information resource, a hardcopy toolkit with similar information has been produced. The toolkit is available from public access points throughout Queensland including libraries, union offices, employer associations, regional departmental offices and offices of Queensland Members of Parliament.

Workplace Culture

Making ‘work-life balance’ policies available is an important step in helping employees balance their work and personal lives. However, these policies will be ineffective when employees feel inhibited or are prevented from using these policies. When introducing policies aimed at helping employees balance their work and personal lives, it is important to ensure that the workplace culture supports employees’ use of these policies.

The ‘work-life balance’ culture of an organisation could be defined as the shared assumptions, beliefs and values regarding the extent to which an organisation supports and values the integration of employees’ work and personal lives (based on Thompson, Beauvais & Lyness 1999 definition of work-family culture).
The Importance of a Supportive Work-Life Balance Culture

A supportive workplace culture has been associated with a variety of benefits for both employees and employers, including higher levels of affective commitment to the organisation, lower intention to leave the organisation, higher levels of job satisfaction, lower levels of stress and the experience of less conflict between work and family responsibilities (e.g. Thompson, Beauvais & Lyness 1999; Galinksy & Johnson 1998). 

In addition to the direct positive effects, perceptions of a supportive workplace culture are associated with greater utilisation rates of work-life balance policies (Thompson, Beauvais & Lyness 1999). The culture in the organisation is crucial for determining whether employees will use the policies and their general attitudes towards the organisation (Thompson, Beauvais & Lyness 1999). For employees and employers to enjoy the benefits of work-life balance policies, the culture and work environment need to be addressed when implementing such policies (Galinksy & Johnson 1998). 

So, providing policies alone is not sufficient for employees to feel comfortable accessing the policies particularly if managers and colleagues are not supportive (Overman 1999). Family-friendly policies will be counterproductive if the work culture does not support them. 

How can you change workplace culture?

The development and implementation of policies is a gradual process, which requires dealing with certain behaviours, attitudes and expectations held by employees and management within the organisation (Kramar 1992). Alignment between policy, culture and leadership is essential for policies to succeed. If the culture is not supportive of the policies, they are likely to fail (Schneider 2000).

Education and communication

Changing the workplace culture does not happen overnight and requires commitment from both employers and employees. It is important to build consensus for cultural change from the top down as well as the bottom up (Want 2003). Education about the importance of work-life balance, the benefits provided by work-life balance policies and the role of workplace culture is necessary to convince managers and front-line employees of the importance of a supportive ‘work-life balance’ culture.

Discussions between management and staff may increase understanding of mutual expectations and develop solutions to work-life balance issues. Discussions between team members on how they can help each other with work-life balance should be encouraged, as it provide employees with a feeling of ownership of the problem solving process.

Getting management behind the cultural change

It is vitally important that both senior and middle management get behind the cultural change. Active and visible support from senior management is crucial to the effective development of work and family policies (Kramar 1997). Managers supporting a traditional organisational culture, which emphasizes the pursuit of work goals and ignores employees’ personal lives, undermines the success of work-family policies (Saltzstein, Ting & Saltzstein 2001).

Attitudes and resistance of middle management and line managers can create significant barriers to employees’ use and effectiveness of policies. Implementation of policies will be more effective if senior management is supportive of the policies and if line managers are convinced of the need to implement them (Kramar 1992). Line managers need to know why policies are introduced and how they will improve organisational performance. Middle and line managers may be particularly important in the change process as they are more directly in touch with the work environment of the employees (Smith 2003).

Changing key values and norms and cultural artefacts

An important issue that should be addressed when trying to change the workplace culture is the role of cultural artefacts. Cultural artefacts reflect and support the organisation’s culture. Examples of cultural artefacts include key values and norms; myths and sagas about company successes and heroes and heroines; symbols, rituals and ceremonies; and use of physical surroundings. It is important when changing the workplace culture, to change the existing cultural artefacts as well. In fact, new cultural artefacts can enhance the cultural change process (Higgins & McAllaster 2004). 

One of the most important key values and norms that are likely to undermine work-life balance policies is the belief that work and personal lives should be completely separated. With the increase in dual-earner families, as opposed to the more traditional single-earner families where generally the men work, this is a rather unrealistic expectation. Employees’ roles these days are not restricted to either the work or family domain, but they have roles in both these domains which they need to balance. This is a reality for both employers and employees and old traditional values and norms about separating these roles need to be adjusted.

It is critical to address the key values and norms when changing the workplace culture. To change existing values and norms, specific measures could be taken. For example, the organisation’s Value Statements, outlining the core values, could include a statement on the organisation’s commitment to work and life balance. Also, organisations may indirectly reward NOT using work-life balance policies when they provide rewards purely based on the number of hours worked, instead of employees’ outputs and performance. Employees may feel pressured to work long hours out of fear that their career will suffer, making it more difficult to attend to responsibilities in their personal lives. The organisation could change its reward system by putting a greater focus on output and performance instead of work hours.

Changing key values and norms may prove very difficult. However, the other cultural artefacts may assist changing and reinforcing new values and norms. Changing the other cultural artefacts may help change the key values and norms of an organisation. Examples of how other cultural artefacts could be changed include:

Myths and sagas:

· A common myth about work-life balance issues is that it is only relevant to women. Educating people about the benefits of these policies for both women and men may help change this common myth. 

· Organisations could give profile to people in the organisation who are high performers and who also use the policies to create new heroes. 

Symbols, rituals and ceremonies:

· The organisation could organise some social functions at times suitable for children as well as adults and specifically invite the employees’ family members.

· The organisation could introduce awards for managers or supervisors nominated by employees for having provided an environment where both employees’ work productivity as well as their personal needs are addressed and enhanced.

· The organisation could have award ceremonies for those employees who are playing an important role in changing the workplace culture.

Use of physical surroundings:

· Allow people to have pictures or other personal objects in their work area. 

A final important note for organisations is that cultural change requires a tailored approach using processes that are right for the organisation. Also, different customer needs should be taken into account when planning for a cultural change. 

So, creating a family-friendly workplace involves:
1. creation of work and family policies

2. making employees aware of these policies; and

3. creating a workplace culture which is supportive of employees combining work and family responsibilities, and accessing the policies.
Chapter 8:
Summing up - workplace relations, policies and practices and the business case for change

The proposed federal Government national industrial relations changes will have the effect of eroding the protections afforded to working parents.  In particular, the federal proposals will diminish the role of the AIRC which could result in the disappearance of test cases for setting benchmark employment conditions. At this stage, the federal Government has given no indication that it will incorporate the AIRC’s decision on work and family entitlements.

The Queensland Government recommends that the federal Government implement the AIRC decision giving an employee the right to request the employer to allow the employee:

· to extend the period of simultaneous unpaid parental leave to a maximum of eight weeks;

· to extend the period of 12 months unpaid parental leave by a further period of 12 months; and

· to return from a period of parental leave on a part-time basis until the child reaches school age.

The decision allows the employer to refuse such a request on reasonable grounds related to the effect on the workplace or the employer’s business.  
The Queensland Government’s legislative initiatives:

In 1999, Queensland led the country in becoming the first jurisdiction to provide unpaid maternity leave for casual employees when it was introduced for long-term casual employees with at least two years service. In 2001, the government took this a step further by reducing the qualifying period to 12 months service and expanding the entitlement to provide unpaid parental leave. 

In April 2005, the Industrial Relations Act 1999 was amended to include:

· a requirement that the Queensland Industrial Relations Commission ensure that awards take account of employees’ family responsibilities and, wherever possible, include facilitative provisions to allow agreement to be reached on work and family responsibilities; 

· "balancing work and family responsibilities" as an industrial matter in Schedule 1 of the Act; 

· that the entitlement to bereavement leave extends to circumstances where an employee needs to attend to matters relating to the death of a person overseas; 

· an entitlement for employees to access a reasonable amount of unpaid bereavement leave to be taken immediately before or after paid bereavement leave to facilitate necessary travel both within and outside Australia; 

· five days’ unpaid cultural leave per year if they are required by Aboriginal or Torres Strait Islander tradition to attend Aboriginal or Torres Strait Islander ceremonies. The leave should be subject to the employer’s agreement but that agreement may not be unreasonably withheld. 

On 12 August 2005, the Queensland Parliament passed the Industrial Relations Amendment Act 2005. The Act will commence on 1 September 2005. The Industrial Relations Amendment Act 2005 is the Queensland Government’s response to the Federal Government’s proposed industrial relations reform agenda, and gives effect to a Government commitment, announced by the Premier on 1 June 2005, to protect employees from the federal Government’s attacks on minimum employment conditions.

