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Executive Summary

In October 2000, the then Depatment of Employment, Training and Industrid
Relations, Queendand, commissoned ACIRRT, Universty of Sydney to prepare a
report on the current working time arangements in Queendand and to draw
comparisons with nationd working time arangements A number of primary and
secondary data sources have been used throughout this report to highlight both
higtorica trends and the current Stuation with regard to the practice and regulation of
working time arrangements in Queendand.

Key Findings arising from the Report

In andysng working time arangements it is important to understand that there
are two dynamics a play — those concerned with hours actualy worked, and those
concerned with the specifications of rights and entittements linked to hours
worked. Changes in both appear to be resulting in the emergence of new standard
working time arangements that have little to do with the classca wage earner
mode. Ingead of one universd modd three digtinct working time regimes appear
to have emerged. As a matter of raw hours of work people and jobs fdl into one
of three generd categories:

1 Standard hours (i.e. between 35 and 44 hours per week)
2. Part-time hours (i.e. less than 35 hours per week)
3. Extended hours (i.e. more than 44 hours per week)

The emergence of these new working time regimes gppears to be closdy linked to
fooms of employment, especidly ‘nondandard forms of employment. The
manner in which working time arangements are linked to forms of employment
are

Standard hours are paticularly prevdent amongst ‘permanent’
wage and sdary earners

Part-time hours ae paticulaly prevdent amongst casud
employees

Extended hours are paticularly prevaent amongst employers, the
sdf-employed and managers

It is important to note, however, that over half those working
extended hours are wage and salary earners.

Within each of these categories two digtinct sub-groups exist. These are:

) Standard hours:
1) blue collar occupations
2) white collar occupations
Part-time hours:
1) studentsworking on acasud basis
2) parents with dependent children working on a casud basis
Extended hours:
1) managerid occupation and/or employers/salf employed



2) blue collar occupations

Our analyss of the new sandards in EBAS reveds that even standard hours are
changing amongst wage and sdary earners. The key developments in this regard

Averaging of hours provisons

Alteretion in terms governing how changes in hours of work are
handled

Rogtering and shift innovations

Changesin overtime pendties and redrictions

Changes in leave (eg. Cashing out of long service leave and
recregtion leave).

Queendand agppears to be a the forefront of many of these changes. In
Queendand:

There is a higher proportion of both part-timers and extended
hours workers

There are high leves of unpaid overtime amongs wage and sday
earners

Amongst those working extended hours, there is concern about the
hours worked.

The case study reveded tha in the mining industry Queendanders are a the cross
roads in terms of mgor decisons about how they will govern their hours of work
in the future:

The Queendand mining indudtry Sts between WA, with its radicd
gpproach to working time arrangements, and NSW, with its more
traditiona approach.

Implicationsfor Policy

It is beyond the scope of this report to suggest solutions to issues identified in this
report. However, there are three key issues Queendanders need to confront. These can
be summarised asfollows:

1.

2.

Are the emerging new standards in working time desirable?

If there are problems with the new tacit standards that are emerging, istherea
need to broaden the official approaches to specifying working standards so
that they encompass part-time and extended hours workers explicitly?

In thinking about new approaches to working time standards is it possible to
do so without reference to other realms of policy? In particular, can working
time policy be considered independently of issues concerning the quality of
family and community life, and, fair rates of pay which allow people to
participate in both?

\l



Chapter 1 Introduction

In October 2000 the then Depatment of Employment, Training and Indudtrid
Rdations, Queendand commissoned ACIRRT, Universty of Sydney to andyse the
current nature of working time arangements in Queendand. The defining questions
of the project were:

1. What changes have occurred in both the practice and regulation of working time
arrangements in Queendand over the past two decades?
2. How do these changes compare to nationa trends?

In the last two decades, the Audrdian labour market has experienced chronic
unemployment, a collapse in the full-time labour market for teenagers, increasing
paticipation rates of women, and massve growth in part-time and casud work®. In
order to fully explore the impact that these changes have had on the Queendand
workforce comparisons were made between the Queendand trends with the nationd
trends from 1981 to 2000 by averaging monthly labour force figures over each year.
Where applicable, reference has been made to earlier research and previous analyses?

Data Sour ces

A number of primary and secondary data sources were used to andyse and compare
working time arrangement practices. The mgor datigticad source of was unpublished
data from the Audrdian Bureau of Statistic’s Labour Force Survey. The Labour Force
Survey is a nationad survey and is conducted monthly on a representative sample of al
civilian persons over the age of 15. It provides an employee/worker account of,
among other things, hours worked. Another mgor datistical source of unpublished
data from the Survey of Training and Education (1997) which surveyed persons aged
between 15 and 64 who were in or were marginally attached to the labour force, or
were in full-time or part-time education, or had a wage and sday job in the 12
months prior to the survey.

It should be noted that the ABS surveys different persons for the labour force data
depending on the population of interest. As such, throughout the datistical section
(Chepter 2) various populations of the labour force are referred to. For example,
athough the Labour Force Survey examines both employed and unemployed persons,
only those persons who were recorded as employed have been included. Similarly,
andyds of the Survey of Training and Educetion (STE) primarily draws on persons
who are currently employed. Where Labour Force or STE data has been used, the
population is referred to as “employed persons’ and includes wage and salary earners,
employers with employees, own account workers, and family unpad family helpers.
However, the Labour Force Supplementary Survey for Queendand (1999) includes
data from wage and sdary earners only and thus excludes employers and own account
workers. Where data has been used from the Supplementary Survey or in instances

! ACIRRT Australia at Work: Just Managing? Prentice Hall, Sydney, 1999

2 |bid. J Buchanan, & S Bearfield. Reforming Working Time: The Future of Work. Brotherhood of St
Laurence, Fitzroy, 1996. K Heiler, R Pickersgill, & C Briggs. “Working time arrangements in the
Australian mining industry: Trends and implications with particular reference to occupational health
and safety”. |LO Sectorial Activities Programme Working Paper, 162.1L O Geneva, 2000.




where only wage and sdary earners have been included in andyss, the population is
referred to as “employees. The exact population being referred to is described in
detaill under each table and the reader should note the reference “Population” when
drawing conclusions on the data presented.

Another issue to note is that within the report, the reference group for various anayses
changes depending on the issue being examined. In some tables the characteristic of a
paticular group is the reference point and comparisons are made amongst persons
with the same employment characteristic. For example, when examining employment
datus, it is important to draw comparisons amongst al wage and sdary earners who
work part-time, those who work standard hours and those who work extended hours.
However, comparisons between persons with different employment characteristics are
adso of interest. For example, examining the various hours worked by wage and saary
earners in comparison to the hours worked by al persons employed in Queendand.
Where gpplicable Tables in this report have been replicated showing the same number
of persons with relevant characteristics but reporting different percentages depending
on the reference point.

The primary source of data used to andyse changes in the regulatory environment in
which working time arrangements are developed the primary source of data was the
ADAM (Agreements Database and Monitor).®> Use of this data source enabled
comparisons to be made across various enterprise agreements in Queendand and
nationdly. The issues that emerged from these analyses were drawn out in an in-depth
case-dudy of the mining industry in Queendand.

Structure of the Report

Chapter 2 provides a datigicd analyss of the changes in actua hours worked in
Queendand and nationdly over the past 20 years. This chapter draws on information
collected directly from workers and therefore does not rely on employer estimates or
organisationd records for an account of hours worked. These data are particularly
useful as they provide an andyss of how working time arrangements actudly operate
on a day to day bass. These data aso dlow profiles to be developed of the typica
worker employed under various working time arrangements.  Importantly, this chapter
shows how working time practices have changed and notes how the rise in both
extended and shorter hours of work appear to be closely corrdated with different
forms of employment.

In Chapter 3, the paths used by employers to dter working time arrangements are
explored usng data drawn from ADAM (Agreements Database and Monitor).
Quditative andyds of avalable enterprise agreements shows how working time
rights and obligations are being recast through enterprise agreements in two digtinct
ways The fird involves redefining rights of those workers engaged as ‘standard’,
permanent or ‘ordinay’ employees. This involves changes in fundamentd rights
concerning the span of ‘ordinary’ hours, changes in leave entittements and changes in
rogering and shift arangements. The second involves usng agreements to fecilitate

3 ADAM is Australia’s most comprehensive and authoritative database of enterprise agreements and
Australian Workplace Agreements (AWAS). It provides up-to-date information on over 8,000
registered enterprise agreementsin the Federal, NSW, Qld, WA, and SA jurisdictions.



the wider use of forms of employment that Sdestep traditiond working time standards
atogether. Such provisons dlow for the increased use of casud, contractor and
[abour hire workers.

Chepter 4 draws on work commissoned by the ILO (International Labour
Organisation) in 1999-2000 on shift length, rogter patterns and overtime arrangements
in the mining indusdtry. This chapter provides an in-depth picture of how working time
arangements are being played out a the industry levd. A case dudy of the mining
indudry is paticularly indructive to this project because of the influentid nature of
the mining industry when it comes to the indigation of changes to working time
arangements. This chapter reveds that in WA mgor change has been achieved by
adopting different forms of employment, especidly contractor and individud
contracts of work. In NSW, however, change has come through changing the context
of working time standards. Queendand stands between these extremes. This reveds
that while changes in terms of working time arangements are inevitable — the form
they take and the outcomes in terms of hours of work can vary dramaticaly. Policy
changes are possible and can make a sgnificant difference to outcomes.

Chapter 5 concludes by drawing out the wider anayticad and policy implications of
the study. This chapter highlights the need to grasp the profundity of the changes that
have occurred in working time practices and rights. It dso proposes some key
questions that need to be addressed if further change is to be both desrable and
productive.



Chapter 2 Changes in Hours Worked in Queensland
and Australia: Trends Since 1980.

Trends Over the Last 20 Years. All Employed Persons.

Sandard Working Week

In 1981, the total number of employed persons working on a pat-time bass in
Queendand was 16 per cent with those working on a full-time bass making up the
remaining 84 per cent. By 2000, this had changed to a part-time work force tha
accounted for 27 per cent of dl those employed and a full-time work force of 73 per
cent.* From these figures it would be essy to surmise that there has been only a dight
demise in twenty years with regard to working time arrangements in Queendand and
that the classcd wage earner modd that is dive and wdl for the mgority of the
population.

However, wdl before the 1980s it was evident that the standard working time mode
was limited in its reach. This modd, traditiondly based on the needs of prime aged
maes, was quite precriptive in terms of the daly span of hours and the weekly
goread of hours. The mode offered few options for employees, and limited employers
to a regime tha did not meet the growing consumer demand for goods and services
outsde traditiond hours of operation. On closer andyss of the figures seemingly
depicting a classcad wage earner model, however, it is evident that by 1981 deviations
from the standard model were present. It became agpparent that dichotomising working
time arangements into full-time and part-time overlooked fundamental changes in the
composition of hours of engagement at the workplace.

As ealy as 1981, the compostion of actual hours of engagement a the workplace
vaied gredly. A tdling example of this varidion is mod apparent amongst those
working on a full-time bass. Both nationaly and in Queendand between 12 and 13
per cent of dl those working on a full-time bass actudly only worked part-time hours
during the reference week in both 1981 and in 2000, whilst between 8 and 7 per cent
did not work a dl (ie worked zero hours). As shown in Table 1, this equates to a
much larger proportion of al employed persons actudly engaged on a part-time bass
from week to week. In 1981 in Queendand, a total of 26 per cent of the tota work
force were engaged on a part-time bads a any one time. By 2000, this had increased
to atota of 35 per cent. This trend was dso apparent a a nationd leve. In 1981, 25
per cent of the national work force was engaged on a part-time bass and by 2000 this
had increased to 33 per cent.

* ABS unpublished data, Labour Force Survey. Figures are based on annual averages of monthly data.

4



Table 1. Employment Growth by Working Time Arrangements, 1981-2000

Absolute %
Working Time* 1981 2000 change change
(000 000s)
count % count % count %

Zero (0 hours)

Queendand o7 7 A1 7 .04 6 58

Audrdia 48 8 62 7 14 5 29
Part-time (1 — 34 hours)

Queendand 25 26 59 35 34 48 136

Audrdia 16 25 30 33 14 54 88
Standard-time (35 — 44 hours)

Queendand 43 44 b3 3R 01 14 23

Audrdia 30 47 31 3#4 .06 2 2
Very Long hours (45+)

Queendand 22 23 45 27 23 32 104

Audrdia 13 21 24 26 10 38 76
Tota Employed Persons

Queendand 97 100 17 100 .71 100 73

Audrdia 64 100 90 100 26 100 40

Source: ABS Labour Force Survey, unpublished data 1981, 2000.

Population: All employed persons.

*Refers to actual hours worked during the reference week. Those working zero hours were
accessing leave entitlements throughout the whole reference period.

Disaggregating Trends in Full-Time Hours

Disaggregating the hours worked by full-time employees reveds diginct changes in
the trends of so-cdled standard hours and very long hours. Graph 1 clearly shows that
the relaive proportion of full-time employed persons working between 35 and 40
hours per week has declined whilst the proportion of full-time employed persons
working more than 45 hours per week has increased. In Queendand in 1981, 58 per
cent of dl ful-time employed persons worked 35 to 40 hours per week while 33 per
cent worked more than 45 hours per week. By 2000, 47 per cent of al full-time
employed persons worked 35 to 40 hours and 46 per cent worked more than 45 hours
per week. Although the proportion of persons working between 35 to 40 hours per
week has declined, in absolute terms there was a 19 per cent increase in the tota
number of persons working these hours in Queendand between 1981 and 2000. In
comparison, the totd number of al persons working more than 45 hours per week in
Queendand increased by 105 per cent over this time period. Table 2 provides a
breakdown of those working more than 45 hours per week. °

® These data reflect the number of hours worked during the reference week. Those full-timers who did
not work a full week in the reference week were not included in these analyses. However, the
proportion of full-time persons working less than a full week during the reference week did not change
between 1981 and 2000. In 1981 and in 2000 at any one time, 20 per cent of al full-time employed
persons were not working a full-time week. Therefore, assuming that leave patterns remained constant
across hours of employment, the relative proportions are not effected.



% of full-time employed persons

Graph 1: Queensland and National Comparisons
Hours Worked by Full-Time Employed Persons
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Source: ABS, Labour Force Survey, unpublished data.
Population: All employed persons, working full-time.

The figures in Table 2 are particularly stark when consdered agangt a 73 per cent
absolute increase in the overall Queendand workforce over this period of time.
Obvioudy, growth in extended hours of engagement a the workplace has far
outstripped not only those persons working under traditiond sandard hours of
engagement but also the whole of State average. Furthermore, the absolute increase in
the number of people working very long hours is more pronounced in Queendand
than it is nationally. Nationally, over the period 1981 to 2000, there was a 76 per cent
increase in the total number of people working more than 45 hours per week. Perhaps
even more discouraging is that the largest absolute increase is not a the bwer end of
extended hours workers (45 to 49 hours) but amongst those working 50 to 59 hours
per week. This was the case for both the Queendand and national workforces but
agan, the relative growth in the number of people working these hours was far greeter
in Queendand (136% increase) than it was nationdly (94% incresse).



Table 2: Growth in those Working Very Long Hours, 1981-2000

Absolute %
Working Time 1981 2000 change change
(000s)

Usual hoursworked count %  count % count %"
4510 49

Queendand 69 32 126 28 57 25 82

Audrdia 460 34 708 30 248 24 54
50 to 59

Queendand 69 32 162 36 93 40 136

Audrdia 439 33 850 36 410 40 9
60 +

Queendand 81 37 161 36 80 35 99

Audrdia 441 33 79 34 39 35 81
All very long hours

Queendand 219 23 449 27 230 33° 105

Augrdia 1340 21 2357 26 1017 39 76
Totad Employed Persons

Queendand 972 1679 707 73

Audrdia 6416 9023 2606 41

Source: ABS, Labour Force Survey, unpublished data.

Population: Employed persons working 45 hours or more during the reference week.

Note: Figures refer to average weekly hours worked over the year.

# Percentage change as a proportion of the increase in all persons working extended hours.
¥ Percentage change as a proportion of the increase in total working population.

Disaggregating Trends in Part-Time Hours

In the last two decades there has been a massive expanson, in absolute terms, of the
numbers of people working various part-time hours both in Queendand and
nationdly. As with absolute figures for full-time working arangements the increases
in Queendand have been far more dramatic than has been the case nationdly. Table 3
shows that with regard to part-time employed persons, the most dramatic increases
have been amongst those working between 11 and 29 hours per week. In Queendand,
there was a 182 per cent increase in the number of people working between 11 and 15
hours per week since 1981. Amongst those working 16 to 20 hours per week there
was a 170 per cent increase and there was a 154 per cent increase in the number of
people working between 21 and 29 hours per week.

It should be noted however, that dthough these absolute increases are much larger
than the 73 per cent absolute increase in the totd number of al employed persons in
Queendand, the relaive proportions of employed persons working various part-time
hours has changed little in Queendand or nationaly. For example, in Queendand in
1981 10 per cent of al part-time employed persons worked between 11 and 15 hours
per week, while in 2000 11 per cent of dl part-time employed persons worked these
hours. These reaults indicate that despite a massve increase in the number of people
working part-time hours (182 per cent in the case of those working 11 to 15 hours),
the pattern of part-time employment hours has remaned reativey sable over the 20



year period. The dgnificance of this finding is that amongst part-time employed
persons the relaive mix of hours worked has changed very little. The only possble
exceptions to this is the relative decrease between 1982 and 2000 in the proportion of
part-time employed persons working between 30 and 34 hours per week and the
rdatve increase in persons working between 6 to 29 hous per week both in
Queendand and nationaly. If this trend were to continue over subsequent years it may
reflect achanging pattern in part-time working arrangements.

Table 3: Growth in those Working Part-time, 1981-2000*
Absolute %
Working Time 1981 2000 change change
(000s)
Usual hoursworked Count % Count % Count %"
1to5
Queendand 24 10 51 9 28 8 116
Audrdia 139 9 261 9 123 9 88
6to 10
Queendand 35 14 88 15 53 15 150
Audrdia 222 14 459 16 237 17 106
11to 15
Queendand 24 10 69 11 44 13 182
Audrdia 153 10 357 12 203 15 133
16to 20
Queendand 3B 14 94 16 50 17 170
Audrdia 230 15 494 17 264 19 115
21t029
Queendand 51 21 130 22 79 23 154
Augrdia 336 21 648 22 311 23 93
30to 34
Queendand 79 32 159 27 80 23 101
Audrdia 497 32 726 25 229 17 46
All Part-time Persons
Queendand 248 26 501 35 343 48° 138
Audrdia 1577 25 2944 33 1367 52° 87
Tota Working Population
Queendand 972 1679 707 73
Audrdia 6416 9023 2606 41

Source: ABS, Labour Force Survey, 1981-2000. unpublished data.

Population: Employed persons working less than 35 hours in the reference week.

*Labour Force data for those strictly classified as part-time workers was not available at this
level of disaggregation. These figures refer to the hours worked during the reference week
and thus include full-timers who worked less than a full week.

# Percentage change as a proportion of the increase in all part-time persons.

¥ Percentage change as a proportion of the increase in total working population.



Queendand Wage and Salary Earners.

The 1999 Labour Force supplementary survey® provides a useful disaggregation of
wage and sdary earners in Queendand. Wage and sadary earners are defined by the
ABS as those who worked for an emg.)loyer for wages or sday and thus excludes
employers and own account workers.” In Queendand in 1999, wage and sdary
earners were 70 per cent of the totd labour force® Appendix 1 provides a series of
tables containing the source data for the following results.

Gender

Men and women were dmost equaly represented amongst dl wage and day
earners in Queendand; 665 600 (53 per cent) of dl wage and sdary earners were men
and 590 600 (47 per cent) were women. With regard to working hours, there were
clear digtinctions however, between men and women. Although a totd of 29 per cent
of al wage and sdary earners worked on a part-time basis® 76 per cent of al part-
time workers were women. Indeed, 47 per cent of al femae wage and sdary earners
worked on a part-time basis compared to just 13 per cent of al mae wage and sdary
eanes. Women, therefore, were fa more likdy to report low average annud
earnings. A total of 45 per cent of al women earned less than $20 000 compared to 23
per cent of al men.

With regard to overtime and unpaid hours, men were more likey to work pad
ovetime than women with 17 per cent of al men usudly working pad overtime
compared to just 6 per cent of al women. However, both men and women were
equaly likely to work unpaid hours with 20 per cent of dl men and 18 per cent of dl
women usualy working unpaid hours.

Geographic Location

Income and Hours

Wage and sdlay earners in Brisbane had higher remuneration levels compared to the
rest of the State. In Brishane, 25 per cent of al wage and sdary earners earned more
than $40 000 per year compared to 20 per cent of wage and sdary earners in the rest
of the date. Yet, there was no difference in the proportion of people working extended
hours (a total of 31 per cent of each group of employees worked more than 41 hours
per week) and there was little difference in the age, post-school education or gender
profiles of each group. Similarly there were no differences in the extent to which
employees from each group usudly worked paid overtime. One likely explanaion for
the differences observed in remuneration levels may be the occupaiond and indusry
profiles of these groups. Although these data were not avalable by geographic
location, it is feedble tha employees in the city were more likdy to fdl into
managerid and professona occupations employed in the services sectors. Employees

® ABS Working Hours of Wage and Salary Earners, Queensland. Oct 1999. Cat No. 6344.3, 2000.

" Includes owner managers of incorporated entities.

8 Derived by calculating wage and salary earners in Queensland [as reported in ABS Working hours of
Wage and Salary Earners, Queensland. Oct 1999. Cat. No. 6344.3, 2000] as a proportion of the
seasonally adjusted labour force for Queensland in October 1999 [as reported in ABS Labour Force
Oct 1999. Cat. No. 6203.0, 2000].

¥ These figures exclude those working for themselves and thus differ slightly to those reported from the
Labour Force Survey.




in the remaning aress the date may be more likdy to be blue-collar workers
employed in agriculturd and mining indudtries.

Employees were asked to nominate whether they would prefer more or fewer hours of
work. Workers in Brishane were more likely to ndicate that they would prefer fewer
hours (34 per cent preferred fewer hours compared to 29 per cent of employees across
the rest of the date). The difference between regiond and city employees in their
preference to work fewer hours however, should not detract from the fact that dmost
one third of regiona employees would aso prefer to work fewer hours.

There are a number of possible explanaions for the differences observed with regard
to a preference for working fewer hours. Managerid and professond employees in
the city are more likely to be working extended hours to ensure career prospects, job
security or to maintain a lifestyle but, in the perfect world, would prefer to be able to
work fewer hours. The notion that extended hours are related to career prospects or
job security is supported by the finding that 33 per cent of those working more than
49 hours did so because it was an expectation of the job, and 39 per cent said it was
necessary to get the job done. Support for the assumption that working extended hours
is related to lifestyle and income comes from the finding that 57 per cent of those who
worked more than 49 hours and who would prefer to work less hours would not do so
for less pay.*°

At the opposite end of the income spectrum there was some indication of regiond
poverty. A totad of 61 per cent of wage and saary earners living outsde the Brisbane
area earned less than $30 000 per year compared to 54 per cent of wage and sdary
eaners in Brisbane. To some extent, this difference could be explained by a smaler
proportion of Brishane employees working on a part-time basis (28 per cent as
opposed to 31 per cent). However, this in itself begs the question of regiona access to
ful-time employment opportunitiess  Only 7 per cent of regiond employees (and 6
per cent of city employees) indicated that they would like to work more hours.
However, in the regiond aress it is possible that a lack of sufficient support services
such as child care and public transport prevent people from @nsdering working more
hours.

The issue of insufficient hours was particularly prevdent for part-time employees. Of
al those who would prefer to work more hours, 98 per cent of them worked on a part-
time bass and more than one in five (22 per cent) of dl those working on a part-time
bass indicated that they would prefer to work more hours.

191t should be noted that this does not assume that these employees are remunerated to work more than
49 hours per week.
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Current Situation in Working Time Arrangements— Queendand and Australia.

Unpublished data from the 2000 Labour Force Survey show that the average number
of persons employed in Queendand from January to September 2000 was 1.7
milliot!. Of those who had recorded hours of work during the reference week, 590
000 (38 per cent) worked less than 35 hours while 973 000 (62 per cent) worked more
than 35 hours® It is important to note that & any one time during the year, 20 per
cent of dl full-timers were working less than 35 hours per week '3

Unpublished data from the 1997 Survey of Traning and Education dlows
comparisons to be made between the Queendand and the national labour forces based
on characteristics not recorded in the Labour Force Surveys. Over the last two
decades there have been dramdic changes to working time arangements in the
Audrdian labour market. The demise of the traditiond notion of a ‘standard’” working
week is clearly evident in Diagrams 1 and 2.1* The current working time arrangements
in Queendand reflect the same segmentation that has been occurring nationdly.

The most obvious ssgmentation in the labour market can be drawn between the
growing proportion of the labour force working zero hours per week (the
unemployed) and the proportion of the labour force working more than one hour per
week. In 1997 in Queendand, as was the case nationdly, 8 per cent of the labour force
was unemployed.® Of dl those who work at least one hour per week, the work force
can be trisected. There are those who work standard hours each week, those who work
part-time and those who work very long hours.

Further to the issue of working time arrangements is that of employment conditions.
The rise in pat-time employment has coincided with a growth in precarious forms of
employment. Both nationdly and in Queendand, casud and temporay forms of
employment have been increasng. Out of the 17 countries in which the growth and
extent of casud and temporay employment has been messured, Audrdia has
exceeded dl other OECD countries with the exception of Spain®  Amongst
Augrdian daes, Queendand has had the highest overdl levd of casud employment
since 1988.17 Of the tota Queendand work force, 29 per cent were employed on a
casua basis and 79'® per cent of al part-time workers were employed casudly (see
Diagram 1). The figures are comparable when looking a just wage and sday earners.

11 ABS Labour Force Survey, 2000, unpublished data.

12 A total of 113 000 employed persons were accessing leave entitlements during the reference week
and were thus recorded as working zero hours.

13 The reasons given by full-timers for not working a full-time week included access to leave
entitlements, shift or roster arrangements, having commenced or finished work during the reference
week, bad weather, or industrial dispute. Those accessing leave entitlements during the reference week
greatly inflate part-time figures. The Survey of Training and Education shows that 25 per cent of the
Queensland work force was actually engaged on aformal part-time basis.

1 These figures differ slightly to those reported from the Labour Force Survey because data was
available in the Survey of Training and Education on usual hours worked per week.

15 ABS, unpublished data, Survey of Training and Education, 1997.

16 OECD (Organisation for Economic Cooperation and Development), Employment Outlook, OECD,
Paris, July, 1996 and |. Campbell, Work, Employment, and Society. Forthcoming, 2001.

173 Mangan, , Casual employment in Queensland: Current Situation and Implications for Public
Policy. Report prepared for VETEC (Vocational Education, Training and Employment Commission),
Brishane, April, 1999.

'® Derived from figures presented in Diagram 1 of all casual workers.
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Table 4 shows that of al wage and sdary earners in Queendand, 30 per cent were
employed on a casud bads. However, 74 per cent of dl part-timers were casuas.
Nationaly, 22 per cent of the total work force was employed on a casud basis and
gpproximately 67 per cent of dl pat-timers were employed on a casua bass (see
Diagrams 2).

In Queendand, casua employment has been the mgor source of job growth since
1988 with 47 per cent of adl new wage and sday postions being casud. The
drongest growth in casualisation has been amongt mde employees Casud
employment for men in Queendand increased by 116 per cent between 1988 and 1998
compared to a 54 per cent increase over the same period for women.*® Although the
massve increase in casud employment amongst men can patly be atributed to a
lower base rate of casud employment for men in 1988, there has dso been a relative
increase in the proportion of men working on a casud bads. In 1988, 35 per cent of
al Queendand casud employees were men. However, by 1998, the proportion of men
working as casua employees had increased to 43 per cent of al Queendand casud
employees?.

19 pid.
2 |pid



Diagram 1 The current digtribution of working time in Queendand: proportions of employed persons working extended hours, standard
hours, part-time and on a casud or permanent basis, 1997

Labour force
1.7 mill
Employed Unemployed/margind
1.5 mill A3 mill
|
Very long hours Standard time Pat time
A5 mill 71 mill 37 mill
29% 46% 25%
| | |
| | | | | |
Permanent Casud Permanent Casua Permanent Casua
40 mill .05 mill 61 mill .10 mill .08 mill 29 mill+
89% 11% 86% 14% 21% 79%

Source: ABS, Survey of Training and Education, 1997, unpublished data.
Population: All employed persons
Note: Extended hours = 45+ hours per week, Standard hours = 30 to 44 hours per week, Part-time = 0 to 29 hours per week.