The Industrial Relations Amendment Act 2005 builds on the existing minimum conditions provided in the Industrial Relations Act 1999.  It introduces a set of new entitlements for Queensland employees whose awards or agreements do not provide these conditions.  
The Queensland Government’s research initiatives:

The Queensland Department of Industrial Relations and the University of Queensland have collaboratively developed an employee survey to evaluate the effectiveness of ‘work and family’ policies in the workplace. ‘Work and family’ policies are defined as policies that help employees meet the needs of their work-life and personal-life effectively. The design of the survey is based on the underlying themes that for an organisation to be family-friendly:

· it must have institutionalised ‘work and family’ policies (e.g. paid parental leave); 

· its employees must be aware of the existence of these policies (e.g. have they been given a written document outlining their parental leave rights?); and 

employees must be able to fairly and appropriately access these policies (e.g. are employees treated fairly when they take parental leave or does the company discourage the use of such leave?).

The Queensland Government’s initiatives in creating awareness:

The Queensland government developed and implemented the Community Education Strategy (the Strategy) which provides information on balancing work and family responsibilities targeting different stakeholders in the community, in particular businesses and workers. The strategy includes:

· information on employer and employee rights and responsibilities in relation to work and family;

· information on the costs and benefits of particular family-friendly policies and practices for employers and employees;

· practical advice for employees on how to negotiate family-friendly arrangements and advice for employers on ways to implement particular family-friendly measures;

· information on population trends in Australia relevant to work and family;

· information for employers and employees on discrimination in the workplace;

· establishing links to other relevant information resources, such as links to child, aged and disability care resources, community organisations, and Home and Community Care Services.

This strategy consists of a web-based information resource, with the inclusion of links to other relevant government and non-government websites to create a comprehensive source of information on balancing work and family responsibilities for the community. The Work, Family and Lifestyle website can be viewed at www.dir.qld.gov.au (follow the work, family and lifestyle link). In addition to the web-based information resource, a hardcopy toolkit with similar information has been produced. The toolkit is available from public access points throughout Queensland including libraries, union offices, employer associations, regional departmental offices and offices of Queensland Members of Parliament.

As a major employer: 
The Queensland Government has Introduced a Parental Leave Directive, Flexible Work Practices Framework and Options Kit which are in use throughout the Queensland Public Sector and enables the use of various leave and flexible working arrangements such as carers, paid and unpaid maternity and paternity leave and job sharing, part-time work and accrued time off.  
In addition, the Office of the Public Sector and Merit Equity (OPSME) is currently coordinating a Talent Attraction Project which aims to position Government as an employer of choice.  Development and implementation of flexible work arrangements has been recognised as an important part of this project.  Agencies are being actively encouraged to develop a range of flexible work arrangements to increased applicant pools and minimise the impact of potential labour market shortages.   
In doing so, the Queensland Government had provided a model for creating a family-friendly workplace which involves:
· the creation of work and family policies;
· making employees aware of these policies; and

· establishing a workplace culture which is supportive of employees combining work and family responsibilities, and accessing the policies.
Recommendations:

The Queensland Government proposes that the federal Government: 

· adopt the AIRC decision from the work and family test case and incorporate these provisions into their proposed Australian Fair Pay and Conditions Standard and proposed federal Government’s industrial relations legislation;

· adopt s15A of the Queensland Industrial Relations Act 1999 extending unpaid parental leave to long-term casuals;

· adopt the Queensland Industrial Relations Act 1999 amendments of 2005 which require that awards and agreements take account of employees’ family responsibilities and, wherever possible, include facilitative provisions to allow agreement to be reached on work and family responsibilities;

· support the retention of minimum entitlements, as incorporated in the Queensland Industrial Relations Amendment Act 2005.

· support the following key goal to encourage a balance in paid and unpaid work arrangements:
· targeting policy responses and education campaigns at small, medium as well as large businesses to promote models of family friendly workplace arrangements.

· adopt the recommendation of the 2004 Ministerial Conference on the Status of Women, Queensland that a national campaign be developed to encourage men to become more involved in parenting.

Chapter 9:
Government support for working families

Q32.  Is federal Government assistance to families appropriately directed? 

There appears to be different drivers for providing policies relevant to workforce participation for two-parent and one-parent families and for two-income and single income families.

The policies for two-parent families are directed at providing choice to balance work and family responsibilities but not income support.  The federal Government’s income support payments target single income families by penalising families with a second income earner as in Family Tax Benefit Part B, which effectively means that women cannot return to paid work and receive this payment (HREOC 2002). 

The working mother does not receive paid maternity leave.  The maternity payment of $3000, increased to $3042 in September 2004, is not means tested and is available to all mothers. 
In addition, the childcare rebate provided by federal Government is directed at all families and not specifically targeted at parents in paid work.  For instance, the federal Government provides a rebate for all families to access up to 20 hours a week for approved or registered childcare and there is some indication that the use of formal child care services for non-work-related reasons is increasing which reduces access to child care places by working parents (ABS 2002d).
Whilst welcoming any additional assistance for working families, commentators are concerned that the federal Government’s new 30 per cent tax rebate on families’ out-of-pocket child care costs for children in approved care, introduced in January 2005, will encourage child care providers to raise their costs in response to the rebate.  Professor Peter McDonald states that it is ‘inevitable’ that centres will put their prices up once the uncapped tax rebate comes into effect (Marriner 2004).
There has been considerable support for a review of the Child Care Benefit to consider building in incentives for services providing care to children under two years of age, given this is an area of unmet demand and the costs of providing care are higher than for other ages. 

The current allocation of Child Care Benefit subsidies also does not reflect the additional costs of providing care in rural and remote areas, and to children with additional needs and/or disabilities. 

The capping of Child Care Benefit places in family day care and school age care has the effect of restricting growth in these sectors.  Family day care in particular, is often a more flexible and affordable option for:

· meeting the child care needs of families;

· with a child (ren) with a disability;

· with a child (ren) under two years of age;

· living in rural and remote communities; and

· where the parents work rotating and irregular shifts. 

As many of these families continue to experience difficulty in accessing affordable child care, there is strong support in many areas for removal of the cap on the allocation of Child Care Benefit places for family day care and school age care. 

Striking the Balance (HREOC 2005, p.61) cites the findings of a Canadian study that suggests children with parents who work non standard working hours are more likely to have emotional and behavioural difficulties as compared with children in families where parents work standard hours.  Consideration should be given to ensure these families are supported with appropriate child care options. 

In terms of single parent families, new federal Government measures, introduced in the 2005-06 budget, are now specifically targeted at encouraging sole parents into the paid workforce and have introduced a mix of enforcement and enabling policies to do so.  Their enforcement policies aim to reduce parenting payments for single parents when their youngest child turns six resulting in a potential loss of income due to the differential rates between pensions and allowances, the rates at which benefits are withdrawn for earnings and the indexing of payments, all of which will result in the future disadvantage of sole parents who are either unemployed or in part-time employment.  At the same time, the federal Government has increased child care places and access to training and employment programs for sole parents to enable them to enter the paid workforce although as pointed out in answer to question 12, the number of places offered will not cover the anticipated demand.

The National Council of Single Mothers and their Children (NCSMC) contends that a high proportion of women on sole parent parenting payments (73%) were engaged in either paid work or study with 20-25% of sole parents caring for children with disabilities.  They argue that, while they support additional assistance towards enabling sole parents to gain paid employment, the potential for new workforce entrants from the sole parent group was small whilst the potential loss of income to those in paid or unpaid work will be significant.   “With other taxes and the withdrawal of benefits the Effective Marginal tax Rates (EMTR) will be very high.  Add to this the direct cost of working and the family may well achieve a net reduction in income for some work” (Walshe 2005, p36). Don Edgar, author of The War over Work: the future of work and family, contends in the Age that the loss of income in the transfer arrangements will make sole parents $86 a week worse off (Edgar 2005). 

In terms of migrants and refugees families, Multicultural Affairs Queensland (MAQ) state that the level of funded services offered by the federal Government to migrants at settlement is not sufficient and restricts the capacity of migrant parents to enter the workforce.  Anecdotal evidence indicates that regional placement of newly arrived migrants and refugees leads to pressures on local communities, due to the limited resources for a planned settlement process. Availability of jobs in the regional areas dictate paid work decisions.

According to MAQ, child care services play a major role in linking and supporting newly arrived parents during the settlement process. However, MAQ have identified barriers faced by families and communities of culturally and linguistically diverse (CALD) backgrounds to equitable access to child care services and that the specific needs of CALD children are not always met.  MAQ considers that it is important that child care services acknowledge the diversity and skills CALD children bring into the child care service for the benefit of all children and staff.

Q33.  Does the cumulative effect of this government assistance facilitate choice for women and assist them to balance paid work and family roles? If not, how could this be achieved? 
An unintended consequence of Government assistance programs for parents is the possible loss of tax rebates or benefits, which, in addition to the high cost of childcare, may discourage parents from entering the workforce. If parents remain outside of the workforce for extended periods of time, they stand to lose skills and opportunities for career advancement. However, there is a tendency to focus on short-term benefits or costs when making decisions about employment. Therefore, it is important to emphasise the long-term investment of remaining or re-entering the workforce, regardless of the loss of benefits or costs of childcare.

And yet the impact of Government benefits on families does not reward the movement of parents into paid work.  According to researchers from Melbourne Institute of Applied Economic and Social Research, “If the Government had structured its changes to family payments differently and introduced a ‘working tax benefit’ aimed at rewarding the move from welfare to work, it could have increased labour supply by about 94,000” (Buddelmeyer, Dawkins & Kalb 2004).