* Approximate figures derived from the proportion of permanents and casuals working various hours amongst wage and salary earners. Precise numbers and
proportions of permanent casual employees are provided in Table 4.
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Diagram 2. The current didribution of working time in Audrdia proportions of the employed persons working extended hours, standard
hours, part-time and on a casud or permanent basis, 1997

Labour force
9.0 mill
Employed Unemployed/margind
8.3 mill 75 mill
|
Very long hours Standard time Pat time
23 mill 39 mill 2.0 mill
28% 47% 25%
| | |
| | | | | |
Permanent Casud Permanent Casua Permanent Casud
2.1 mill 18 mill+ 35 mill A3 mill .66 mill* 1.3 mill+
92% 08% 89% 11% 33% 67%

Source: ABS, Survey of Training and Education, 1997, unpublished data.
Population: All employed persons

Note: Very Long hours = 45+ hours per week, Standard hours = 30 to 44 hours per week, Part-time = 0 to 29 hours per week.
* Approximate figures derived from the proportion of permanents and casuals working various hours amongst wage and salary earners.
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Table 4. Employment Conditions for Wage and Sdary Earners, Qld. 1997.

Hours Usually Worked in Current Job

Part-time Standard Extended Total
Permanents % 25 90 89 70
count 90744 513252 239444 843440
Casuds % 74 10 11 30
count 264048 56550 28536 349134
Totd 357492 569802 267980 1192574

Source: ABS Survey of Training and Education, 1997, unpublished data.
Population: Queensland wage and salary earners including those in or marginally attached to
the labour force who had held a wage or salary job in the 12 months prior to the survey.

Traditionaly casua working time arangements lack the expectation of continuity of
employment. Although the Queensand Industrial Relations Act 1999 provides certain
entittements for long term casuds, there is little to compensate for the lack of training,
consultation and job variety that typifies casua employment®!.

Those working as casuds however, best depict the experience of casud employees.
As one woman, who was tying to get her diving indructor qudifications by working
on acasud basison areef tour boat in Cairns explans:

‘there’s an official traineeship in the industry — and they are
generally known as ‘slaving’. You work for free on a boat, in return
for training. You have to pay all expenses and equipment necessary
to complete the training, with the exception of the instructor’ s time.
You get trained by the instructor part of the time, but you spend

most of the time just working for free” .22

The precarious nature of casud work aso impacts on the extent to which a normd life
outdde of work can exist. The dtuation of a casud child care worker employed in a
centre in the western suburbs of Brisbane illudtrates the lack of control that casuals
experience.

“1’m described as a permanent casual. | usually work 34 to 35 hours
a week anywhere between 6am and 6pm. Rosters are worked out on
the weekend and we' re usually told on Sunday night of our roster for
the following week....what | really want is more control over my
working life” .2

Other issues of concern regarding casud employment were brought to the fore in a
recent report put out by the ABS?* Although figures were not availeble a the state
level, a a nationd level 35 per cent of dl sdf-reported casual employees had worked

21 ACIRRT Australia at work: Just managing? Sydney, Prentice Hall, 1999.
22 3ource: R Hall, T Bretherton & J Buchanan. It's not my problem: The growth of non-standard work
and _its impact on vocational education and training in Australia. NCVER, Leabrook, 2000, disk
agpendix.
2 . . .

Ibid, Appendix (disk).
% ABS Employment Arrangements and Superannuation, April to June 2000. Cat. No. 6361.0 2001.
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in their main job for more than 2 years and 74 per cent expected to be working in the
same job in 12 months time. These findings sugget some form of dability and a
certain expectation of continuing work for a large proportion of casuads. However, 43
per cent of al casuds did not work a regular number of days each week but were
cdled in for reief work and 58 per cent did not have any say in thar sart and finish
times. Together these findings pant a picture of employers benefiting from having a
consant supply of labour year in and year out without the expense of leave
entittements. From the employee's perspective however, there is little in the way of
job security due to the casud nature of the employment conditions and little autonomy
or even routine in being able to organise work and family life based on an expectation
about usua days and hours of work.

Emerging Normsin Working Time Arrangements

When examining the emerging norms in working time arangements in Queensland,
there are two methods that can be used for interpreting the same data. The firg is to
focus on the actud hours worked while the second is to focus on the employment
datus of individuas. The fird method of interpretation has been presented in Table 5
and the second method in Table 6. As will be seen, there is vadue in each method
when consdering the overdl pattern of current working time arrangements.

In Table 5 the focus of interpretation is on the hours worked under each of the
emaging norms with a breskdown by employment Satus. This interpretation is
paticulaly usgful in highlighting the fact that not only do wage and sday eaners
comprise 77 per cent of the entire Queendand work force but they aso dominate each
of the emerging norms with regard to working time arrangements. As such, policies
amed a addressng working time arrangements, regardless of whether the focus is on
part-time hours, standard hours, or extended hours must consder the extent to which
wage and sday eaners are effected. For example, one of the grestest areass of
concern with regard to changes in working time arrangements is the extent to which
people usudly work extended hours (ie more than 44 hours a week). Table 5 clearly
shows t?gt 60 per cent of the al persons working extended hours are wage and salary
earners.

At the aggregate leved, and drawing didinctions between managerid versus non
managerial occupations, 19 per cent of the Queendand work force are non-managerid
wage and salary earners who usually work more than 44 hours per week.2°

% |t should be noted that 96 per cent of all wage and salary earners are in non-managerial occupations
26 This figure was calculated from data presented in Appendix 2. Note: These figures include the
whole Queensland work force and thus differ from figures presented in Table 4 which include only
wage and salary earners.
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Tableb. Hours Usudly Worked in Current Job by Employment Status for

Whole Queendand Labour Force
Hours Usually Worked in Current Job

Employment status Part-time Standard Extended Total
Wageand Sdary Earners ™ % 78 90 60 77
Count 357492 569802 267980 1192574
Employer with employees % 5 3 18 8
Count 21783 18064 78859 118706
Own Account Workers % 15 7 22 14
Count 68611 42307 100349 211267
Unpaid Family Helper % 3 .002 .005 .01
count 14599 1119 2352 18070
Total 100 100 100 100

459784 631293 449540 1540617

Source: ABS Survey of Training and Education, 1997, unpublished data.
Population: Queensland labour force including those in or marginally attached to the labour
force who had held a wage or salary job in the 12 months prior to the survey.

Although it is important to consder wage and sdary earners in dl policy development
due to the extent to which they dominate the labour market, it is dso important to
consder anomaies amongst the other employment satus groups. Another ussful way
to interpret the data in Table 5 therefore, is to compare the hours worked amongst
those working under the same employment status (see Table 6).

When congdering this method of interpretation, there were distinct differences
amongst employers and amongst own account workers that are worth noting. For
example, there was a higher proportion of employers and own-account workers
working extended hours than would be expected when consdering the tota
proportion of people in the Queendand work force who work extended hours. Two
out of three employers (66%) and dmost haf of al own-account workers (47%)
worked more than 45 hours per week (see Table 6). This compares to just under a
third of the whole Queendand work force (29%) and less than a quarter of wage and
sday eaners (22%) working extended hours. From this perspective, dthough they
comprise only a smdl percentage of the totd Queendand workforce it is important to
note that extended hours of work sgnificantly impact on employers and own-account
workers.
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Table6 Hours Usudly Worked in Current Job by Employment Status for

Whole Queendand Labour Force
Hours Usually Worked in Current Job

Employment status Part-time Standard Extended Total
Wageand Sday Earners ™ % 30 48 22 100
Count 357492 569802 267980 1192574
Employer with employees % 18 15 66 100
Count 21783 18064 78859 118706
Own Account Workers % 32 20 47 100
Count 68611 42307 100349 211267
Unpaid Family Helper % 81 6 13 100
count 14599 1119 2352 18070
Total 30 41 29 100

459784 631293 449540 1540617

Source: ABS Survey of Training and Education, 1997, unpublished data.
Population: Queensland labour force including those in or marginally attached to the labour
force who had held a wage or salary job in the 12 months prior to the survey.

It is clear that different workforce characteristics such as hours worked and
employment datus cluster together. The resources were not avalable to examine this
issue in detall. However, a basc profile of three key types of “typicd worker” has
been prepared. In doing this type of ample andyss, distinct differences are evident in
the individud profiles of the “typica worker” performing ‘extended’, ‘standard’, and
‘part-time casud’ hours of work.

Basic Profile of the Extended Hours Worker®’

The mgority of those who worked extended hours were:
Male (80%)
35to 54 yearsold (57%)
Earns more than $41 601 per year (45%)

Industry?®

Wholesde and retail trade (21%)
Community services (13%)
Manufacturing (13%)

Occupation?®

Managers and administrators (27%)
Tradespersons (19%)

Professionals (15%)

Post school qudlification (58%)

Marital/Family status
Married with dependants (45%)
Married without dependants (31%)

2" These data are presented in Appendix 3.
28 Disaggregations use the Australian Standard Industry Code (ASIC)
29 Disaggregations use the Australian Standard Codes of Occupation 11 (ASCO 11)
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Y oungest child is 14 years old or younger*® (41%)

Going Behind the Basic Profile — Distinct Dichotomous Groups of Extended

Hours Workers.
Despite the badc profile that characterises a typicd extended hous worker a clear
diginction becomes apparent when occupational category is consdered in greater
depth. When consdering standard occupationd categories, just over one in three
extended hours workers (36%) are employed as managers or professonds with a
further 18 per cent employed as associate professonas. From this finding it could be
eadsly surmised that extended hours of work is an issue primarily concentrated in the
top echelons of the labour market. However, it is important to adso note that one in
three extended hours workers (33%) are employed in blue-collar occupations such as
trades persons, production and transport workers and labourers !

This dichotomy between the top echeons and the blue-collar worker has obvious
policy implications when consdering the regulation of usual hours worked. Managers
and professonds are far more likely to be in postions where hours are not formaly
reguiated and where there ae dgnificant promotiond opportunities. Blue-collar
workers on the other hand are more likely to be employed a a low hourly base rate
and need ovetime to supplement reatively low basic incomes. Thus regulating or
reducing the hours of work of blue-collar workers is far more likely to negatively
impact on take home wages. These differences between managerid and blue-collar
workers who work extended hours highlight the importance of developing
sophigticated ingdruments to address the problem of extended hours of work for
different segments of the labour market.

Basic Profile of the Standard Hours Worker®?

The mgority of those who worked standard hours were:
Male (61%)
25 to 44 years old (51%)
Earns between $20 801 and $31 200 (47%)

Industry*3

Community services (21%)
Wholesale and retall trade (17%)
Manufacturing (16%)

Occupation®*

Intermediate and elementary clerical, sales and service workers (28%)
Tradesperson (19%)

Professionals (16%)

Post school qualification (49%)

% The ABS draws distinctions between families with young children that may require child care
arrangements and families without children aged between 0 and 14.
31 The remaining 13 per cent of extended hours workers are in lower skilled white collar occupations
such as advanced, intermediate and elementary clerical, sales and services workers.
32 These data are presented in Appendix 3.
33 Disaggregations use the Australian Standard Industry Code (ASIC)

Disaggregations use the Australian Standard Codes of Occupation || (ASCO I1)
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Marital/Family status
Married with dependants (33%)
Married without dependants (28%)

No children aged 14 or younger (67%)

Going Behind the Basic Profile — Distinct Dichotomous Groups of Standard

Hours Workers.
As with those working extended hours, there was dso a clear didtinction amongst
gandard hours workers with regard to blue-collar and white-collar occupations that
may have important policy implications. Indeed, the dichotomous didinction was far
more gpparent amongst those working standard hours because there was not only an
occupationa segmentation but an industry one as wel. Of dl standard hours workers,
40 pe cent were employed in the blue-collar occupations as tradespersons,
intermediate production and transport workers, and labourers. This dominance of
blue-collar workers was reflected in the finding that a quarter of dl standard hours
workers were employed in the Manufacturing and Congtruction industries.

However, another 26 per cent of al standard hours workers were employed in the
high skilled white-collar occupations as professonas and associate professonas
whilg 32 per cent were employed in lower skilled white-collar occupations as
advanced, intermediate, and dementary clerical, sdes and service workers. As with
blue-collar workers this finding was supported by a dominance of standard hours
workers in indudtries that would be deemed as typicdly white-callar: the Community
Services (21%), Wholesde and Retal trades (17%), and Finance, Property and
Business Services (11%).

Dichotomisng sandard hours workers into white-collar  and blue-collar  workers
warrants consderation. It is likely that the mgority of those employed under standard
working hour arangements in white-collar occupations are at the workplace during
‘regula’ hours of business hours 9am to 5pm, Monday to Friday. The obvious
exception to this would be those employed as sdes workers whose actua hours
arangements might more closdly mirror those in blue-collar occupations. It is far
more likdy that sdes workers and blue-collar workers are subjected to hours
arrangements that include, shift work, split shifts and weekend work.

Basic Profile of the Casual Part Time Worker

The mgjority of those who worked on a casud part-time basis were;
Femade (72%)
Age

15to 19 years old (28%)
35 to 44 years old (20%)

Earnsless than $10 400 (65%)

Industry®®
Wholesde and retail trade (41%)
Recrestion, persond and other services (21%)

35 Disaggregations use the Australian Standard Industry Code (ASIC)



Community services (19%)

Occupation®®
Elementary clerical, sales and service workers (34%)
Intermediate clerica, saes and service workers (23%)

Educational Qualification
Did not complete high school (30%)
Obtained highest level of secondary education (26%)

Marital/Family status
Married with or with dependants (31%)
Dependent student (25%)

No children aged 14 or younger (71%)

Going Behind the Basic Profile — Distinct Dichotomous Groups of Casuals

Working Part-Time Hours.
Although a large proportion of casud part-time workers are dependent school students
(25%). The other obvious discrete category within this emerging norm is spouses
(primarily mothers) with dependent children (31%).3” These two groups would
operae very differently in the casud part-time employment market. Unlike students
who would be redricted to working after school and on weekends, parents with
dependent children would be primarily resricted to working during school hours
unless they use child care arrangements to enable them to fit in working arrangements
with family respongbilities. As with the other emerging norms these differences bear
careful consderaion with regard to policy development. Students may prefer to work
fewer days a week but longer hours on the days they do work whilst parents with
dependent children may prefer to work more days with fewer hours each day.

Summary and Conclusion

In Queendand and nationdly there has been a distinct reconfiguration of the nature of
the working week over the past 20 years. The extent of this change is most apparent
once the data is disaggregated. It is evident that in place of the classcd wage earner
mode comprising the old notion of a standard working week, there are at least three
diginct working time regimes. Although the standard working week modd dill exigs
for many workers, it is a mode that no longer describes the working time redlity for
the mgority of workers. Just as important now, is the recognition of a regime of
working time arangements that represents new standards in working time. This
regime encompasses those working extended hours each week (i.e more than 44 hours
per week) and those working part-time hours on a casud basis (i.e. less than 35 hours
per week on a non-permanent basis).

There was some industry overlap in which each of these regimes was emerging.
However, there was clear differentiation in occupational composition of each of these
groups. With regard to mgor industry employers, the Retal industry was the only

% Disaggregations use the Australian Standard Codes of Occupation 11 (ASCO I1)
37 When single parents with dependent children are also considered, 37% of all those employed on a
casual part-time basis are parents with dependents.
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industry that comprised significant proportions of workers from each group. However,
the Congtruction industry was a mgor employer of extended hours and standard hours
workers while the Community Services industry was a mgor employer of standard
hours workers and casual part-timers. Occupationa disaggregations aso reveded a
number of digtinctions between the emerging norms. There were more managers and
asociate professonals working extended hours than would be expected when
compared to the whole Queendand workforce. Amongst those working standard
hours there were more tradespersons and intermediate clerical, sdes, and service
workers than would be expected, and amongst those working on a part-time casud
bass there were more elementary clerical sdes, and service workers than would be

expected.

However, the individua characteristics of the workers who are employed under each
of the emerging regimes are dso quite diginct. Amongst those working extended and
dandard hours a didinction can be drawn between white-collar and blue-collar
workers whereas amongst casua part-time workers a distinction needs to be drawn
between parents with dependent children and dependent students. It is obvious that a
one-gze-fits al agpproach to working arangements policy will no longer suffice
However it is dso clear from the profile analyss within each of the three groups, that
condderation should to be given addressng the dtuation in which distinct sub-groups
exig within eech regime.

The compostion of the Queendand work force is such that 86 per cent of dl
employed persons are working either extended hours, traditional standard hours, or
part-time hours on a casua bass. However, 66 per cent of adl Queendand workers fit
into one of the six categories outlined below:

1. Managerid occupation and/or employers/sdf employed working extended
hours (5%)

Blue collar occupation working extended hours (10%)

Blue collar occupation working standard hours (16%b)

White collar occupation working standard hours (25%)

Student working part-time hours on a casud bas's (4%)

Parent with dependent children working part-time on a casud basis (6%)

oA~ wWN

The immediste quesion arises as to whether or not these regimes are in fact
desrable? If these dtuations are deemed undesrable and difficult to manage then
gquestions about policy mixes ae rased. In paticula, a whole of government
approach may be needed to address the unique circumstances of those working under
eech of these emerging regimes o tha the qudity of work and family life is not
compromised. Such an goproach will require a fundamenta shift away from the
traditional way of thinking about working time arrangements.



Chapter 3 Queensland Working Time
Arrangements: Enterprise Agreement
Trends

The main focus of this section is to illustrate how changes to working time have been
ingigated and managed a the workplace and enterprise level in Queendand. Andyss
of Queendand data drawn from the ADAM database shows that changes to working
time arrangements have not been uniform. It appears that the preferences for changes
to hours, rogers and draegies to maintain numerica flexibility are highly senstive to
industry and workplace needs.

Alternative pathsto modify working time arrangemerts

Our research identified two genera paths that can be taken to dter working time
arrangements.

1) A ‘splintered” gpproach — developed around provision-based change.  This
drategy dters the arrangements governing the use of working hours to ensure it
maximises flexibility for the workplace. With this approach, the tenure or Satus
of the worker as a “permanent employee” does not change, rather, provisons
desgned to improve the management of time ae negotiated through the
agreement.  Some examples might include the introduction of permanent part time
work or changes to rostering arrangements (extenson or compresson of shifts, or
innovative introductions such as salit shifts).

2) Changing the mode of engagement for the worker. This gpproach focuses on
changing the datus of the worker, so that the traditiond framework of entitlements
governing working arangements is dtered. This can occur in two ways. An
employer may eect to change the compostion of the workforce, so that more
contract or casud daff (non-permanent) workers are engaged. In other
circumstances, permanent workers may have their legd satus changed to that of
contract or labour hire workers®® In other words, rather than focusing on
technica provisons that regulate the hours worked, employers adopt a different
mode of engagement for workers. This means that desred changes to working
time can occur without having to conform to regulations perceived to be attached
to an employee with permanent status.

These paths are not mutualy exclusve. Employers can use both of these Srategies.
Evidence from the ADAM database shows that agreements have formed part of both
of these srategies to ingtigate changes to working time arrangements.

38 |n recent years, the media has publicised a number of these cases. In the case of Patrick Stevedores,
the employment contracts of workers were transferred to labour hire firms, without the consent of the
workforce. In other cases, such as the Commonwealth Bank and Telstra, functional areas of work have
been outsourced to other employers. This means the workers are no longer directly employed by the
firm/organisation to which they are providing services.
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‘Splintered’ provison-based change

Agreement trends: Statistics

A fundamentd priority of any agreement is to edtablish the ground rules for working
time arangements a a workplacee However, as Table 7 shows, working time
provisons often extend wel beyond a draghtforward identification of the required
weekly hours of work. Mogt agreements (75 per cent) make some reference to
working hours. Beyond this basc identification, the terms governing the working of
hours splinter into a wide range of provisons. More than one quarter of dl
agreements (28 per cent) use shiftwork arangements to mantain flexibility in
working time. Almogt one fifth (19 per cent) incdlude a provison to average hours.
Approximately one quarter (23 per cent) include some kind of provison to absorb
dlowances usdlly associated with extended working hours (overtime, weekend
pendties) into the annua sdary or wage.
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Table7 Incidence of Basic Working Time Provisons, Queendand Agreements

Provision Proportion Count
containing
thisprovison

Generd features

Any reference to working hours 75 987

***To gpedificaly identify ordinary 46 613

hours to be worked in aweek

Any reference to shift work 28 371

To average hours 19 252

Any reference to numerica 16 215

flexibility

Absorption of alowances

Allowances absorbed into 7 88

sdary/wages

Wages annuaised 5 72

Pendlties absorbed into sdary/wages 5 69

Annud leave loading absorbed into 3 45

sdary

Overtime absorbed into sdary/wages 3 46

To expand family friendly leave

Presence of any ‘family friendly’ 8 104**

measure (eg carers, family and/or

parentd |leave)

Totd number of Queendand N/A 1321*

agreements

Source: ACIRRT, ADAM Database 2000

Note: For more information about the incidence of other provisions relating to working
time in Queensland, and Australia wide, please see the agreement data attached in
appendices of this report.

*This figure does not represent a total of the count within this column

**This compares to 13 per cent of all agreements on the ADAM database containing some
type of family friendly provision

*** Because agreements that actually specify the ‘ordinary hours’ at a workplace represent
less than half of all agreements, they have not been discussed in detail in this report.

As Table 7 shows, there is a wide range of agreement provisions that can be used to
dter working time arrangements.  In generd terms, the gpproach taken in agreements
is to move beyond the modd traditiondly associated with an eight hour day/five day
week for dl workers. Less than hdf of dl Queendand agreements (46 per cent)
explicitly date, in the text of the agreement, what the ordinary hours of work will be
for a weekly period. Ingtead, the provisons are designed to maximise flexibility in
the working of hours through the use of scheduled breaks, incentives to reduce the use
of leave, and limits to the compensdion avalable for additiona hours worked
(overtime).
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Agreement trends: qualitative evidence

A common theme across agreements is for working time changes to occur ‘consstent
with the needs of budness, and paticularly to maintain the flexibility to meet troughs
and pesks in cusomer or busness demand. The following clause, teken from an
agreement in the entertainment industry, demondrates the importance of business
demand in determining working time arangements  The agreement does not
nominate aggregate hours to be worked, but leaves open the option to change the
rostering of hours and the conditions determining the hours to be worked.

“...the spread of hours will be determined to suit climatic,
seasonal or customer requirements or to maximise the use
of equipment. Where practical, working hours shall be set
by agreement, however, in the absence of an agreement, the
hours will be determined by the company and/or the
customer” (Excerpt from a 1999 agreement: No. 9393).

Even in those enterprises where the ‘ordinary’ or standard working week modd is il
in operaion, many agreements include clauses that put the workforce on naotice of the
coming need to instigate more ‘flexible working time practices.

“Clause 10.4 Working arrangements. The parties agree
that flexibility must exist within the enterprise with regard
to the arrangement of ordinary working hours. As we
reach for further progress towards Worlds Best Practice,
more flexible enterprise based working arrangements will
be explored and implemented with cooperation from the
parties to ensure the competitiveness of the Company
within industry is upheld at all times’. (Excerpt from a
2000 agreement in the dairy industry).

“Clause 3 (a) The parties have agreed that shiftwork may
be introduced within the period of this Agreement should
business needs determine that it is required. Management
will determine the need for and timing of implementation
of shiftwork”. (Case No. 593 of 2000).

As Table 7 shows, there are a wide variety of provisons that have been used in
agreements to dter working time arrangements. The most common techniques are
discussed below: averaging of hours, overtime-related provisons, changes to the use
of 9ck and annud leave, rogering and shift innovations, and introduction of family-
friendly leave provisons.

a) Averaging hours

Just less than one fifth (19 per cent) of dl Queendand agreements contain a provison
for the ‘averaging of hours (see Table 7). ‘Averaging of hours means that standard
hours being worked can vary in any one day, wesk or month. For example, over a
two week period a worker may work 20 hours in one week and 60 hours in the next,

26



therefore averaging 40 hours over a two week period. Table 8 provides a breakdown
of the types of provisons deding with the averaging of hours. Of the agreements that
use ‘hours averaging’ clauses, most (63 per cent) average over afour week period.

Table 8 Features of Provisonsto ‘Average Hours (%)

Agreement-specified period over which hours should be Qld All agreements
aver aged

4 weeks 63 60

52 weeks 8 16
Other 29 24

Total 100 100

Hours are averaged to increase labour flexibility a the workplace level. Clauses to
average hours often recelve the support of both management and unions.
Management benefits because hours can be dtered from week to week or month to
month, according to seasond demand or unexpected changes in product demand.
Workers are dso argued to benefit. Although hours may not have a regular weekly
pettern, a worker’s annual income is protected because the overal volume of hours is
maintained. It has been argued that averaging of hours can benefit workers with
family resporsibilitiess  The option to change working hours from week to week
means that workers can more easly accommodate child care emergencies (for
example, illness) without having to use ther own sck and anud leave. The
flexibility of this arangement ill relies heavily on employer prerogative for workers
to use the system in this way. As the next table demondrates, ‘averaging of hours
provisons do not occur uniformly across al indudries. These provisons are much
more likdy to occur in indudries characterised by fluctuations in busness and
customer demand, and not as a response to worker demands for more family-friendly
working time arrangements.

As Table 9 shows, the indudries that require a high degree of flexibility in their
rostering arrangements are more likey to use averaging of hours provisons. In retal
trade, two-thirds of adl Queendand agreements include a provison to average hours.
The mgority of agreements in the hospitality industry (70 per cent) include averaging
provisons, and 42 per cent of al recreation industry agreements contain these clauses.
In contrest the femade dominated indudtries of hedth, education and wefare — where
it might be argued there is a greater demand for family-friendly provisons — have low
levels of averaging of hours provisons (22 percent, 11 per cent and 20 per cent

respectively).
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Table9 Incidence of * Averaging of Hours Provisions, by Industry, Qld (%0)

Industry Proportion of agreements with any
referenceto ‘averaging of hours
Agriculture 17
Mining 14
Congtruction 2
Food, beverage & tobacco manufacturing 23
Metd manufacturing 26
TCF manufacturing 29
All other manufacturing 16
Electricity, gas & water 10
Wholesde trade 17
Retall trade 66
Transport/storage 29
Insurance and other business services 17
Public adminigration 8
Hedlth services 22
Education 11
Whédfare and other community services 20
Hospitality 70
Recreation and other persona services 42
All Queendand agreements 19

b) Rogering and shift innovations

Provisons covering shiftwork arrangements are a feature of more than one quarter of
al Queendand enterprise agreements (28 per cent, see Table 7), and 28 per cent of al
agreements on the ADAM database (2144 agreements, out of a total of 7563). These
provisons are not uniform, and reflect the diverdty of workplace and industry
crcumgances. A magor theme in dl of the following types of rogter changes, is to
transfer the respongbility for recuperative time to the employee.  Shift swapping to
reduce absenteeism, the introduction of split shifts, and incentives to reduce the use of
leave are dl desgned to reduce the amount of compensation an employer must pay to
an employee for recuperative leave and/or rest bresks. Some common themes are
discussed below.

The introduction of salit shifts

Split shifts are becoming a more common feature of shiftwork arrangements, and now
extend beyond the traditiond manufacturing and factory settings (where split shifts
were developed to accommodate the needs of the production schedule and machine
operation). Financid incentives are dso often attached to split shift arrangements.
The following example, from the univerdty sector, provides for a $10 dlowance for
each week in which a split shift is worked. In the following casg, it is not clear how
lunch bresks will be accommodated by the arrangement. In this case, it could be
agued that the employee is required to take a lunch bresk during the hiatus (gap
between shifts) from work.

28



“Sessonal  employees and continuing  fractional
employees...working a split shift in any one week will be
paid an additional all purpose split shift allowance of
$10 for each week the split shift is worked. Only one
break in daily working hours will be permitted”. (Clause
14.2.2 from a universty agreement: No UO 209).

Shift swapping

The opportunity to shift swap is argued to reduce absenteeism, because workers can
change work schedules to cope with emergencies (illness, sck family members, child
care difficulties). Rather than taking a ‘sickie’, workers are encouraged to swap shifts
with other workers. Some agreements go to great lengths to encourage workers to use
the ‘shift swgp’ option, even alowing the swaps to occur a late notice. For example,
an agreement covering workers in road service, dlows workers to swap shifts at late
notice (agreement No: Q7333).

Rogtering changes can be used to complement srategies to use more casud and
contract aff on Ste.

In the following dause, diginctions are made between casud and permanent dtaff.
Maximum flexibility is required of casud daff, while pamanent daff have a more
dandard st of hours, conform to more regular rostering arrangements and require
more warning before roger changes. The following excerpts are taken from an
agreement covering workersin apizza ddivery busness.

“The ordinary working hours of all employees, other than casuals, shall be
worked in accordance with a weekly roster prescribing the starting and
ceasing times, which shall not be changed except upon 7 days notice, except
where [name deleted] Pizza and the employees concerned mutually agree’

“Casual employees may work split shifts’ (Clauses 1 & 2 Certified Agreement
1998: EO746)

Changing the length of shifts at |ate notice

In indudtries such as hospitdity, employers argue for the necesdty to be able to
change shift times and lengths a late notice.  Again, this is primarily judtified because
of business need.