McDonald and Kippen (2004) regarded income tax reform as an ‘unfinished agenda’ with concerns at both ends of the income distribution.  They advocate raising the level at which income tax must be paid from current $6,000 to $10,000 and suggest lowering the top marginal tax rate from 47 per cent to 42 per cent.

This argument has been strengthened further by the release of the OECD report on Taxing Wages (2004b) stating that the average Australian worker supporting a family of two children on one income, has the second-highest marginal tax rate in the developed world.   The OECD report called for Australia to tackle the way taxes discourage people returning to work.

Despite some inaccuracies in the OECD report due to the inclusion of state payroll taxes in one of 50 tables, The Australian (11 March 2005) supports the OECD report’s concern about “the way our welfare payments and family benefits scale down as those receiving them re-enter the workforce or increase their work participation, resulting in effective marginal tax rates as high as 90 cents in every dollar earned.”   

The Australian continues, “the OECD confirms that it is the less affluent Australians – those with a mixture of welfare payments and earned income – who have suffered the biggest average tax increases since 1996.”

As outlined above, the sole parent supporting benefits for new applicants with school aged children will not longer exist after July 2006 with the result that sole parent families will be financially worse off even if the parent is in the paid workforce. In addition, the proposed federal national industrial relations system could reduce the income of sole parents further by reducing minimum pay and conditions, and undermining the role of awards in establishing entitlements, creating a situation which is likely to further disadvantage sole parents in terms of their earning capacity.
Choosing whether to return to the paid workforce is often influenced by the availability of affordable quality child care.  For many families seeking care for children under two years of age, choices of care options are limited or non-existent.  Paid parental leave and family friendly work places would give parents a real choice regarding workforce participation and balancing work and family roles. 

Striking the Balance (HREOC 2005 p.63) cites a Relationships Australia survey that 89% of Australians agreed that relationships suffer because of work-life conflict.  Government assistance should be directed to ensuring affordable and appropriate child care options as well as promoting flexible family friendly work places and work options. 

Q34.  What effects do government policies have on decisions made by individuals and families about paid and unpaid work arrangements? Are these effects appropriate? 

The tax-welfare system is the primary mechanism by which governments affect the labour supply decisions of individuals and families.  Government policies can provide an incentive or disincentive for individuals and families to shift towards an optimal paid work/unpaid work balance.  These effects are not always intentional and it is common for policy disincentives to occur as a secondary consequence to the principal intent of the policy.  

One measure of such a disincentive is known as the effective marginal tax rate (EMTR).  This disincentive arises as an unintended consequence of ensuring that all citizens enjoy a minimum standard of living by providing the unemployed and low income earners with low taxation rates and means-tested welfare payments.  While this disincentive does not exist exclusively for low income earners, it is usually stronger for this group.

When a low income individual or family is faced with a decision to perform more paid work, a proportion of this extra income may be lost through income tax and a reduction in welfare benefits.  EMTR measures this proportion of income that is lost – an EMTR of 70% means that a person will retain only 30 cents of every dollar of extra income.  For lower income families in need of more paid work by either the primary or secondary earner, extra paid work incurs a large EMTR, often greater than 70%, due to a combination of moving into a higher tax bracket and losing significant welfare payments.  Commonly, this may result in a decision not to undertake additional work.  

Family units and individuals differ markedly in the time they require for caring responsibilities and the amount of paid work needed to satisfy their material needs and choices.  Consequently, personal and family decisions about how much paid labour to undertake will vary enormously.  Furthermore, the mix of paid and unpaid work is frequently reassessed at different stages of the life-cycle.  Government policy and market forces (which are also affected by government policy) will influence these labour market decisions in many ways.  Some examples follow.  

It may be that the effects of macro policy measures, such as changing taxation rates, are often countered by market forces.  Lower taxation rates effectively create higher wages and thus make paid work more attractive.  In households where there is a primary and secondary earner, secondary earners tend to enter the paid workforce when finances are tight.  So as the income of the primary earner increases with lower taxation rates, there may be an incentive for secondary earners to undertake less paid work.  However, lower taxation rates also have a stimulatory effect on the economy and a rise in house prices (and prices generally) may pressure individuals into undertaking more paid work.  Consequently, such untargeted macro policy measures are likely to have a minimal or unpredictable effect on the work-family balance decisions of individuals.

Examination of ABS data (ABS 2005b) reveals that since 1978, female participation in the workforce has increased markedly, without any apparent reduction in the caring demands made on females.  Nor do males appear to be undertaking less paid work per se.  Families are increasingly paying for child care, aged care and home services to compensate for having less time available to carry out these responsibilities.  While many cultural norms may influence this type of decision, it is likely that market forces are significant drivers of this behaviour.  The cost of housing, for example, has increased dramatically since 1986, with the ratio of average house prices to average wages increasing from around 6:1 to 9:1 (Productivity Commission 2004).  For many families, this alone is a powerful incentive for both primary and secondary earners to seek more paid work even though this leaves less time to fulfil other family responsibilities.

Australia’s low fertility rate has many implications for the economy and society generally.  Policies that encourage parents to spend more time caring for their young children are beneficial for the country and for families.  Maternity leave and increased access to child care facilities are policies that are designed to make it easier for couples to have and raise their children.  However, the lack of widespread paternity leave may be making existing policies less effective than otherwise might be the case.  With existing policies, there may be an incentive for employers hiring staff to discriminate against women whom they believe may wish to start a family.  Cultural norms also result in women with young children being disproportionately responsible for the care of children when ill, further adding to the incentive to discriminate against this group.  Comparable paternity leave entitlements for men may remove these incentives and reshape expectations that child rearing is largely the responsibility of women. 
 In terms of childcare, costs will continue to rise due to increased demand as identified by ABS statistics which indicated a 23 per cent increase in formal day care use in 2002 from 1999. Government decisions have a significant impact on the availability of child care regarding:

· the allocation of child care places;

· capital spending for child care services in areas where the private sector is reluctant to establish because the high costs of service provision (such as rural, remote and Indigenous communities);

· the allocation of subsidies to assist families in meeting the cost of child care;

· tax concessions for employers providing work based child care, and other subsidies to promote family friendly work places; and 

· paid parental leave. 
Many grandparents are now engaged in the paid workforce and unavailable to care for their grandchildren, increasing the need for formal child care services for many families.  

Employers have raised the issue that they are prevented from assisting their employees to meet their child care expenses because of Fringe Benefit Tax rules and are seeking exemptions for all pre-tax payments for child care (Moran 2005, Australian Financial Review).  
While the federal Government have general policies which support families who choose to balance paid work and family responsibilities, it is uncertain at this stage whether they will adopt the recent AIRC decision on the Family Leave test case, handed down on 8 August 2005, which imposes a duty on employers to consider requests for part-time work from the primary carer returning from parental leave.    In Britain, where all parents of children under six years can request a change in their work hours and work schedules, only 8 per cent of requests are turned down by employers.  Under the proposed new federal legislation, the federal Government could adopt these rights into the parental leave provision under the new legislated minimum standards, which would substantially improve the capacity of working mothers to balance their work and family responsibilities.  According to Dr Charlesworth, a research fellow at RMIT, similar provisions in Britain had led to employees having a sense of entitlement to make requests and encouraged employers to consider such requests carefully (Horin 2005, Sydney Morning Herald).   

However, if the federal Government does not make the ‘entitlement to request’ mandatory in its new federal legislation, then in a climate where the majority of existing award entitlements will be the subject of negotiation between the employer and employee, this family-friendly provision could be potentially ineffective outside a union-negotiated certified agreement.   

Chapter 9:
Summing up - Government support for working families

As pointed out above, there are different drivers for providing policy responses relevant to workforce participation for two-parent and one-parent families and for two-income and single income families.

The policies for two-parent families are directed at providing choice to balance work and family responsibilities but not income support.  The federal Government’s income support payments target single income families and paid maternity leave payments and child care rebates are directed at all families and not specifically targeted at parents in paid work.

The tax-welfare system is the primary mechanism by which governments affect the labour supply decisions of individuals and families.  Government policies can provide an incentive or disincentive for individuals and families to shift towards an optimal paid work/unpaid work balance.  
As outlined above, the sole parent supporting benefits for new applicants with school aged children will not longer exist after July 2006 with the result that sole parent families will be financially worse off even if the parent is in the paid workforce. In addition, the proposed federal national industrial relations system could reduce the income of sole parents further by reducing minimum pay and conditions, and undermining the role of awards in establishing entitlements, creating a situation which is likely to further disadvantage sole parents in terms of their earning capacity.
Choosing whether to return to the paid workforce is often influenced by the availability of affordable quality child care.  For many families seeking care for children under two years of age, choices of care options are limited or non-existent.  Paid parental leave and family friendly work places would give parents a real choice regarding workforce participation and balancing work and family roles.