“12.1 Can the Hotel shorten associates' rostered shifts? Yes
Where your supervisor or manager decides that because of
business demand it is not necessary for all associates who have



been rostered to work to remain at work the Hotel may require
you to work a short shift

12.3 Can the Hotel extend associates rostered shifts? Yes
Where your supervisor or manager decides that there is
business demand, the Hotel may require you to work an
extended shift”. (Excerpts from an agreement covering hotel
workers, agreement No. QO410).

c) Ovetime provisons— and restrictions on use

Redrictions on overtime can be introduced for a wide range of reasons. In highly
hazardous workplaces, it is important to ensure that employees do not work excessive
hours because of the risks of fatigue affecting job performance. In other workplaces,
restrictions on overtime or the abalition of overtime rates can be used to reduce labour
costs.

In the following case digibility criteria ae beng gpplied to the amount of
compensation that can be awarded for extra hours. For example, if a worker swaps a
shift with another worker, overtime will not apply to that additiond shift (even if the
shifts are worked consecutively).

“Rosters so changed will be paid for at the rates applicable to the
actual time worked. However, in the event that you swap a
rostered shift, clause 14 [overtime] will not apply to work
performed due to a swap of a rostered shift”. (Clause 11.5 from an
agreement covering hotel workers. Q0410).

In this case, the agreement specifies a minimum eight hour bresk between the
completion of one shift and the commencement of the next. However, this rule dso
provides for two exceptions in order to mantan flexibility over rogtering
arangements. A worker can request to swap a shift with another worker, or a
supervisor can request aworker to cover another worker on sick leave.

“However the minimum break may be reduced in the following
circumstances. (a) if you request a lesser break because you
want to swap a roster with a work colleague and your
supervisor agrees to you having a lesser break”; or (b) if an
associate who was rostered to work calls in sick and your
supervisor reguests you to work the shift to cover for the
associate who is sick”. (Clause 11.6 from an agreement
covering hotel workers. Q0410).



d) Provisonsthat provide an incentive to increase the hours spent at work

Two mgor types of provisons can be included in this category. In one case the
provisons overtly encourage workers to redtrict the amount of leave entittements they
currently use. Over the lagt ten years a number of organisations have chosen to use
agreements to reduce the use of sck leave, or to cash out sck leave. A ‘pioneer’
clause of this type is found in NSW. The Tweed Vdley Enterprise Hexibility
Agreement case of 1995 shows how dck leave provisons can be part of a wider
agenda to fundamentdly dter working time arangements (and how these ae
remunerated). In this case, the Tweed Valey Fruit Processors EFA included a
provison to cash out the sck leave benefit for dl employees. A full bench of the IRC
confirmed the need to protect sick leave as a ‘community standard’. A Statement by
Richard Moran, Managing Director of Tweed Vadley Fruit Processors provides insght
into the rationae behind these types of reforms.

“I laid down to the Consultative Committee a few
guidelines for the Agreement, all of which are productivity
related...Guideline no. 2. Apply as much as possible the

principle that you are paid while you are at work”.>°

Workers face a number of risks in ageeing to cash out Sck leave. The system
provides an incentive for workers to atend work ill, rather than take time off and have
their weekly pay reduced in that pay period. This may pose hedth and safety risks,
particularly in hazardous work environments.

The excerpt below, taken from a current Queendand agreement shows how rewards
for reduction in the use of dck leave ill form pat of reform draegies desgned to
change working time practice.

“The Company will also offer an incentive scheme to
reward employees who work consecutive periods each
pay cycle of not less than the ordinary hours of work
being an average of 38 hours...Upon achieving this level
of attendance, the Company will remit an additional
weekly payment of $25.00 to be included as part of the
relevant week’s pay. Provided that the Company shall
not be under any obligation to remit such weekly
payment if in any period of three (3) consecutive pay
cycles, the employee is absent from work on account of
personal illness or on account of injury by accident,
other than that covered by Workers Compensation for
more than five (5) days in total”. (Excerpt taken from an
agreement in the congtruction industry).

% Statement by Richard Moran, Managing Director of Tweed Valley Fruit Processors, made
to HR Nicholls XVII Conference 17-19 May 1996 held at Brighton Savoy Motel, Middle
Brighton. Available at: http://www.hrnicholls.com.au
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The other provisons could be described as more discregt incentives to lengthen
working hours. The introduction of performance targets, quotas, key peformance
indicators, and performance appraisd sysems are al policies designed to encourage
greater employee commitment to the firm. These systems dl work to ‘persondise or
individudise working time, by shifting the responghbility for job tasks to individua
employess. In other words, workers are more likdy to adopt a more
‘professondised or ‘manageridised work dyle of ‘daying until the job is done
regardless of how long it takes without claming overtime. Obvioudy, a detaled
condderation of these issues is beyond the scope of this paper. The long term
outcomes to emerge from these schemes are not wel known, and the issues are
curently being explored by labour market, busness and industrid relations
researchers’®.

€) A mixture of provisons are used to initiate changes to working time

It is rare for a workplace to use a sngle provison to improve flexibility in the
working hours arrangements at a work ste. Usudly a program of changes is included
in an agreement. In the following example of a poultry processng service, it is clear
that the provisons deding with working time are forming pat of a wider restructuring
agenda to improve flexibility a the work site.

Mixed cocktail of working time changes. case study of a poultry processing
service

In a 1998 poultry service cleaning agreement, working time changes have a number of
features. In this case, the agreement includes shift work provisons to ensure
flexibility in the weekly rogering of daff (in order to megt a changing volume of
work). The broad provison deding with overtime, dso gives the opportunity for
employers to rogter extra shifts for employees, where these are necessary (potentialy
a late notice)l. The agreement aso seeks to reduce absentegism, by introducing
extensve measures to monitor sick leave records of employees.

Clause 3.3 (1) Shift work may be worked to whatever extent is necessary to cover the
worKk.

Clause 3.4 Measures to curtail sick leave abuse (A summary is included here because
the actuad provison is more than three pages in length). The clause detals a three
monthly review of sick leave records of employees, to ensure that sick leave is bona
fide. The precise wording states this will occur ‘with a view to establishing a list of
employees whose record of attendance give cause for reasonable concern”. Thislig
of employees is then scrutinised more closdly (again in three months time). At the
end of three months, warning letters are issued to employees. These letters put the
employee on notice that dismissal will result if work attendance is not improved. In
another three months, find warning letters are issued to those employees whose
atendance has not improved. These employees are given a find three months to
improve work attendance, otherwise dismissal will occur.

0 For more information refer to ACIRRT Australia at Work: Just Managing? 1999 & R McCallum
Employer Controls Over Private Life Frontlines Series UNSW Press 2000 & K Heiler “The *petty
pilfering’ of minutes, or what has happened to the length of the working day in Australia?’
[ nternational Journal of Manpower Vol. 18(4), 1998.
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3.7 Overtime — “ Employees shall work reasonable overtime to meet the needs of the
enterprise” .

These agreement excerpts demondrate that a combination of openrended and very
prescriptive clauses can be used to dter the working time arrangements of a work Ste.
The openrended provisons give the employer the discretion to indigate changes
deemed necessary during the life of the agreement (note the wording of the shift work
and overtime clauses). In the case of the Sck leave provisions, the text and procedure
for informing and waning employees is very detaled, in order to protect the
employer in the event of unfair dismissd dams further down the track.

Summary of main findings— provision based change

Agreement provisons to change working hours tend to reflect employer and
workplace needs. There are a range of ways this can be expressed in the text
of the agreement. ‘Budness demand’, ‘customer demand’, ‘productivity
improvements through reduced absentesism’ are adl common agreement terms
used to rationalise changes in hours arrangements.

The typicd wage earner modd characterised by an 8 hour day/5 day working
week is becoming less prevdent — working time provisons in agreements dso
reflect this trend. Although most enterprise agreements make some reference
to ‘working hours, only a minority explicitly define the ‘ordinary hours to be
worked in one week. A wide range of ‘splintered provisons to mantan
flexibility in working hours has been used in agreements.

Pad ‘family-friendly’ provisons (caer’s leave, paentd leave) ae les
common than other types of unpad provisons that ddiver hours flexibility
(snift swapping, hours averaging). Agreement provisons that provide the
employer with greater flexibility in hours arangements appear to be more
prevdent than changes tha will directly benefit workers with family
respongbilities.

There are a number of provisons that have the potentia to increase the aggregate
amount of time spent & work, and reduce the amount of time available for leave
and leisure. Incentives and bonus payments awarded to workers who do not use
sck leave, and the introduction of performance targets and task-specific deadlines
(rather than ordinary hours definitions) work to place the emphass on the
employee not the employer. With these provisons, more of the responshility for
the management of obligation associated with working time (eg. Recuperdive
breaks) is transferred to the employee and away from the employer.




M ode of engagement-based change

Agreement trends: Statistics

Table 10 shows that 50 per cent of al Queendand agreements on the ADAM database
now contain provisons to engage nonpermanent saff. This compares to only 5 per
cent of al agreements making specific commitment to provide for permanent part-
time work arangements. This comparison is more Sartling when the incidence of
permanent part-time work provisons ae consgdered againg ‘dl’ part-time work
provisons. While 27 per cent of adl Queendand agreements provide for part-time
work arrangements, only 5 per cent make a specific provison for permanent part-time
work. This means that a strong proportion of workplaces are seeking to achieve
flexibility in working time through the gppointment of part-time workers, however
most are decting to use a nonpermanent framework for appointment of these
workers.

Table 10 Comparison of Provisons to Alter Working Time Arrangements, by
Mode of Engagement (%)

M ode of Provision Proportion of QId Proportion of all
engagement agreements agreements
Non permanent To use contractors 15 18

To use casud 35 38

employees
Permanent * Specific provison for 5 14

permanent part-time

employment

*27 per cent of Qld agreements, and 30 per cent of all agreements included provision for part
time employment — this category includes a mix of permanent and non-permanent workers.

Table 11 compares Queendand certified agreements to those in other jurisdictions,
and shows that Queendand does not appear to be radicaly out of step with trends
esewhere. In Queendand, 15 per cent of dl agreements include a provison for some
form of contract labour, compared to 18 per cent of dl agreements. Just over one
third of Queendand agreements (35 per cent) provide for casud employment,
compared to 38 per cent of dl agreements. Haf of adl Queendand agreements
provide some kind of clause for nonpermanent employment, compared to 56 per cent
of al agreements.



Table11 Incidence of Provisons for Non-Permanent forms of employment, by

jurisdiction (%)
Jurigdiction Provision for contract- Casual Total proportion
form of labour* employment of agreementsthat
provided for provide clause for

non-per manent
employment

QLD 15 35 50

Federal 21 39 60

NSW 16 40 56

SA 14 59 73

WA 16 23 39

All agreements 18 38 56

*This category includes seasonal employees, agency employees, regular daily hire and
contractors.

Agreement trends: qualitative evidence

Descriptions of temporary or contract staff (as digtinct from casud gaff) occur in a
number of ways as the following clauses from agreements show. Temporary workers
are described as contract, limited contract, dally hire, specid project workers,
supplementary labour, and temporary workers.  Although the terms used to describe
these workers may vary, in each of the following cases, these workers have been
identified as distinct from permanent and casud employees a the work site,

“Each employee is deemed to be on a single contract
hourly rate basis. (Unless otherwise specified in writing
to the effect that an employee is engaged on a weekly hire
basis or piecework employee”’. (Clause 1.1 deding with
contracts of employment, excerpt taken from an
agreement covering orchard workers).

“ Notwithstanding any other provisions contained in this
Agreement the Company can engage an employee for a
limited contract period to meet a special need of the
establishment or to complete a specified task”. (This
excapt is taken from an agreement in the grar/mill
production sector).

“A specific task employee may be employed at the
discretion of the Company for periods of up to 12 months.

A specific task employee, who is to be employed for a
period of between 1 and 3 years may only be employed after
the Company has notified the Unions’. (Clause 5.3 (1)

excerpt from a power sation certified agreement Case No.

CA 55 of 2000.

“ Supplementary labour - may be sourced so as to top up
the company’'s permanent workforce, but only so as to



meet short term peak requirements on individual sites’.
(Clause 2.1 (vii) excerpt from a 1998 agreement covering
aconcreting business).

Provisons to engage contract staff are often expressed in terms of a need to ‘maintan
flexibility in working hours. It is argued that this flexibility in working time cannot
be achieved with the permanent members of daff. There ae generdly three
rationdes used for this argument. The firg argues that the permanent work force is
unable to meet current demand. The second dates that the current complement of
gaff do not have the skills or expertise required to meet particular job tasks. The third
deds with cost effectiveness. In the folowing agreement, dl three
explanationsjudtifications have been included in the agreement. It is intereging to
note in the following example, covering a public utility, that cost effectiveness and the
public interest are seen as interdependent.

“Contractors may be used where:-
The work volume is beyond the capacity of the
resources or staff of [name deleted] Power Sation; or
The type of work or specialisation required is outside
(outside can be interpreted as either higher or lower
level of skills) the capacity of the resources or staff of
[name deleted] Power Sation; or

It is in the public interest to undertake such work.
Public interest includes issues of cost effectiveness’ .
(Clause 5.8 — [name ddeted] Power Station Certified
Agreement 1999).

A case study of contract labour provisons

Agreements in the security industry demonstrate how a new category of ‘casud’ or
contract worker can be used to achieve working time flexibility. Agreements offer a
way for indudtries to ater facets of the award that are argued to inhibit or encumber
the flexible operation of the busnes. In the following agreements a new
occupationa classfication has been created to meet the growing demand for contract
workers in the security services.



Provisionsto cover contract staff: the security industry

In the security industry in 1999-2000, a number of copycat agreements were signed to
specificaly cover a new occupational category of ‘Crowd controller’, and identify a
more limited range of entitlements for these workers.

“This agreement shall have application to all employees employed by Traffic Control
Queensland whose conditions of employment would otherwise have been deter mined
by the Security Industry (Contractors) Award” (Agreement in the security indudry:
9442).

The podtion of a ‘crowd controller’ is a specific occupationd classfication, different
to the security officers (levels 1-5) described in the award. ‘Crowd controllers are
hired or contracted for a specific event, and ae generdly hired through another
agency or contractor.

“For the purpose of this Agreement a ‘Crowd Controller’ is an employee engaged as
such and employed by a contract provider for the purpose of maintaining order,
verifying admission and/or checking baggage at licensed premises and special events
(ie. pop concerts)” . (1999 agreement in the security industry: Q9475)

There is dso a strong pattern of agreement making, that occurs across an indudtry,
with copycat agreements occurring in Smilar indudries.  In 1999, a number of
Queendand security firms dgned agreements with copycat clauses to specificaly
address the need to gppoint contract staff for short periods of time (a minimum of 3
hours) and a very short noticee These agreements dl use an identica clause to
address the appointment of contract staff for ‘bouncer’ or crowd controller positions
(individuds engaged to maintan order a licensed premises or specid entertanment
events).