Queensland Government initiatives

At last year’s Commonwealth, States, Territories and New Zealand Ministers’ Conference on the Status of Women (MINCO), the Queensland Government, through the Minister for Women, presented an agenda item calling on the Federal Government to direct the Productivity Commission to conduct a national inquiry into child care.  The meeting endorsed the recommendation and in August 2004 correspondence reflecting MINCO’s resolution was sent to the Federal Treasurer.  

The Queensland Government recognises that child care services are now an integral part of contemporary family life and is committed to ensuring that children in child care are safe, that policies across government are coordinated and that child care services are better integrated to meet the changing needs of Queensland’s children and families.

The Queensland Government’s Department of Communities has developed a range of key child care initiatives:

· The Child Care Act 2002 and Child Care Regulation 2003 

· Queensland Child Care and Family Support Hubs  

· Statewide Training Strategy and Statewide Training Plan 

· The Remote Area Aboriginal and Torres Strait Islander Child Care 
· School age care.  

There is pressure on governments to address demands for service provision of child care and family support in areas of market failure and social disadvantage.  Ongoing demand for child care for children under three years of age affects parents’ ability and confidence to return to work by reducing their genuine choice in meeting their child care needs.

In addition, it is uncertain at this stage whether the federal Government will adopt the recent AIRC decision on the Family Leave test case, handed down on 8 August 2005, which imposes a duty on employers to consider requests for part-time work from the primary carer returning from parental leave.    In Britain, where all parents of children under six years can request a change in their work hours and work schedules, only 8 per cent of requests are turned down by employers.  Under the proposed new federal legislation, the federal Government could adopt these rights into the parental leave provision under the new legislated minimum standards, which would substantially improve the capacity of working mothers to balance their work and family responsibilities.  
Recommendations:

The Queensland Government proposes that the federal Government: 

· adopt the AIRC decision from the work and family test case and incorporate these provisions into their proposed Australian Fair Pay and Conditions Standard and proposed federal Government’s industrial relations legislation;

· direct the Productivity Commission to conduct a National Inquiry into Child Care as proposed by the MINCO resolution to the federal treasurer;

· review the current state of working time arrangements to investigate the impact that long working hours can have on family and community life, productivity and health and safety.
Chapter 10:

Attitudes to paid work

Q35.  What are the best ways of incorporating and supporting the value of care into Australian society? 
The value of unpaid work

The ABS (1997b) estimates that the value of unpaid work to the economy was between $250 and $300 billion in 1997, depending on the valuation method used.  It further estimated that the ratio of total unpaid work to GDP ranged between 43% and 62%. Thus, the contribution of unpaid work is significant. The value of unpaid work also increased between 11% and 27% between 1992 and 1997 (again, depending on the valuation method used).

Unpaid work accounted for in these estimates included unpaid household (incl. childcare), volunteer, and community work. It is not surprising then that women’s contribution to total unpaid work accounted for around two/thirds of the total value. However, between 1992 and 1997 this figure remained steady (at around two-thirds) despite increases in women’s participation in the labour force. This may imply that women are under increased pressures as they try to combine unpaid and paid work. 

The contributions of people engaged in unpaid work activities are substantial. However, time spent in unpaid household, volunteer and community work is time lost in paid work. As indicated in Chapter 6 of Striking the Balance (HREOC 2005), it is unrealistic for people to meet demands for unpaid work while maintaining their labour force participation. Reconciliation of these competing demands requires the availability of supports in the form of flexible work arrangements, and the promotion of more equitable sharing of these demands between men and women.

Caring work is generally undervalued in society and it is important for gender equality that society better recognise the value of the provision of care in all its forms. The provision of paid maternity and parental leave acknowledges the value of care to employees and the community at large. The introduction of workplace policies that promote and support work/life balance, and practices recognises that employees need to take the time to care. Importantly, employers should foster a cultural change by encouraging employees to fully utilise the provisions available to them.

The encouragement of the media to highlight the positive contributions that carers make to communities throughout Australia would serve to incorporate and promote the value of caring.

According to Multicultural Affairs Queensland (MAQ), the Commonwealth Government should have bilateral discussions with states and territories on the best ways of incorporating and supporting the value of care in Australian Society which can include a pooling of resources to pursue a collective strategy. This will improve efficiency in service delivery and also enable successful implementation of new policies.  The Commonwealth Government should also take responsibility for the coordination of “plain English” information for services, so agencies and their clients understand funded programs and the interface between them and can coordinate information sessions when changes are being made.

Q36.  What are the barriers to changing attitudes towards a more equal division of paid work and family responsibilities?  

Changing people’s behaviour can be difficult, but changing people’s attitudes seems an even more daunting task. There are a number of factors, which might affect attitudinal change.

Practicalities/realities of government policies

Current rates of withdrawal of subsidies such as the Child Care Subsidy, Family Tax Benefit and transport and health concessions when parents enter the workforce can be a deterrent to paid work.

The federal Government’s income support payments target single income families by penalising families with a second income earner as in Family Tax Benefit Part B, which effectively means that women cannot return to paid work and receive this payment (HREOC 2002).

Since the loss of welfare benefits would affect women more than men, these government policies sustain existing traditional patterns of the division of work-family responsibilities.

Biological reasons

Since women are the ones who give birth and breastfeed, it is often assumed they will stay at home and become the primary carer for the child, while the father provides financially for the child and mother. Even if the mother returns to the workforce in due time, the patterns that are established during the initial period when the mother is at home as the primary carer might continue to prevail.

Breastfeeding responsibilities might make it more difficult for women to combine family caring responsibilities with paid work. However, under the Anti-Discrimination Act 1991 and Sex Discrimination Act 1984 (Commonwealth) it is unlawful to discriminate against employees who are breastfeeding.  The legislation puts a responbsibility on employers to accommodate for these employees, with responsibilities likely to vary according to the organsiation’s size. For example, in a workplace with more than 100 employees, if a mother wants to express milk, employers would be likely to have to provide a private, quiet and clean place to do so.  This might help women re-enter the workplace more easily after maternity leave.  

Preferences

Women’s own preferences might also inhibit attitudinal change toward the division of paid work and family responsibilities. Catherine Hakim (2000) identified three groups of women with different patterns of involvement in family and work life. The home-centred group of women, encompassing approximately 20% of all women, prefer not to work and give priority to children and family throughout their lives. On the other side of the extreme are work-centred women, also comprising about 20% of women, who perceive activities other than those related to family life as their priority in life. The third and largest group (60%) comprises of women who want to combine work and family without either taking priority. So, a more equal division of paid work and family responsibilities is not desirable for all women, and in fact about 40% (including the home-centred and work-centred women) would not prefer this as a work-lifestyle option.
Economic benefits

Parents’ attitude towards the division of the paid work and caring roles is strongly influenced by the economic benefits of juggling these roles.  If the economic benefits of working for both parents outweigh the costs of child care and the stress of undertaking family caring tasks, then both parents are more likely to seek employment depending on the availability of work and level of skills.  If the economic benefits of paid work are not returned, then either one parent, usually the father, will work longer hours or both will gravitate towards welfare dependence. 

The proposed federal Government’s industrial relations agenda is likely to affect the economic benefits of a basic wage with the planned reduction of wages and entitlements under the Australian Fair Pay and Conditions Standard.  One of the most important mechanisms for maintaining standards of living for families is the power of the Australian Industrial Relations Commission (AIRC) to hear cases and to make decisions about the minimum wage.  

The AIRC has a proven record of carefully balancing submissions from all the parties, including the federal government, state governments, employer and employee associations, and economists, and delivering a genuine safety net for workers and their families who rely on awards for their minimum pay and conditions.

The Commonwealth Government’s stated intention is to radically alter the way that the minimum wage is set.  This step has the potential to be damaging for wage earners and their families particularly since the federal Workplace Relations Minister has stated that the minimum wage, at $467.40 a week, is $70 a week too high. 

The Queensland government believes that the minimum wage should provide a fair living wage that is also an incentive to work and allows families to survive.  Queensland Government submissions to the National Wage case have supported a fair and reasonable wage increase based on a reasonable assessment of cost of living and productivity increases over the period.   
If the basic wage does not continue to keep pace with the cost of living, parents will not perceive the economic advantages of shared employment and will be deterred from engaging in a more equal division of paid work and family responsibilities 
Q37.  What are the best ways of engaging men in the work of caring (for children, elders or other family members) and other unpaid work? 

With the Australian Government launching an overhaul of family law arrangements 

(August 2005) with a view to giving men greater access to their children post-separation, a national campaign to promote active fathering from the birth of a child onwards is timely.

Supporting involved fatherhood not only supports mothers as parents and advances their employment opportunities, but it grants to men what they increasingly want – the chance to combine paid work with close and meaningful relationships with their children. Flexible work arrangements which enable men to spend time caring for their children and corporate support to do so is vital to encourage men to access positive employment policies.

The employment of more men in paid work within the caring professions (e.g. teaching, nursing) would serve to establish role models for other men and young boys, slowly shifting perceptions that caring activities are the realm of women.

Encouraging media to portray positive examples of men undertaking caring work, both paid and unpaid, would foster a greater community acceptance of men in these roles and demonstrate that these tasks are worthwhile.

Integrating ‘household’ skill development into the high-school curriculum may also be another way of helping to change gender inequity. Skills such as basic cooking, cleaning, washing and home maintenance tasks could facilitate a greater sharing of unpaid work.

The Queensland government specifically recognises the commitment of men to balancing work and family by developing the following policies as an employer: 

· Pre-natal/pre-adoption leave is available to the secondary care giver (or spouse) to attend medical appointments or interviews prior to the birth/adoption of a child/children.

· A total of 52 weeks of paid and unpaid leave is available to the secondary care giver (or spouse), but the employee must be the child's primary care giver for the period of long service leave. This leave may include recreation and long service leave entitlements.

· one week paid leave for spouses (who are public service employees) at the time of birth or adoption of a child/children, which is also available on a half-pay basis 

· pro-rata long service leave after seven years of service for parental purposes. The employee must be the child's primary care giver for the period of long service leave.

Q38.  How important are workplace cultures, as opposed to workplace structures, as a deterrent to men’s active engagement with their family responsibilities and more equitable sharing between men and women of unpaid work in the home?
Thompson, Beauvais & Lyness (1999) defined work-family culture as “the shared assumptions, beliefs and values regarding the extent to which an organisation supports and values the integration of employees’ work and family lives”.

The literature suggests there are at least three possible components of work- family culture, including:

· Organisational time demands or expectations that employees prioritise work above family: Norms about the number of hours employees are expected to work, and norms about employees’ use of time are important aspects of organisational culture that may affect employees’ behaviour. Working longer hours often serves as a prime indicator of commitment and productivity, but it may hinder the ability of employees to meet work and family responsibilities.

· Perceived negative career consequences associated with utilising work- family benefits or devoting time to family responsibilities: The underlying assumption, according to Perlow (1995), is that an employee’s presence at work, or what is sometimes called ‘face time’, is a direct indicator of his or her contribution and commitment to work. Participating in work- family programs (e.g. telecommuting) may undermine an employee’s ability to show total commitment to the organisation, resulting in negative performance evaluation (Perlow 1995) and jeopardising the employee’s future wage increases or promotions.

· Managerial support and sensitivity to employees’ family responsibilities: Work stress researchers have long recognised that using social support as a coping mechanism is an important way to manage various life stressors. Research has shown that employees whose supervisors supported their efforts to balance work and family were less likely to experience work-family conflict (Thomas & Ganster 1995). Supervisors play a key role in the effectiveness of work- family policies and programs because they may encourage or discourage employees to participate in these programs, or because they may reinforce cultural norms that undermine employees’ efforts to integrate their work and family lives.

Many working fathers are reluctant to play a greater role in family life due to the influence of workplace culture. For example, Levine and Pittinsky (1997) found that many fathers were too scared to admit why they wanted some time off work if it was to do with looking after their child. Others would automatically expect their wife to look after their child because they thought her employer would be more understanding than his. In a number of cases this fear was ill-founded, illustrating the negative role that perceived culture can play.      
The prominent values and attitudes at the workplace affect virtually every aspect of employer-sponsored work-family initiatives, including the organisation's adoption of different initiatives, perceptions of the strategic importance of the initiatives, and the utilisation of particular work-family policies, such as gradual return to work after family leave. Employees might feel that it would be too risky to use some of the benefits that are available, if they are concerned that their careers and/or workplace relationships could be jeopardized as a result (Judiesch & Lyness 1999). 

Q39.  How can workplace cultures be encouraged to change to promote a better balance between paid work and family responsibilities? 
Given changing demographics, changing individual and community needs, and changing expectations, many individuals are faced with increasing caring responsibilities. Subsequently workplaces are faced with effectively balancing performance and attraction and retention issues. 

This changing environment has raised the profile and growing need for work-life balance, therefore, recognition of this need by workplace and government leaders through effective policy and practice, education and role modelling would encourage support for work-life balance in workplace cultures. 

The Queensland Public Service has developed and published a Flexible Work Practices Framework and Options kit for use across the QPS (Department of Industrial Relations 2001) as a model for cultural change which could be adapted for private sector workplaces.
From December 2004 to January 2005 a survey measure titled the Balancing Work, Family and Lifestyle Measure was developed for use across the public service. Briefing sessions were conducted for agency nominated Human Resources (HR) and Information Technology (IT) contact officers during February 2005 on the Measure, timeline, results reporting and improvement strategy implementation requirements.  
The Measure’s application was tested with agencies for several weeks followed by the survey’s implementation across the service (48 agencies) on a staggered basis from March to May 2005. 
Briefing sessions were conducted during July with agency HR contact officers on the preliminary results. At these sessions the QPS developed a Communication Strategy and Improvement Strategy Frameworks template and discussed the requirements for the effective use of the results. This included issues such as agency results distribution and a tailored approach to the development and implementation of improvements including integration with strategic and business planning. 
The preliminary results indicate an ‘average’ awareness of work-life balance policies with the highest score for Additional Work Provisions (e.g. availability of health programs, counselling) followed by Leave Arrangements, Flexible Working Arrangements and then policies relevant to Parenting and Pregnancy. Of these, they consider Additional Work Provisions most important, followed closely by Flexible Working Arrangements, then Leave Arrangements and policies relevant to Parenting and Pregnancy. Detailed analysis is underway including group differences (e.g. age, gender, caring responsibilities). 
Agency HR contact officers have been advised to commence communication and improvement implementation planning using the information and template strategy frameworks. Results reporting by agency Chief Executive Officers will occur on a ‘staggered’ basis by the end of October 2005 and further briefing sessions for agency contact officers on their planning and implementation requirements will occur if relevant. 
Q40.  What responses to paid work and family conflict would assist to promote equality between men and women? 
A large amount of the literature on managing work and family roles has focused on work-family conflict, which occurs when role pressures from one domain are incompatible with the role pressures from the other domain, resulting in stress or negative emotions (Greenhaus & Beutell 1985). Work-family conflict can be moderated by the individual’s choice of strategies to manage work and family roles (Kossek, Noe & DeMarr, 1999), and ‘work and family’ policies can help people find more of a balance between them.

Overall, men with young children make few changes to their work patterns compared to women. However, there is important individual variability. There is evidence that men with more traditional gender role attitudes, work longer hours when becoming fathers, while men with more egalitarian gender role attitudes work fewer hours (Kaufman & Uhlenberg, 2000). 

Over the last 30 years, the proportion of men who choose to stop paid work altogether to meet family demands has not changed, and remains very low (Carr 2002). However, the proportion of men who adopt flexible work arrangements when they have children has increased across age cohorts during the same period (Carr 2002). Women are more likely than men to make trade-offs, but in more recent cohorts less women stop paid work altogether and there is more emphasis on using flexible work arrangements (Carr 2002).

In order to promote equality between men and women, suitable work and family policies need to be implemented and fathers need to be encouraged to take-up these policies, so they can be in the home carrying out unpaid caring work.  As indicated earlier, Morehead (2005) suggests that to increase the use of these policies, men must be targeted specifically with family-friendly policies such as paid paternity leave that can only be taken by fathers and is lost if not taken.  Such policies have been introduced in the Scandinavian countries and have been very successful in increasing men’s uptake of work and family policies (Bittman, Hoffman & Thompson 2004).  Such policies may help people better balance their work and family responsibilities and result in a more equitable division of responsibilities for men and women.  

It is also important to educate people about the importance of work and family policies for both genders, not just for women. Since the 1970s there have been major changes in community views about parenting and the roles of fathers and mothers. There has been an increasing expectation that fathers will be more involved in parenting than has been traditionally the case and an acceptance that parenting is an important role for both parents. 

Research has shown that the most important influence on a father’s relationship with his children is his working pattern and that both fathers and their children benefit from work arrangements that allow them more time together (Thornwaite 2002). As fathers are increasingly encouraged to become more involved with their children, the issue of balancing work and family responsibilities has become more of a concern to both male and female workers. 

Q41.  What are the possibilities for combining the lessons learnt by the women’s and the men’s movements to address inequitable paid and unpaid work arrangements?

In the 1960s and 1970s the second wave of the women’s movement stimulated community discourse around the sexual division of labour. The resulting examination of women’s role in the home and responsibilities for parenting has lead to a real attitudinal change is society. It is debatable whether there has been a ‘men’s movement’ however unassociated groups have sought to also examine notions of masculinity, family and gender relations (e.g. men’s personal growth groups, anti-feminist men’s rights groups).

Both attitudinal and behavioural change is necessary for a shift in the division of paid and unpaid work. By combining the lessons learnt across all the dialogues within the community a larger body of knowledge could be formed, taking into account the diversity of circumstances and needs. Research is necessary to evidence issues raised and inclusive community consultations are important to identifying the issues of concern and formulating realistic solutions which create choice for both men and women.
Chapter 10:

Summing up - attitudes to paid work

There are a number of factors, which might affect attitudinal change.