Summary of key findings— mode of engagement based change

A dgnificant proportion (half) of al Queerdand agreements include some kind of
provison for non-permanent staff. 35 per cent of these non-permanent provisons
ded with casud employment arrangements, while 15 per cent ded with contract
or temporary hire staff.

The ‘mode of engagement’ of the worker appears to be an important technique
used to manage working time. 27 per cent of al Queendand agreements include a
provison for pat time employment (this can occur on a casud or permanent
bass). However, only 5 per cent of Queendand agreements include a specific
provison to ded with permanent part time employment arrangements.

Agreements can be developed with the specific purpose of covering contract or
labour hire daff in a paticular industry. As the case of the security industry
demondirates, a new category of employee ‘crowd controller’ has been created to
ded with workers hired for specific events (often with a duration of only a few
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hours). Copycat agreements in a number of firms have been sgned to cover
conditions for these staff.

Concluson

It is cdear tha working time arangements are being dramaticaly recast through
enterprise agreements. It is interesting that the changes involve both increased use of
non-standard forms of employment (casuads, contractors and the like) as wel as
changes in hours of work for ‘standard’ or ‘permanent’ employees. This development
is indicative of a more profound change to what is meant by ‘standard employment’
and ‘standard hours of work’. The old way of thinking about standards is clearly
changing and needs to be reconceptuaised. It is possbly now more fruitful to think
beyond terms like ‘standard’ and ‘non-standard’ and instead to understand how new
dandards are emerging to include different clusters of working hours practices,
earnings and modes of engagement.



Chapter 4 Case Study of an Extended Hours Regime
in a Blue Collar Environment - Mining

Background

In recent years the mining industry has emerged as a ‘leader’ in the ingtigation of
changes to working time arrangements. A number of trends disinguish this industry
as different from many others.

The industry has been characterised by a high level of enterprise bargaining;

The mining indudry has experienced some rddively unique changes in working
time arangements. It is argued that working time changes since the 1980s have
‘polarised’ working hours. This has been characterised by some researchers as the
‘under-worked' and the 'over-worked. In mining, full time work remains the most
common form of employment however, the hours for these workers have
dramdticaly increased. In fact, mining has developed a reputation for having the
longest ordinary and total hours profile of dl industries,

Strong anecdotal evidence suggests that 12 hour shifts are becoming more
prevaent in the industry; and

Since the 1980s, mining has faced dgnificant export chalenges and has been
forced to reduce costs to become more ‘competitive. Many of the cost-cutting
reforms have focused on redructuring the workforcee changes to  shift
arrangements, redundancies, work intensification and wage restraint.

An examination of devdopments in the mining industry is therefore very useful for
illugrating in more detall the nature of changes to working time underway in
contemporary Audtrdia

Data sour ces

In 1999-2000 ACIRRT was commissoned by the ILO to conduct a nationd survey
into shift length, roster patterns and overtime arrangements in the mining industry.*!
This case dudy will draw heavily from the data produced by the ACIRRT/ILO
urvey. Precise information on hours of work in mining, particularly time series data,
is hard to get from official sources such asthe ABS.

Setting the context

Table 12 sats out some background information on mining operaions in Queendand,
compared to other States. These details are important in order to understand the

*1 K Heiler, R Pickersgill, & C Briggs. ‘Working time arrangements in the Australian mining industry:
Trends and implications with particular reference to occupational health and safety. ILD Sectoral
Activities Program Working Paper 162. ILO Geneva, 2000.




context of working time changes, and will be referred to more closdy later in this case
studly.

Mining activities occur in dl daes (with the exception of ACT), however the
mgority of mining occurs in QLD, NSW and WA. Approximately 85 per cent of dl
mining activity in Audrdia occurs in these three dates Queendand is a Sgnificant
contributor to Audrdias cod production with 90 per cent of al cod mines located in
QLD and NSW.

Table 12 Descriptive Features of Mining Operations, by State (%)

Feature QLD NSW WA
Days of operation

<7 26 63 7
7 days 74 38 93
Hours of operation

<24 14 26 4
24 86 74 96
Community setting

In community 56 98 28
location

Reatively isolated 23 2 23
Ry infly out 20 0 49
Mining method

Open cut 62 34 51
Underground 30 60 25
Both 7 5 24

Source: K Heiler, R Pickersgill & C Briggs ‘Working time arrangements in the Australian
mining industry: trends and implications with particular reference to occupational health and
safety’, ILO Sectoral Activities Programme Working Paper 162 ILO Geneva, 2000.

Population: all mines, (n=180 responses)

Table 12 shows that most mines in Queendand now operate on a 7 day and 24 hour
operationa cycle. The mgority of Queendand mines are opencut, and roughly haf
are located in community settings (56 per cent). On most of the measures outlined
above, Queendand can be seen to be roughly mid-way between the dtuation
prevailing in NSW and WA.



Average weekly ordinary hours of work

Table 13 shows a didinct difference between cod mines and other types of mining
operations. The dramaticdly long hours are far more likey to occur in non-coa
mines, than in cod mines. In cod operaions, 52 per cent of mines can 4ill be
characterised by average weekly ordinary hours of 40 or fewer. For non-cod mines,
only 14 per cent have average weekly ordinary hours of 40 or fewer.

Table 13 Average weekly ordinary hours - production areas (%)

Hours Coal mines Non-coal mines
Lessthan 40 31 5

40 21 9

41-48 44 26

49 and over 4 60

Source: K Heiler, R Pickersgill & C Briggs ‘Working time arrangements in the Australian
mining industry: trends and implications with particular reference to occupational health and
safety’, ILO Sectoral Activities Programme Working Paper 162 ILO Geneva, 2000.

Population: all mines, (n=180 responses)

*|t should be noted that this table describes the hours arrangements for mines. The figures
do not represent proportions of workers, but proportions of mine-sites.

Note: Average weekly ordinary hours refers to the actual hours worked on site before
overtime commenced.

Aspects of change

As the data above shows, there has been a dramaic change in the working time
arangements in the mining industry. Moving beyond broad descriptive Satistics,
working time s often described as having a number of facets:

The concentration (compression) of hours (shift length or working hoursin a day);
Totd or aggregate hours (usua weekly hours);
The structure of compensation for extended hours (overtime); and

Appropriate time for recuperation (leave — dck or recredtion, appropriate
recuperative gaps between shifts).

From the data avalable, changes to working time arrangements in the mining industry
indicate that in Queendand, as compared to other dSates, sgnificant change has
occurred in al of these aress.

Compression/concentration of hours

The standard working day for Queendand miners is long, particularly when compared
to NSW. In Queendand, only 15 per cent of dl mine Stes have standard shift lengths
of 8 hours or less. Haf of dl mine stes have production workers covered by standard
shift lengths of 12 hours or more. This is less dramatic than the trend found in
Western Audraia, where eight hour shifts were not reported by any of the mine stes
surveyed. Table 14 provides more detailson thisissue.
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Table 14 Standard Shift Length for Production Aress (%)

Shift length (hr9) QLD NSW WA Al
mines
8& <8 15 61 - 23
>8 & <12 35 23 7 23
12 & >12 50 16 93 54
Proportion of steswith standard shift 85 39 100 77

length >8 hours

Source: K Heiler, R Pickersgill & C Briggs ‘Working time arrangements in the Australian
mining industry: trends and implications with particular reference to occupational health and
safety’, ILO Sectoral Activities Programme Working Paper 162 ILO Geneva, 2000.

Population: all mines, (n=180 responses)

Note: Some figures may not total to 100, due to rounding.

This rases the question — what factors might account for the need to make shifts
longa? Does the mining process a paticular dtes influence the length of shift?
Alternatively, does the location of the mine affect shift length?

In Stuations where workers have to commute long distances to work, longer (12 hour)
shifts are often preferred by the workforce. (Longer shifts can be arranged within a
roster which provides for an extended bresk away from work). Table 15 shows that
the trend showing extendon in shift length is sudtained, even when long distance
commuting Stes (LDCs) are removed from the analys's.

Table 15 Shift Length in Production Areas— Excluding LDCs (%)

Shift length (hr9) QLD NSW WA Al
mines
8& <8 19 62 0 32
>8 & <12 38 23 9 23
12 & >12 42 15 91 45
Proportion of steswith standard shift 80 38 100 68

length >8 hours

Source: K Heiler, R Pickersgill & C Briggs ‘Working time arrangements in the Australian
mining industry: trends and implications with particular reference to occupational health and
safety’, ILO Sectoral Activities Programme Working Paper 162 ILO Geneva, 2000.

Population: all mines, (n=180 responses)

Note: LDC = long distance community sites.

Table 16 (bdow) outlines the differences in shift length for opencut versus
underground mining processes. It could be argued that opencut environments are
better suited to longer working hours than are underground environments. The table
shows that shifts in excess of 12 hours are more prevaent in opencut mining
operations (67 per cent compared 0 40 per cent for underground mines). However, it
is dill ggnificant that 63 per cent of underground mines now have standard shift
lengths of more than 8 hours.
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Table 16 Shift Length by Mining Method — Production Areas Only

Standard shift length Open cut mines  Underground
mines

8 hoursor less 14 37

8-12 hours 19 23

12 hours or more 67 40

Proportion of steswith standard shift 86 63

length >8 hours

Source: K Heiler, R Pickersgill & C Briggs ‘Working time arrangements in the Australian
mining industry: trends and implications with particular reference to occupational health and
safety’, ILO Sectoral Activities Programme Working Paper 162 ILO Geneva, 2000.

Population: all mines, (n=180 responses)

Extension/increase in aggregate hours

As the data bdow demondrates, weekly hours of work for Queendand mining
workers have aso increased, dong with standard daily working hours. Tables 17 and
18 show average weekly ‘normd’/usua hours for production and maintenance Stes.
The overwheming mgority of mines in Queendand have usud working time regimes
for their production employees of more than 40 hours per week (88 per cent). Almost
one third of dl production stes in Queendand (32 per cent) have weekly hours of
more than 49. Queendand lies between the trend in NSW (33 per cent working more
than 40 hours) and WA (93 per cent working more than 40 hours). The working
hours for maintenance Stes aso gppear to be dightly less intense than for production
gtes. Thistrend is sustained across dl States.

Table 17 Average Weekly Usud Hours for Production Sites (%)

Usual hours per week QLD NSW WA All mines
Less than 40 per week 6 35 5 17
40 6 31 2 14
41-48 56 31 21 34
49+ 32 2 72 34
Total proportion of sites 88 33 93 68

with usual hours per week
worked by employeesis
morethan 40

Source: K Heiler, R Pickersgill & C Briggs ‘Working time arrangements in the Australian
mining industry: trends and implications with particular reference to occupational health and
safety’, ILO Sectoral Activities Programme Working Paper 162 ILO Geneva, 2000.

Population: all mines, (n=180 responses)




Table 18 Average Weekly Usud Hours for Maintenance Sites (%)

Usual hours per week QLD NSW WA All mines
Less than 40 per week 6 37 5 18
40 23 33 7 21
41-48 35 29 27 30
49+ 35 0 60 31
Total proportion of steswith 70 29 87 61

ordinary hours per week
wor ked by employeesismore
than 40

Source: K Heiler, R Pickersgill & C Briggs ‘Working time arrangements in the Australian
mining industry: trends and implications with particular reference to occupational health and
safety’, ILO Sectoral Activities Programme Working Paper 162 ILO Geneva, 2000.

Population: all mines, (n=180 responses)

Structures to compensate for extended hours

The extenson of shifts in the mining industry has affected the way in which overtime
is managed™. There are differences between Queendand and the other states, in terms
of overtime worked. Of the mines surveyed, 69 per cent of Queendand employees
reported working overtime, compared to 88 per cent in NSW and 40 per cent in WA.
As noted previoudy, the usua hours for NSW mining workers tended to be lower
than in the other dates. The higher levels of overtime in NSW may be explaned by
the likelihood that NSW employees are compensated separatdly for the working of
additiona hours.

Table 19 Overtime Worked (Production Employees Only) (%)

Overtime wor ked QLD NSW WA All mines
Regular overtime 20 57 4 30
Occasond overtime 49 31 36 39
No overtime 31 12 59 30
Proportion of employeeswho 69 88 40 69

regularly or occasionally
worked paid overtime

Source: K Heiler, R Pickersgill & C Briggs ‘Working time arrangements in the Australian
mining industry: trends and implications with particular reference to occupational health and
safety’, ILO Sectoral Activities Programme Working Paper 162 ILO Geneva, 2000.

Population: all mines, (n=180 responses)

Clearly, working time standards are quite different in WA and NSW. In WA, 93 per
cent of production workers work more than 40 hours per week, but 59 per cent get no
separately identified overtime pay.

2 These overtime figures relate to additional overtime. Thisis in addition to any mandatory overtime
that may have been absorbed into standard hours.



Appropriate recuperative time

A thorough investigation of recuperdtive time (eg. the use of sck and recregtion leave,
rogering arangements and how these accommodate for ret) would require close
examindion of the approaches taken by individud work Stes.  There is no daa
currently available that can supply this level of detall for mining operatiions a the
nationa or Sateleve.

An dternative is to condder how the resporsbility for gppropriate rest and
recuperation is being shifted from the employer to the worker. This is mogt eedly
achieved by usng modes of engaging labour tha limit employers obligations to
workers. The ACIRRT/ILO survey collected data on the use d contractors, by mine
operation, by state.

Table 20 Proportion of Workforce Who are Contractors (%)

Proportion of
contractorsin the Production Maintenance
mining Ste wor kfor ce
Aust. Qld NSW WA | Aust Qld NSW WA
None 10.1 88 146 74 5.3 8.3 2.6 1.4
<5% 168 147 220 148 | 6.6 - 128 1438
5<9 154 206 220 93 | 112 250 103 93
10<24 208 265 195 167 | 257 361 282 16.7
25<49 7.4 29 49 148 | 171 111 282 148
50<74 114 88 73 130 | 145 83 77 130
75<99 3.4 2.9 - 5.6 5.9 - 2.6 5.6
100 % 148 147 98 185 | 138 111 7.7 185
Tota 100.0 100.0 100.0 100.0 |100.0 100.0 100.0 100.0

Source: K Heiler, R Pickersgill & C Briggs ‘Working time arrangements in the Australian
mining industry: trends and implications with particular reference to occupational health and
safety’, ILO Sectoral Activities Programme Working Paper 162 ILO Geneva, 2000.