Current rates of withdrawal of subsidies such as the Child Care Subsidy, Family Tax Benefit and transport and health concessions when parents enter the workforce can be a deterrent to paid work.  Since the loss of welfare benefits would affect women more than men, these government policies sustain existing traditional patterns of the division of work-family responsibilities.

As outlined above, the Australian Government overhaul of family law arrangements (August 2005) with a view to giving men greater access to their children post-separation, means that a national campaign to promote active fathering from the birth of a child onwards is timely.

Supporting involved fatherhood not only supports mothers as parents and advances their employment opportunities, but it grants to men what they increasingly want – the chance to combine paid work with close and meaningful relationships with their children. Flexible work arrangements which enable men to spend time caring for their children and corporate support to do so is vital to encourage men to access positive employment policies.

In July 2002, the Australian Industrial Relations Commission (AIRC) found in its decision in the Reasonable Hours Test case that hours and patterns of work have changed significantly in Australia over recent decades, with an increase in weekly hours for full-time workers.  Longer working hours and work intensification can create negative consequences for families, relationships and the broader community (Department of Premier and Cabinet 2003b). 

The Queensland Government also, in its supplementary submission to the Reasonable Hours Case Test Case, outlined the current state of working time arrangements in Queensland and highlighted the negative impact that long working hours can have on family and community life, productivity and health and safety. 
The Queensland Government has introduced a number of initiatives aimed at helping Queenslanders balance work and family, including the establishment of a Work and Family Unit, research projects on work and family issues, and the introduction of a work and family legislative package for casual employees in 2001.  All these initiatives assist in raising awareness among parents, employers and the community about the issues concerning paid work and family responsibilities which is the basis for changing cultural attitudes to encourage fathers to seek and receive access to paid and unpaid parental leave.

In addition, the Queensland Government amended the Anti-Discrimination Act 1991 in March 2003 to include family responsibilities as a prohibited ground of discrimination in the workplace and to extend coverage for breast-feeding mothers.  The legislation puts a responbsibility on employers to accommodate breastfeeding employees, with responsibilities likely to vary according to the organsiation’s size.
The Queensland government believes that the minimum wage should provide a fair living wage that is also an incentive to work and allows families to survive.  If the federal Government’s industrial relations agenda results in the reduction of minimum pay and conditions, parents will not perceive the economic advantages of shared employment and will be deterred from engaging in a more equal division of paid work and family responsibilities 
As outlined above, the Queensland Government, in its capacity as a major employer, has developed a Flexible Work Practices Framework and Options kit for use across the QPS (Department of Industrial Relations 2001) as a model for cultural change which could be adapted for private sector workplaces.  This model is continued to be delivered and adapted to increase the awareness and access to work-life balance provisions for all employees, men and women.
Recommendations:

The Queensland Government proposes that the federal Government:

· consider the amendment of the Sex Discrimination Act, or the passing of new federal legislation to extend ‘ family responsibilities’ discrimination to include direct and indirect discrimination and to apply comprehensively to both male and female workers;

· ensure that the minimum wage decisions provide for a fair living wage based on a reasonable assessment of cost of living and productivity increases.

Chapter 11: 
Striking the balance

Q42.  What do you think should be the key goals of paid and unpaid work arrangements in Australia? 

Australia, like many other western countries, is facing a decline in labour force growth over the next five decades.  Skill shortages in the labour market and the aging of the population have become major issues of concern for Governments and employers.  

Consequently a key goal for governments and employers should be the development of strategies to encourage the participation in and retention of mothers in the paid workforce.  Given that women with children under 15 represent only 30 percent of working women (ABS 2003d), this goal will be difficult to achieve without a policy framework which includes not only government assistance to working parents but the strong endorsement in law and at the workplace for working mothers to enable them to better balance their work and family responsibilities.

The achievement of this goal will rely on changes in social and cultural attitudes leading to a more equitable sharing of unpaid work between parents and easing the burden on working mothers of combining paid and unpaid work which has led to low levels of participation in the workforce.  Accordingly, a key goal to support these changes will be the recognition by governments and key policy makers of the monetary value of unpaid work. The savings to the Australian economy of unpaid work in caring and family responsibilities should be calculated on an annual basis and published as a contribution to the federal Government’s budget.  In this way, policy makers can engage in strategies which drive cultural change and encourage men as well as employers to value and to share the contribution to unpaid work.

A significant goal is increased education on the issue of work-life balance to assist with ‘caring’ roles being valued by individuals, for such value to be reflected in workplaces, and to encourage the equitable sharing of such roles by men and women.  Such education would need to include why work-life balance is necessary, the benefits of supporting it in the workplace and the impact of the lack of such support (i.e. on individuals, organisations and society). 

A third key goal should be a focus by government and employers on structuring the workplace to encourage the contribution by men as well as women to family responsibilities by introducing and actively promoting a mix of paid and unpaid leave arrangements.  This will require the development of a more targeted policy response to small, medium as well as large businesses to promote models of family friendly workplace arrangements.
Q43.  What do you think should be the role for each of government, employers and families for promoting appropriate divisions of paid and unpaid work by Australian families? 

Changes in family life and working patterns are set to continue. Women with higher qualifications are more likely to return to work after having a child than unskilled mothers, and women are now gaining qualifications at a faster rate than men. Changing demographics, an ageing population, smaller families and different family structures, mean that many people will end up caring for an another adult at some point in their lives.

In future, there is likely to be an increasing number of women and men working and taking time out of the labour market to care for children or elderly relatives, and sometimes both. People will work different hours at different stages in their lives, with different working arrangements to match their caring responsibilities. As society moves towards a more flexible labour market, it is necessary to ensure a framework is in place which supports families in the choices they make and ensures that mothers and fathers can fulfil their potential and achieve goals at home and at work.

Role for Government

The key plank of the federal Government’s new industrial relations system proposes to replace awards with 5 minimum conditions as a basis for negotiating workplace agreements.  This proposal will reduce the significance of awards to protect those work and family conditions granted by the Industrial Relations Commission over time, such as the Family leave Award which enabled the primary carer to request a return to work in a part-time capacity from the employer.

The recent Australian Industrial Relations Commission (AIRC) decision on the Work and Family test case (a summary of the new provisions is provided under question 31) is unlikely to be included in the 5 minimum conditions.  The Prime Minister has stated that he is not prepared to commit to incorporating the test case decision into the new Fair Pay and Conditions Standard.

The new AIRC provisions will strengthen the individual rights of the primary carer in the family, usually the mother, to negotiate a return to work in a part-time capacity, in addition to seeking access to extended unpaid parental leave.  These provisions are critical in delivering the basic framework for individual employees to balance their work and family responsibilities.  The capacity for families to balance unpaid work is conditional on their capacity to access extended parental leave and part-time work.  It is imperative that the federal Government incorporate these provisions into its Fair Pay and Conditions Standard.
The Queensland Government’s policy for women outlines the issues upon which a national response to assist people balance work and family responsibilities is required. These include:

· A review of the adequacy of current respite and family support services for carers of people with a disability; 

· Increased access to childcare for babies (under two years);

· Income support policies that encourage participation in paid work. (Current rates of withdrawal of subsidies such as the Child Care Subsidy, Family Tax Benefit and transport and health concessions when parents enter the workforce can be a deterrent to paid work);

· Taxation and other incentives for employers who provide child care for workers;

· Tax deductibility of child care costs as work-related expenses;

· Increased places for Family Day Care in Queensland to the national average;

· Funding outside standard hours child care for shift workers;

· Examining the issue of funding for in-home care; and 

· Particular strategies to address child care needs in regional, rural and remote areas.

Community education campaigns are vital to inform the general public about their rights and responsibilities. Under their commitment to the Directions Statement, the Department of Industrial Relations’ Work and Family Unit have developed a community education strategy for balancing work and family responsibilities, targeting businesses of various sizes and industries, government agencies, unions, community organisations, workers and families.

The Strategy provides information on balancing work and family responsibilities targeting different stakeholders in the community, including businesses, workers and their families. The strategy consists of a web-based information resource, with the inclusion of links to other relevant government and non-government websites to create a comprehensive source of information on balancing work and family responsibilities for the community. In addition to the web-based information resource, a hardcopy toolkit with similar information will also be produced and launched in the near future. 

As a strategy to improve the cultural appropriateness of service delivery in supporting migrants to balance their working and caring responsibilities, MAQ proposes that the Commonwealth Government could coordinate initiatives including cross-cultural training for staff, developing disability awareness information campaigns in community languages and selecting people with disabilities from non-English speaking backgrounds onto advisory bodies and consultative forums. 

Role for Employers

Although a survey of businesses with over 100 employees who are required to report to the Equal Opportunity for Women in the Workplace Agency (EOWA), indicated in 2004 that 41 per cent offered paid maternity leave, the majority of Australian workplaces, particularly small businesses, do not provide more than the legislative standard in meeting employees work and family commitments.