Population: all mines, (n=180 responses)

Contractors can be used for a wide range of reasons (to maintain numerica flexibility,
to obtan sills tha ae not avalable in-house, to avoid perceived encumbrances
asociated with a ‘permanent’ employee). The use of contract labour aso has
sgnificant implications for working time. By hiring contract or labour- hire workers,
employers are able to trandfer the responshility for ret and recuperation to the
employee. Sick leave and recreation leave no longer need to be provided by the
employer. Equally, contractors are not bound to one workplace and one roster. A
contractor may work smultaneoudy for two or more mines which have incompatible
shift regimes.  The contractor is faced with the temptation of reducing the amount of
recuperative time between shifts. This could serioudy compromise safety standards
a a mine dSte, because the contractor may be suffering the effects of fatigue or lack of
deep. Thefallowing satement from an employee & amine Ste highlights this fear:

“With extra contractors going around, some are working a
shift at one mine, then going to another mine straight after



and working another shift. This makes driving for them
dangerousie. falling asleep at the wheel"*3.

Implications of change

A number of implications emerge from the excessve hours regimes described by the
ACIRRT/ILO research:

Sarious safety implications emerge for a workforce operating in a highly
hazardous environment (large scde equipment, the use of explosves, use of
hazardous chemicds) faced with longer shifts in a more compressed work
schedule.

Although research is not wel devedoped in this field, prdiminay sociologica
dudies suggest that communities find it more difficult to organise socid and
gporting activities, and provide essentid services to workers operating on
extended hours schedules.

The baance of work and family responsbilities can become more precarious
for workers on compressed and extended schedules. These arrangements
appear to work best if there is a supportive partner who is prepared to take
primary caring respongbility for any children (virtudly as a sngle parent) for
the period of time the worker is rostered on.

Why have these changes occurred?

Two main factors have contributed to these changes in working time arrangements in
the mining industry.

Export pressure has placed the industry under significant pressure. More intense
international  competition, particularly from cod suppliers in Asa has contributed
to the drop in prices received for cod. In response to this pressure, employers in
Audrdia have sought to restructure the industry to reduce labour costs and
production processes.

The indudria rdaions infradructure has changed. Changes to the Workplace
Relations Act 1996 have created an environment in which unions have a wesker
role, and indudgtrid regulation through the award sysem has been ggnificantly
weakened.

Mining operators have not responded to these changes in a uniform way, but ther
responses can be described in terms of two generd themes — provisonbased change
and mode of engagement based change. Both types of reform agendas can be radical,
and are catanly not mutualy exclusve. The ‘provison-based” approach focuses on

“3 This quote is drawn from a qualitative interview, conducted as part of a confidential shift assessment
at a Queensland mining operation, completed by ACIRRT in 2000.



modifying conditions of employment a the workplace levd to implement more
‘flexible  working hours arangements while mantaning the key conditions of
employment. For example, the workforce is more likdy to remain unionised, and
non-standard forms of employment (contractors) are primarily used to supplement the
exiging labour force. ‘Mode of engagement’ based change focuses on radicdly
dtering the mode of engagement for the entire workforce. In this scenario, standard
employer obligations are sSde-stepped, and the workforce is recreated or reconstructed
with a new st of entittements. Union presence on these gStes is often lost as a result
of thistrangtion.

Examples of provision-based reform

At the workplace level, there has been radica redtructuring.  Redundancies, the
greater use of contract labour, more intense production schedules, a greater focus on
capitd return and intense utilisstion of heavy machinery and mass scde equipment,
and lowering labour costs have dl formed pat of the response to internaiond
competitiveness in the sector. One researcher has described these changes in the
following way:

“In focusing on unit labour costs, however, coal owners are
‘squeezing the pores out of the working day through a new
regime of work, rather than seeking a transformation in

either core work processes or the mode of production”.**

Although provisonbased reform occurs in dl dates, this approach has been
paticulaly popular among NSW mining employers.  Throughout 2000 the highly
publicised Rio Tinto disputes & the Mt Thorley and Hunter Valey No. 1 dtes,
focused on a number of provisonbased reforms. Changes to shift and rostering
arangements (including the introduction of 12 hour shifts), an end to seniority,
increesed use of contractors on Ste and management dlocation of overtime — dl
featured as issues during the disputes. Rio Tinto aso offered AWAS to the Hunter
Valey No. 1 workforce, and reserved the right to offer AWAs a the Mt Thorley ste.

Examples of mode of engagement-based reform

The mode of engagement-based reform strategy could be argued to be more prevaent
(or strongest) in WA. Refering to Table 20 demondrates this point. WA has the
highest incidence in which dl workers on a dte are ‘contractors in Audrdia (185 per
cent), in both maintenance and production areas of mining Stes.  This compares to the
lowest rate in NSW, with Queendand fdling between NSW and WA. The use of
contract labour removes dl traditiond ‘standard’ entitlements for the workers on these
arangements.  This gpproach is radicdly different to the ‘provisonbased’ change
approach which seeks to reform key provisons or aspects of workplace entitlements.
Employers paticulaly benefit from changing the mode of engagement of the
workforce, because the contract-based rdationship limits ther responsbility to the
worker. As the ACIRRT/ILO survey data demondrates, this dtrategy has adso

4 Bowden, B. (2000) ‘Competing to survive? Productivity, workplace reform and international
competitiveness in the Australian coal industry’ . Proceedings of the 14™ AIRAANZ Conference, Volume
2., Refereed Papers, February, Newcastle. pp. 119.
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contributed to a dgnificant change in working hours — with WA showing the greatest
increase in weekly working hours.

Researchers argue that the mode of engagement based reform drategy has been most
successful in WA for a number of reasons:

The cod industry in NSW mantans higher levds of unionisstion.  Union
membership in the mining indudry in WA has dgnificantly dedined. A
weskened union presence has made it easier for these changes to be implemented.

Deregulation of the indudrid rdations sysem and the negotiation of individua
contracts have been most pronounced in WA, when compared to other states.

Choicesfrom here

The generd concluson that can be drawn from these findings is that, while working
time changes appear to be inevitable, there can be great variation in the form these
changes take and the ultimate outcomes in terms of hours worked. Policy makers in
thisfield face a number of choices.

Understand and develop appropriate standards that alow fatigue tegting in the
mining industry. Both employers and unions are currently making attempts to
improve underganding of the hedth and safety implications of long hours
regimes.

Understand and monitor provisonbased reform, with a view to ensuring it meets
a community agreed minimum standard.  This requires an undersanding of the
cumulative effects for working time changes. In other words, the ‘fractured’ or
‘gplintered”  agpproach of changing rogers and dtering leave arangements can
have profound effects on working time practices in an industry.

Given that most working time dandards have traditionaly been directed at
‘employees it may now be time to extend their reach to ‘non-employees —
especialy contractors.



Chapter 5 Conclusion

Key findings arising from the project

The mgor findings arigng from the study are now clear. They can be summarised as
follows.

@

(b)

(©

When thinking about working time issues it no longer useful to think primarily
in terms of ‘standard working time' arrangements and ‘ deviations' from those
arrangements. Rather there appear to three distinct ‘regimes of working time
practice.

Higtoricaly policy has addressed the issue of the standard working time mode
of hours of work (ie standard working day, week, year and working life).
Differences to such standards have been concelved as ‘deviations. Andyss
of the gsatigtics reveds, however, that ‘deviations are now more widespread
than ‘standard’ arrangements. As a matter of raw hours worked it appears that
people and jobs fdl into one of three generd categories.

those working standard hours

those working part-time

those working extended hours.

The emergence of new regimes of hours of work appears to be closely linked to
forms of employment, especially ‘ non-standard’ forms of employment

It now very clear from the data that hours of work are closdly linked to tota
employment Stuations.

extended hours are paticularly prevdent amongst employers, the sdf-
employed and managers

part-time hours are particularly prevdent anongst casuds
‘dandard’ hours are particularly prevadent amongst ‘permanent’ wage
and salary earners.
But even ‘standard’ hours are changing amongst wage and salary earners
Our anadyss of new dandards emerging in EBAs reveds that even for a
typicad employee hours arangements are changing dramdicdly. The key

developmentsin thisregard are:

averaging of hours provisions



(d)

dterdion in terms governing how changes in hours of work are
handled

rogtering and shift innovations
changesin overtime pendties and redrictions

changes in leave (eg cashing out of long service leave and recredtion
leave).

Queensland appears to be at the forefront of many of these changes

Queendand has a higher proportion of both part-timers and extended hours
workers. A recent specid survey of Queendand wage and sdary earners
reveds high leves of unpaid overtime and concern about their hours of work
amongst extended hours workers. Our case study of an extended hours regime
(ie the mining industry) reveds that Queendand dits between WA (with its
radical changes in working time arangements) and NSW (with a more
traditional approach). Clearly in the mining a least Queendanders are a the
cross roads in terms of mgor decisons to make about how they will govern
their hours of work in the future.

Implicationsfor policy

This paper has not been prepared as a policy discusson paper. No solutions are
proposed as this is a separate exercise and should be based on broader consultation. It
is possble however, to identify three key issues Queendanders need to confront.
These can be summarised as follows.

@

(b)

Are the emerging new standards in working time desirable?

The new dandards of extended and part-time hours previoudy embodied in
practice are now being codified in agreements. Are the terms of codification
actudly what the community wants? Only 60% of full time metropolitan
wage and sdary earners were happy with their hours of work. And over one
fifth of part-timer want more hours. Prima facie there appears to be plenty of
room for improvemen.

If there are problems with the new tacit standards that are emerging, istherea
need to broaden the official approaches to specifying working standards so
that they encompass part-time and extended hours workers explicitly?

Currently the growing forms of work (ie pat-time and extended hours) are
treated as ‘deviations. Maybe atention needs to devoted to addressing the
paticular needs of these workers. Key issues in this regard could concern
rogtering rights, the right to balance working life with other aspects of life and
giving people rights not be excessvely fatigued a work. The latter issue is
dreedy emaging in the mining industry around the notion of ‘fitness for
duty’. Isthis, and like developments, worthy of broader debate?
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In thinking about new approaches to working time standards is it possible to
do so without reference to other realms of policy? In particular, can working
time policy be considered independently of issues concerning the quality of
family and community life and fair rates of pay which allow people to
participate in both?

Recent research into the qudity of work and family bdance in the US has
reveded that children do not just want more time with their parents. They dso
want them there for key events and rituds. Most importantly they want them
to be happy and not worn out when they are around. In a Smilar vein recent
data has reveded a dedine in the qudity of community life as levds of
volunteer ectivity decline.  The tourigt industry reports declining incidence of
holidays. Clearly questions of hours of work have wider ramifications than is
often recognised. Maybe a new approach to working time standards could
take account of issues such as these. It is dso important to note that recent
research has shown a high correation between wage inequaity and extended
and fragmented hours of work. If we ae interested in improving hours of
work do we aso need to look a broader issues such as the structure of
earnings and the leve of inequdity prevailing in the community?
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Appendix One

Source Tables Sdlected Characteristics, Wage and Sdary Earners, Qld, 1999

Full-time
Part-time

Hours usually worked
0-15
16-3#4
35-40
41 - 48
49 plus

Annual Income
$0 to less than $10 000
$10 000 to less than $20 000
$20 000 to less than $30 000
$30 000 to less than $40 000
$40 000 to less than $50 000
$50 000 or more

Paid overtime usually worked
Paid overtime not usually worked

Unpaid hours usually worked
Unpaid hours no usualy worked

Age
15-19
20-24
25-34
3BH-44
45-54
55 plus

Highest Educational Qualification
Still a school
Did not complete secondary school
Completed secondary school
Certificate/Trade
Associate/undergraduate diploma
Bachelor degree
Postgraduate diploma
Higher degree
Other qudification

Prefer more/fewer hours
Prefer more hours
Usua hours ok
Prefer fewer hours

Totals

Males Females Total

count % count % count %
578.7 87 3108 53 889.5 71
86.9 13 2798 47 366.7 29
395 6 1089 18 148.4 12
474 7 1709 A 218.3 17
295.6 44  209.1 35 504.7 40
129.5 19 63.6 11 193.1 15
153.6 23 38.1 6 191.7 15
96.1 14 1229 21 219.0 17
59.3 9 1389 24 198.2 16
152.8 23 1548 26 307.6 24
148.5 22 99.2 17 247.7 20
81.3 12 420 7 123.3 10
127.6 19 32.8 6 160.4 13
1121 17 36.3 6 148.3 12
548.6 82 5529 94 1101.5 88
134.2 20 108.0 18 2422 19
527.4 79 4805 81 1007.9 80
59.9 9 69.6 12 1295 10
91.2 14 81.6 14 172.8 14
176.4 27 150.9 26 327.3 26
158.7 24 1437 24 302.3 24
121.3 18 1165 20 237.8 19
58.1 9 28.3 5 86.4 7
15.7 2 29.3 5 45.0 4
183.9 28 1629 28 346.8 28
1215 18 1153 20 236.8 19
210.5 32 1437 24 354.0 28
34.6 5 39.8 7 74.4 6
65.5 10 67.9 11 1334 11
11.9 3 15.2 3 27.1 2
16.8 3 7.6 1 24.4 2
53 .01 8.7 1 14.0 1
30.3 5 515 9 81.8 7
394.4 59 359.6 61 754.0 60
225.0 34 1700 29 395.0 31

665.6 53 590.6 47 1256.2
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Selected Characteristics, Wage and Sdary Earners, Qld, 1999

Male
Femde

Full-time
Part-time

Hours usually worked
0-15
16-3#4
35-40
41 - 48
49 plus

Annual Income
$0 to less than $10 000
$10 000 to less than $20 000
$20 000 to less than $30 000
$30 000 to less than $40 000
$40 000 to less than $50 000
$50 000 or more

Paid overtime usually worked
Paid overtime not usualy worked

Unpaid hours usually worked
Unpaid hours no usualy worked

Age
15-19
20-24
25-34
3BH-44
45-54
55 plus

Highest Educational Qualification
Still at school
Did not complete secondary school
Completed secondary school
Certificate/Trade
Associate/undergraduate diploma
Bachelor degree
Postgraduate diploma
Higher degree
Other qualification

Prefer more/fewer hours
Prefer more hours
Usual hours ok
Prefer fewer hours

Totals

Brisbane Rest of State Total
count % count % count %
333.2 52 3324 54 665.6 53
310.7 48 279.8 46 590.6 47
464.8 72 4247 69 889.5 71
179.2 28 1875 31 366.7 29

71.1 11 77.3 13 148.4 12
108.1 17 110.2 18 218.3 17
267.2 41 2375 39 504.7 40
1055 16 87.6 14 193.1 15

92.1 14 99.6 16 191.7 15
103.5 16 1155 19 219.0 17

08.8 15 99.4 16 198.2 16
146.7 23 160.9 26 307.6 24
134.3 21 113.4 19 247.7 20

67.7 11 55.6 9 123.3 10

92.9 14 67.5 11 160.4 13

72.0 11 76.4 12 148.3 12
569.0 88 5324 87 11015 88
129.1 20 1131 18 242.2 19
512.1 80 4958 81 1007.9 80