Australia-wide, women represent 60 per cent of employees in highly award regulated industries such as tourism and hospitality, retail trade, health and community services.  The federal Government’s new industrial relations agenda will replace awards with the Fair Pay and Conditions Standard as a basis for negotiating pay and conditions at the workplace which will disproportionately affect women and leave them vulnerable to unfair agreements, whether collective or individual agreements, due to their lack of bargaining power.

Current research confirms that work and family entitlements are not provided for in individual agreements such as AWAs. In 2004, only 11% of AWAs included maternity leave – paid or unpaid, and only 7% referred to paid maternity leave, with an average length of leave at 6.1 weeks. There were no maternity leave provisions for casual workers under AWAs. Only 7% of employees in the private sector under AWAs have additional family-friendly rights – 14% more men (66%) than women (52%) have family leave entitlements written into their individual contracts, and less than half the employees (41% of women, and 31% of men) had family-friendly flexibility written into their contracts. (Department of Employment and Workplace Relations and Office for the Employment Advocate, 2004). 

Due to women’s more interrupted workforce participation during their child rearing years, they could be required to participate more often in the individual bargaining process, each time risking being forced to accept new employment conditions dictated by the employer. The changes to increased use of AWAs would appear to compromise the Australian Government’s commitment to balancing work and family practice and disadvantaging working parents. 

However, given the imperative for employers to meet the skill shortage in the workforce, employer organisations as well as individual employers should welcome and promote the AIRC’s decision confirming the right of the primary carer, usually the mother, to negotiate a return to work in a part-time capacity, in addition to seeking access to extended unpaid parental leave.  This decision, if enforced, will enable employers to retain their experienced workforce by encouraging women to return to work after pregnancy.  In addition, by providing other family benefits such as paid maternity leave and paid or unpaid paternity leave, employers can benefit from becoming an employer of choice for working parents.
Employers must recognise that work-life balance is an issue that impacts not only on individuals but on their organisation. They then need to act accordingly with regard to developing and implementing effective policy, communicating support for work-life balance, educating managers and other employees on the issues, and role modelling work-life balance practices etc. This is not only necessary to support individuals with their work-life balance needs but to enable organisations to be viable in the longer term given skill shortage and attraction and retention issues. Families need to recognise their various work-life balance requirements and support each other with such balance while also lobbying for change both in the workplace and by government to enable effective support. 

Family-friendly policies and practices such as flexible hours, working from home, part-time work options, maternity and paternity leave, facilities for breastfeeding and provision of on-site childcare assist in striking this balance. Family-friendly policies would allow men and women to make choices about the balance and division of domestic labour and caring responsibilities within the family. Without choice, greater gendered tensions between paid work and family life intersect usually resulting in women taking up a greater proportion of the unpaid work. Single parents and carers would particularly benefit from workplace flexibility. Employers should actively promote their family-friendly policies to shift company cultural perceptions and encourage take up of the policies.

Individual workplace agreements should contain minimum standards retaining parental leave provisions.

Many employers have already responded to these changes in the labour market and family life by pursuing policies that better support their staff. These employers recognise that the success of their businesses depend on being able to recruit and retain people from the widest possible pool of talent, and to develop the skills, creativity and imagination of all their staff.

Employers who have introduced family friendly working policies report improved morale, commitment and retention of staff, which in turn leads to wider business benefits such as improved customer service and the ability to react effectively to changes in demand.

Role of Families

It is the role of families to identify their needs in relation to work-life balance and to consider what arrangements they would like to put into place. Families should utilise the benefits available to them in the workplace. Where possible employees can negotiate their needs with their employer, highlighting the benefits to both parties.

Q44.  What options are needed for promoting appropriate change to the divisions of paid and unpaid work in Australian families? 

It is important to embed flexible family-friendly policies into the legislated minimum standards within the planned industrial relations reforms. Examples of family-friendly policies include the recent decision by the Australian Industrial Relations Commission which awarded working mothers the right to request part-time employment until their children go to school and also granted Australia's 1.6 million award workers the right to request up to two years' unpaid parental leave and for fathers to take up to eight weeks' leave after the birth of their child. Further all workers will be entitled to take 10 days' leave each year to care for sick children or other family members.

Constraints to choice need to be examined as well as how far barriers can be lifted. It is important to keep in mind that some women will always choose to take significant time out of the labour market and that this will have implications for women’s lifetime earnings and the sharing of paid and unpaid work. We consider that choice should, as far as possible, be informed by clear, relevant information, for example, about the implications of a particular career path including pay rates in that occupation, or of length of maternity leave. An examination of the bridges that can be built to facilitate a return to work at the point that the woman is ready and to a job which makes best use of her skills, including better quality part-time opportunities, will be important.

As discussed in Question 4 above gender role stereotyping remains strong in society. The implementation of gender education programs in schools which explore issues of gender equality, healthy relationships and shared caring would assist in shifting community attitudes and support the younger generations to foster positive relationships to caring and unpaid work.

Public recognition of women-friendly organisations with equal opportunity/family friendly programs that advance their female workforce is important to encourage organisations to understand that it can be profitable to have the right work/life balance strategies in place. Companies can benefit from the positive community perceptions of their companies. An example of ‘branding’ is the Equal Opportunity for Women in the Workplace (EOWA) Employer of Choice for Women award. Organisations whose achievements have been acknowledged by this award can use it in their recruitment, advertising and company promotional materials.

Relevant case studies may assist further understanding of the issues covered in this paper by putting a ‘human face’ to a matter, particularly if they are used as examples of how thinking and acting differently can improve individual lives, organisational performance and benefit society in general. In addition, action lists against issues that incorporate relevant links may assist understanding of not only the complexity of the issue but that you have to start somewhere! 
Q45.  What evidence is lacking on the issues covered in this paper? What else does HREOC need to know in its consideration of these issues? 

Domestic Violence

The Queensland Government would draw attention to the impact of domestic violence and sexual assault on women’s capacity to manage their work/life balance. Access Economics’ report The Cost of Domestic Violence to the Australian Economy (2004) estimated the total annual cost of domestic violence in 2002-2003 to be $8.1 billion with the cost to production at $484 million and the annual costs to employers at $175 million.

Production related costs in the short-term include lost production (wages plus profit) from absenteeism as well as lost productivity of victim, perpetrator, management, co-workers and friends. Long term production related costs include permanent loss of labour capacity resulting from disabilities/injuries sustained from domestic violence and death. The report also highlights the loss of household economies of scale reflecting the role of domestic violence in fragmenting family units. Clearly women experiencing domestic or family violence suffer from lost earnings and fundamentally, the capacity to fully and freely exercise their choices about participating in either paid or unpaid work.

The Queensland Government also notes that further research is required into the impact of the issues raised within Striking the Balance (HREOC 2005) as they apply to rural women, indigenous communities and culturally and linguistically diverse communities. This would be beneficial in exploring the complexity of these matters as they relate to specific groups of Australians.

Over-employment

Over-employment is an issue which impacts on the work-life balance for many individuals and families.  This issue affects women and men, married and single, in different ways and more information is needed to inform options for government and employers to assist workers to achieve a more optimal balance between market and non-market activities. 

Data relating to Queensland on this issue was last collected in 1999 in an Australian Bureau of Statistics State supplementary to the monthly labour force survey (ABS 1999b).  This survey showed that 395,000 wage and salary earners (31%) were over-employed, so that their preference was to work fewer hours, compared to 81,800 (6.55) workers who were under-employed.  Although this survey was undertaken some time ago, it is likely that the tightening of the labour market that has occurred since then has maintained or increased over-employment in sectors of the economy.

While a significant proportion of those wanting fewer hours stated the reason for not doing so was of financial necessity (130,400 or 33%), the majority (211,200 or 53%) stated that they had no control over their working hours.

As stated earlier, enterprises with smaller workforces have less capacity to provide flexible working arrangements for their employees.  This is likely to result in over-employment for primary earners, who are predominately male.  Smaller businesses are also more adversely affected by staff requiring maternity leave or unplanned leave to care for sick children.  This is likely to support employment discrimination against females.  More research on how to pool labour resources so as to overcome these problems is important when developing policies to improve the balance between paid work and family responsibilities.
Part-time work issues
The debate with respect to part-time work, while a significant strategy in work and family initiatives, was only briefly touched on in the report.  The 2002 study quoted in the HREOC study supports the finding of the 1998 survey of 5,000 women in the Queensland Public Service conducted by the Office of Public Service about some aspects of part-time work (Office of Public Service 1998).  While the majority of respondents in the Queensland survey were very positive about the implementation of a range of work and family initiatives in the public sector, women cited a few concerns with regard to flexible working arrangements and part-time work in particular.  The key issue was the perception that while opportunities for part-time work were increasingly available and supported by agencies, part-time work reduced opportunities for career advancement, and to ‘get ahead’ women perceived they must work longer hours.  Although currently the majority of part-time work is undertaken by women, it may be useful with respect to the divisions between paid and unpaid labour for both women and men, if (mis)perceptions and (mis)understandings by managers and staff to part-time working arrangements were addressed and explored further to support an improved work-family cultural shift.  

Unemployed parents and carers

Long-term unemployed parents and carers need to be assisted to obtain employment by providing a customised response to the formidable barriers to labour market participation that they face.  The Back to Work: Parents and Carers program draws on experience gained from the Breaking the Unemployment Cycle initiative programs, particularly the initiative’s suite of community employment programs and complements the initiative.

According to the most recent available data, there are a large number of parents and carers in Queensland who are unemployed and seeking paid work.

At the 2001 ABS Census, 4,951 Queensland dependent children under 15 years resided in two-parent families where both parents were unemployed and seeking work.  The number of dependent children under 15 rises to 16,291 in the case of families where the male parent is unemployed and the female is not in the labour force. There were also 15,189 dependent children under 15 years of age, residing in sole parent families where the parent was unemployed and seeking work.

According to the most recent available ABS Queensland data on carers (ABS 1999a), in 1998 there were 16,200 carers who were unemployed and seeking either full-time or part-time work of whom 3,500 were primary carers.  Full-time carers are invariably family members who provide home-based constant care and attention to aged or disabled family members.  

Both of these groups fulfil important caring roles in society and in the case of carers, often offset costs to the State by reducing the need for institutionalised care. 

The discussion paper does not sufficiently address parents’ and carers’ lack of skills to re-enter or enter the workforce for the first time.  Invariably, unemployed parents and carers lack recent work experience, post-school qualifications and adequate job search and networking skills, which is worsened by prolonged periods of unemployment.  The poor job competitiveness of both groups is exacerbated by the inherent restrictions posed by family and carer responsibilities.  They tend to lack independent affordable transport and have a high reliance on public housing or rental accommodation in low rental areas and where job opportunities are often sparse. 

In 2004, the Department of Employment and Training funded the Back to Work: Parents and Carers program (see question 6 for further details) which recognises the needs of parents and carers who wish to re-enter or enter the workforce for the first time.  
Chapter 11:

Summing up - striking the balance

The key goals for paid and unpaid work arrangements include:

· Developing a policy framework of government assistance and legal entitlements to encourage the participation and retention of mothers in the paid workforce;

· Recognition by governments and key policy makers of the value of unpaid work to enhance the importance of the caring role to men as well as women;

· Targeting policy responses and education campaigns at small, medium as well as large businesses to promote models of family friendly workplace arrangements.

In order to promote participation and retention of mothers in the paid workforce, Governments should adopt the recent Australian Industrial Relations Commission (AIRC) decision on the Work and Family test case (a summary of the new provisions is provided under question 31).

The new AIRC provisions will strengthen the individual rights of the primary carer in the family, usually the mother, to negotiate a return to work in a part-time capacity, in addition to seeking access to extended unpaid parental leave.  These provisions are critical in delivering the basic framework for individual employees to balance their work and family responsibilities.  The capacity for families to balance unpaid work is conditional on their capacity to access extended parental leave and part-time work.  It is imperative that the federal Government incorporate these provisions into its Australian Fair Pay and Conditions Standard.
Given the imperative for employers to meet the skill shortage in the workforce, employer organisations as well as individual employers should welcome and promote the AIRC decision confirming the right of the primary carer, usually the mother, to negotiate a return to work in a part-time capacity, in addition to seeking access to extended unpaid parental leave.  This decision, if enforced, will enable employers to retain their experienced workforce by encouraging women to return to work after pregnancy.  In addition, by providing other family benefits such as paid maternity leave and paid or unpaid paternity leave, employers can benefit from becoming an employer of choice for working parents.
Many employers have already responded to these changes in the labour market and family life by pursuing policies that better support their staff. These employers recognise that the success of their businesses depend on being able to recruit and retain people from the widest possible pool of talent, and to develop the skills, creativity and imagination of all their staff.

Through its work and family unit, the Queensland Government provides research, case studies and information materials to assist employers with resources to implement work and family policies and programs.

The Queensland Government’s policy for women outlines the issues upon which a national response to assist people balance work and family responsibilities is required. These include:

· A review of the adequacy of current respite and family support services for carers of people with a disability; 

· Increased access to childcare for babies (under two years);

· Income support policies that encourage participation in paid work. (Current rates of withdrawal of subsidies such as the Child Care Subsidy, Family Tax Benefit and transport and health concessions when parents enter the workforce can be a deterrent to paid work);

· Taxation and other incentives for employers who provide child care for workers;

· Tax deductibility of child care costs as work-related expenses;

· Increased places for Family Day Care in Queensland to the national average;

· Funding outside standard hours child care for shift workers;

· Examining the issue of funding for in-home care; and 

· Particular strategies to address child care needs in regional, rural and remote areas.

Further issues for HREOC to explore include: 

· The impact of domestic violence and sexual assault on women’s capacity to manage their work/life balance. Access Economics’ report (2004) estimated the total annual cost of domestic violence in 2002-2003 to be $8.1 billion with the cost to production at $484 million and the annual costs to employers at $175 million.

· Further research into the impact of the issues raised within Striking the Balance (HREOC 2005) as they apply to rural women, indigenous communities and culturally and linguistically diverse communities. This would be beneficial in exploring the complexity of these matters as they relate to specific groups of Australians.

· Over-employment as an issue which impacts on the work-life balance for many individuals and families and is a particular phenomenon of the small business sector which has less capacity to provide flexible working arrangements.  More research on how to pool labour resources in this sector to improve working arrangements for employees with families would be useful.

· Perceptions that part-time work reduces opportunities for career advancement to be explored and addressed to support work-family cultural shift.
· Long-term unemployed parents and carers need to be assisted to obtain employment by providing a customised response to the formidable barriers to labour market participation that they face.  The Back to Work: Parents and Carers program draws on experience gained from the Breaking the Unemployment Cycle initiative programs, particularly the initiative’s suite of community employment programs and complements the initiative. 

The options for encouraging a more equal balance between paid and unpaid work in families relies on a number of factors:

· Government support for choices that parents make such as paid maternity leave for mothers who choose to remain out of the workforce until their child has completed its first year;

· Workplace programs which actively provide paid and unpaid leave for family purposes to male and female employees;

· Positive promotion of work and family practices and of the value of unpaid work to the economy;

· Positive promotion and role modelling of active fathering by the federal Government given the overhaul of family law arrangements to provide greater access for fathers to children post-separation.
Underpinning all work and family programs must be legislative protection.  At this stage, the federal Government will not give a commitment to incorporate the AIRC decision on work and family into its proposed Australian Fair Pay and Conditions Standard. Under the federal Government’s proposed industrial relations agenda, women in particular may find themselves vulnerable to unfair agreements due to their lack of bargaining power.  This was the rationale for the Queensland Government to introduce its Industrial Relations Amendment Act 2005 which provides employees protection for minimum entitlements.
Conclusion:

Recommendations:

The Queensland Government proposes that the federal Government: 

· adopt the AIRC decision from the work and family test case and incorporate these provisions into their proposed Australian Fair Pay and Conditions Standard and proposed federal Government’s industrial relations legislation;
· consider the amendment of the Sex Discrimination Act, or the passing of new federal legislation to extend ‘ family responsibilities’ discrimination to include direct and indirect discrimination and to apply comprehensively to both male and female workers.
· direct the Productivity Commission to conduct a National Inquiry into Child Care as proposed by the MINCO resolution to the federal treasurer;
· adopt s15A of the Queensland Industrial Relations Act 1999 extending unpaid parental leave to long-term casuals 
· adopt the Queensland Industrial Relations Act 1999 amendments of 2005 which require that awards and agreements take account of employees’ family responsibilities and, wherever possible, include facilitative provisions to allow agreement to be reached on work and family responsibilities;
· adopt the Queensland Government’s recommendation to the HREOC inquiry into paid maternity leave Valuing Parenthood: Options for Paid Maternity Leave that “the Commonwealth should introduce a system of paid maternity leave, to be paid at the level of the federal minimum wage” 

· review the current state of working time arrangements to investigate the impact that long working hours can have on family and community life, productivity and health and safety.

· ensure that the minimum wage decisions provide for a fair living wage based on a reasonable assessment of cost of living and productivity increases;
· support the retention of minimum entitlements, as incorporated in the Queensland Industrial Relations Amendment Act 2005;
· retain the AIRC’s capacity to hear test cases so that working women continue to receive pay equity outcomes as a result of the application of the equal pay principle and equal remuneration provisions to comparative wage rates;
· support the following key goals to encourage a balance in paid and unpaid work arrangements:
· reviewing the current policy framework of government assistance and legal entitlements to encourage the participation and retention of mothers in the paid workforce;

· recognition by government and policy makers of the monetary value of unpaid work to enhance the adoption of unpaid caring roles by men as well as women;

· targeting policy responses and education campaigns at small, medium as well as large businesses to promote models of family friendly workplace arrangements.

· adopt the recommendation of the 2004 Ministerial Conference on the Status of Women, Queensland that a national campaign be developed to encourage men to become more involved in parenting;

· coordinate initiatives including cross-cultural training for staff, developing disability awareness information campaigns in community languages and selecting people with disabilities from non-English speaking backgrounds onto advisory bodies and consultative forums.
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