60.8 9 68.7 11 1295 10

92.2 14 80.6 13 172.8 14
171.0 27 156.3 26 327.3 26
148.4 23 1539 25 302.3 24
124.9 19 1129 18 237.8 19

46.7 7 39.7 6 86.4 7

19.9 3 25.1 4 45.0 4
152.4 24 1945 32 346.8 28
139.1 22 o97.7 16 236.8 19
162.5 25 1917 31 354.0 28

42.6 7 319 5 74.4 6

82.3 13 51.2 8 1334 11

17.1 3 10.0 2 27.1 2

19.0 3 54 .01 24.4 2

9.2 1 4.8 .01 14.0 1

36.6 6 45.3 7 81.8 7
380.3 50 373.7 61 754.0 60
217.4 A 1776 29 395.0 31
643.9 51 6122 49 1256.2




Selected Characteristics by Hours, Wage and Sdlary Earners, Qld, 1999

Hoursusually worked
0-15 16-34 35-40 41-48 49 + Total
Main reason for working usual hours

Standard/award/contract  Count 534 119.0 400.2 62.5 29.3 664.4
% 36 55 79 32 15 53
Expectation of job Count 10.6 16.4 38.5 42.6 62.4 1705
% 7 8 8 22 33 14
To get job done Count * 6.5 30.2 64.3 75.4 178.6
% * 3 6 33 39 14
Income Count 12.9 15.6 22.8 11.2 12.6 75.1
% 9 7 5 6 7 6
Study commitments Count 38.1 124 * * * 51.1
% 26 6 * * 4
Own choice Count 11.3 19.2 53 49 * 44.2
% 8 9 1 3 4
Family commitments Count 9.3 17.7 * * * 29.0
% 6 8 * * 2
Other reason Count 10.8 111 5.3 6.8 8.3 42.3
% 7 5 1 4 3
Totals 148.5 218.2 504.7 193.1 191.7 1256.2
Prefer more/fewer hours
Prefer more hours Count 33.3 46.1 * * * 81.8
% 22 21 * * * 7
Usua hours ok Count 109.5 139.8 340.6 94.2 70.0 754.0
% 74 64 67 49 37 60
Prefer fewer hours Count 3.8 28.4 152.1 93.7 117.0 395.0
% 3 13 30 49 61 31
Total 148.4 218.3 504.7 193.1 191.7 1230.8

Wage and Salary Earners Who Would Prefer to Work Fewer Hours, Wage and Sdary Earners

Hour s usually worked

0-34 35-40 41— 48 49 + Total
Would prefer to work fewer hours

Would work fewer hours
for less pay Count 8.0 34.8 22.2 234 88.4
% 38 23 24 20 23

Would NOT work fewer
hours for less pay Count 5.7 46.8 48.0 66.7 167.2
% 27 31 51 57 43

Not applicable (need
income) Count 18.2 67.2 21.0 23.6 1304
% 86 44 22 20 34
Total Count 21.2 152.1 93.7 117.0 386.0
% 6 30 49 61 31
Totals 366.7 504.7 193.1 191.7 1256.2

Source: ABS (2000). Working Hours of Wage and Salary Earners, Oct 1999. Cat No. 6344.3

Population: Queensland wage and salary earners.
*Estimate has a relative standard error greater than 25% and is considered to unreliable for general
use.



Appendix Two

Employment Status by Hours Usudly Worked in Current Job, QId, 1997

Hours Usually Worked in Current Job

Wage and Salary Earners
Managers %
count
Non-managers %
count
Total %
count
Employer with employees
Managers %
count
Non-managers %
count
Total %
count
Own Account Workers
Managers %
count
Non-managers %
count
Total %
count

Unpaid Family Helper
Managers

Non-managers
Total

Totals
Managers

Non-managers

Tota

%
count
%
count
%
count

%
count
%
count
%
count

Part-time Standard Extended Total
31 19 80 4
418 8617 35429 44527
31 49 20 96
354374 561186 232551 1148111
30 438 22 100
357492 569803 267980 1192574
13 17 70 20
3153 4103 16952 24163
20 15 66 80
18630 13961 61907 94498
18 15 66 100
21783 18064 78859 118706
23 10 67 21
10082 4411 29416 43909
35 23 42 79
58529 37896 70933 167358
32 20 47 100
68611 42307 100349 211267
63 37 9
999 - 584 1583
82 7 11 91
13600 1119 1768 16487
81 6 13 100
14599 1119 2352 18070
13 15 72 7
14652 17131 82381 114164
31 43 26 93
445133 614162 367159 1426454
30 41 29 100
459784 631293 449540 1540617

Source: ABS unpublished data, Survey of Training and Education, 1997.

Population: Queensland labour force including those in or marginally attached to the labour
force who had held a wage or salary job in the 12 months prior to the survey.
Note: Part-time hours defined as less than 35 a week. Extended hours defined 46 hours or

more per week.



Appendix Three

Source Table — Profile of al Queendand Employed Persons

Emerging Norm in Working Time Arrangements

Casual Part-time Standard Extended Queendand Totals
Count % Count % Count % Count %
Sex
Male 74653 283 384481 60.9 358653 79.8 1027670 536
Femde 1893%4 717 246812 391 90887 20.2 888880 464
Age
15-19 75085 284 34906 55 4510 10 232288 121
20-24 41758 158 101776 16.1 40990 91 245948 128
25-3A 46632 17.7 175632 27.8 106842 238 464315 24.2
3H-4 52948 20.1 145827 231 137821 30.7 460220 24.0
45- 36407 138 125847 199 119902 26.7 370681 193
55 plus 11218 42 47305 75 3475 838 143008 75
Annual |ncome*
$0 to less than $10 000 165355 65.3 10499 19 2859 11 201990 176
$10 000 to less than $20 000 66790 26.4 72049 131 8470 33 187926 16.3
$20 000 to less than $30 000 17606 70 261759 474 61721 24.2 358372 31.2
$30 000 to less than $40 000 2683 11 131843 239 66369 26.0 206456 180
$40 000 to less than $50 000 392 0.2 52884 9.6 57111 24 111148 9.7

$50 000 or more 450 0.2 22907 42 58812 230 83547 73




Source for Table 6 — Profile of all Queensland Employed Persons continued...

Casual Part-time Standard Extended Queendand Totals
Count % Count % Count % Count %
Industry**

Agriculture, forestry and fishing 4905 19 14045 22 45589 10.1 80761 52
Mining 32 01 7437 12 6933 15 14692 10
Manufacturing 8378 32 99806 158 56156 125 175585 114
Electricity, gas and water - - 8114 13 2585 0.6 11282 0.7
Construction 4282 16 56585 9.0 50367 11.2 125631 82
Wholesale and Retail trade 108898 412 108741 172 95316 212 352141 229
Transport and storage 5135 19 33410 53 32445 72 76212 49
Conmunication services 971 04 11853 19 7237 16 21661 14
Finance, Property and Business services 19033 72 71196 113 54007 120 175082 114
Public administration and Defence 4761 18 47952 76 7739 17 63307 41
Community services 51156 194 129148 205 56447 126 289019 188

Recreational, personal and other services 56208 21.3 43007 6.8 34718 17 155244 10.1




Source for Table 6 — Profile of all Queensland Employed Persons continued...

Casual Part-time Standard Extended Queendand Totals
Count % Count % Count % Count %
Occupation
Managers and administrators 418 02 17131 27 823381 183 114164 74
Professionals 20323 7.7 97790 155 80289 179 231623 150
Associate professionals 11137 4.2 65835 104 81210 181 176207 114
Trades persons and related workers 7974 30 118070 18.7 80990 180 220072 143
Advanced clerical and service workers 10527 4.0 25641 41 11033 25 69240 45
Intermediate clerical, sales, and service 59327 225 133388 211 35874 80 270977 176
Intermediate production and transport 16359 6.2 63954 10.1 48130 10.7 133799 87
Elementary clerical, sales and service 89127 338 41409 6.6 10082 24 164896 10.7
Labourers and related workers 48856 185 68075 10.8 18651 41 159639 104
Leve of Educational Attainment*
Still at school 36307 138 - - - - 115456 6.0
Did not complete secondary school 79747 30.2 207873 329 134753 300 635655 332
Completed secondary school 67932 257 106110 16.8 47723 106 298451 156
Post school qualification” 78678 29.8 311522 494 261527 58.2 849787 444
Not stated 1383 05 5787 0.9 5538 12 17198 .09
Marital/Family Status
Husband/wife with dependents present 81061 30.7 206469 32.7 202945 451 688592 35.9
Husband/wife without dependents present 34036 129 177904 282 137621 30.6 446005 233
Lone parent with dependents present 15254 58 24585 39 9115 20 96988 51
L one parent without dependents present 456 02 6041 10 1168 0.3 10252 05
Dependent student 65701 24.9 471 0.7 427 01 168598 838
Non-dependent child 26382 100 83399 132 24665 55 168059 838
Other family person 3776 14 11830 19 5919 13 36656 19
Non-family member, lone person 13487 51 58426 93 39949 89 151483 79
Non-family member, not living alone 23896 9.0 58168 9.2 27732 6.2 149917 7.8

Source for Table 6 — Profile of all Queensland Employed Persons continued...



Queendand Totals

Count % Count % Count % Count %

Children’sage
Y oungest child under 14 yearsold 77880 295 206815 32.8 184210 410 690458 36
Without children aged O to 14 yearsold 186168 705 424478 67.2 265330 59.0 1226092 64
Total 264048 631293 449540 1916550 100

Source: ABS unpublished data, Survey of Training and Education, 1997.

Population: Queensland labour force including those in or marginally attached to the labour force who had held a wage or salary job in the 12 months prior to the
survey.

* Refers to a basic skills qualification or a higher qualification.
A total of 17 198 persons did not state a level of educational attainment
* A total of 767 111 persons did not report an annual income.

**A total of 375 933 persons did not report an industry for current job or business
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Appendix Four: Enterprise Agreements Statistics — Hours of work provisions

Table Al

Any reference to hours of work arrangements *
Union Party to Agreement Crosstabulation

Union Party to

Agreement

Yes No Total
Yes 819 168 987
72.5% 88.0% 74.7%
No 311 23 334
27.5% 12.0% 25.3%
Total 1130 191 1321
100.0% 100.0% 100.0%

Source: ACIRRT, 2000, ADAM Database, University of Sydney, unpublished data

Table A2

Hours of work flexibility provisions * Union Party to

Agreement Crosstabulation

Union Party to

Agreement

Yes No Total
Yes 475 111 586
42.0% 58.1% 44.4%
No 655 80 735
58.0% 41.9% 55.6%
Total 1130 191 1321
100.0% 100.0% 100.0%

Source: ACIRRT, 2000, ADAM Database, University of Sydney, unpublished data

Table A3

Employer has discretion to alter hours of work *
Union Party to Agreement Crosstabulation

Union Party to

Agreement

Yes No Total
Yes 110 25 135
9.7% 13.1% 10.2%
No 1020 166 1186
90.3% 86.9% 89.8%
Total 1130 191 1321
100.0% 100.0% 100.0%

Source: ACIRRT, 2000, ADAM Database, University of Sydney, unpublished data



Table A4

Ordinary work days per week * Union Party to Agreement
Crosstabulation

Union Party to

Agreement
Yes No Total

Ordinary work  Mon to Fri 167 53 220
days per week 46.5%  52.5%  47.8%
Mon to Sat 110 17 127

30.6% 16.8% 27.6%

Mon to Sun 82 31 113

22.8% 30.7% 24.6%

Total 359 101 460

100.0% 100.0% 100.0%

Source: ACIRRT, 2000, ADAM Database, University of Sydney, unpublished data

Table A5

Hours averaged over: * Union Party to Agreement
Crosstabulation

Union Party to

Agreement

Yes No Total
4 weeks 133 25 158
67.5% 45.5% 62.7%
52 weeks 14 6 20
7.1% 10.9% 7.9%
other 50 24 74
25.4% 43.6% 29.4%
Total 197 55 252

100.0% 100.0% 100.0%

Source: ACIRRT, 2000, ADAM Database, University of Sydney, unpublished data



Table A6

Cycle of hours &weeks: * Union Party to Agreement
Crosstabulation

Union Party to

Agreement

Yes No Total
Nine-day fortnight 145 14 159
66.2% 46.7% 63.9%
Nineteen-day month 51 9 60
23.3% 30.0% 24.1%
Other 23 7 30
10.5% 23.3% 12.0%
Total 219 30 249

100.0% 100.0% 100.0%

Source: ACIRRT, 2000, ADAM Database, University of Sydney, unpublished data

Table A7

Overtime paid at single rate * Union Party to Agreement
Crosstabulation

Union Party to

Agreement
Yes No Total
Overtime paid Yes 19 4 23
atsingle rate 1.7% 2.1% 1.7%
No 1111 187 1298
98.3% 97.9% 98.3%
Total 1130 191 1321

100.0% 100.0% 100.0%

Source: ACIRRT, 2000, ADAM Database, University of Sydney, unpublished data

Table A8

Time off in lieu (TOIL) of overtime calculated at: * Union Party to
Agreement Crosstabulation

Union Party to

Agreement

Yes No Total
Overtime equivalent 90 8 98
46.4% 16.7% 40.5%
Ordinary equivalent 90 35 125
46.4% 72.9% 51.7%
TOIL given, rate not 14 5 19
specified 7.2% 10.4% 7.9%
Total 194 48 242

100.0% 100.0% 100.0%

Source: ACIRRT, 2000, ADAM Database, University of Sydney, unpublished data
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Table A9

Daily span of hours * Union Party to Agreement
Crosstabulation

Union Party to

Agreement

Yes No Total
Daily span <12 48 29 77
of hours 11.4%  27.9%  14.7%
12 193 28 221
46.0% 26.9% 42.2%
>12 179 47 226
42.6% 45.2% 43.1%
Total 420 104 524

100.0% 100.0% 100.0%

Source: ACIRRT, 2000, ADAM Database, University of Sydney, unpublished data

Table A10
Weekly ordinary hrs of work * Union Party to Agreement Crosstabulation

Union Party to

Agreement

Yes No Total
Ordinary hrs of <38 hrs p/wk 37 10 47
work p/wk: 7.9% 6.8% 7.7%
38 hrs p/wk 363 106 469
77.7% 72.6% 76.5%
>38 hrs p/wk 67 30 97
14.3% 20.5% 15.8%
Total 467 146 613

100.0% 100.0% 100.0%

Source: ACIRRT, 2000, ADAM Database, University of Sydney, unpublished data



