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RESPONSETO INQUIRY ISSUES:

The currentcontextforwork andfamily discussionin Australiais particularlyshapedby changes
in thelabour forceparticipationratesof women(which havebeenrising steadily)andmen
(whichhavebeenin decline).Against thisbackground,andwith a relativelystaticgendered
division of domesticwork, women,menandchildrenareall affectedby labourmarketshifts, in
thepresenceof unchanginginstitutionsandcultures.

In 1961 17.3 percentof marriedwomenwerein paidemploymentor activelysearchingfor paid
employment.By 2001 theparticipationrateamongstmarriedwomenwas65 percent.The
increasedlabourmarketactivity of women,andof marriedwomenin particular,standsout as
oneof themostsignificantsocial developmentsin recentdecades.It is reflectiveof manyfactors,
not leasta shift in genderroles, falling fertility ratesanda changein women’sattitudesand
aspirationstowardswork.

In keepingwith theincreasedparticipationof womenin paidwork, the 1970sand1980salso
witnessedan increasein theadoptionof anumberof ‘women-friendlyreforms’including: the
expansionof publicly fundedchild-care;equalpay;equalemploymentandaffirmativeaction
legislation;increasedaccessby womento highereducation;andthe developmentof gender
equitypolicies andprogramsin schools.

Sincethe mid 1 990sthe political climatehaschangedand“the genderedcharacterof the
Australianlabourmarkethasslippedoutof view” (Pocock,1998,p. 580) while important
legislativeprotectionsuchas theEqualEmploymentOpportunityAct 1986hasgraduallybeenwound
back. In 2005we havearrivedat a situationwherewomenin Australiaaremorequalifiedthan
everandmorelikely to be participatingin the labourmarket.Notwithstandingthese
developments,however,since1981 therehasbeenno changein therelativeshareof participating
womenin the full-time Australianlabourmarket,little changein the overalldistributionof
womenacrossjobs andlittle changein the levelof thegenderpaygap.

Whatwehaveseen,instead,is low andfalling fertility rates,acuteshortagesin highly feminised
sectorsof theworkforce (eg. nursing)anda changein thesocialcompactas reflectedin an
increasedexpectationthat future retireeswill haveto providefor themselvesandgrowing
pensiondeficits.

In theAustraliandebateoverthe ageingof the populationand skills shortagestheideaof a
targetedpolicy to lift women’sworkforceparticipationhardlyratesa mention,eventhough
womenin Australia remainconcentratedin short-timework andin formsof underemployment.

Thediminution of thegenderequity agendain thepolitical sphereandatthe organisationallevel
is having,andwill continueto have,adversemicro andmacroeconomicconsequences.At the
macrolevel it affectspotentialgrowth,inflation stability andlost productivity. In theabsenceof
strategiesto comprehensivelymanagetheneedsof a diverseworkforceAustraliawill continueto
squanderits investmentin womenandfail to capturethepotentialproductivitybenefitsto flow
from theirhumancapitalinvestments.

As a nationwe seemseton ignoringthe reality that,in Australia,moreandmorewomenarein

work andaredeferringor delayingchildbearingas theyseekto establishtheirowncareers.At
August2003thereweremorethanfour million womenactivelyparticipatingin theAustralian
labourmarket.The participationof womenis forecastto grow.Estimatessuggestthatby 2015
therewill be morewomenthanmenin employment.
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Whilst theideologyunderpinningthe traditionalbread-winnermodelis still a strongforce in
Australiansocietyit appearsto hold little attractionto manyyoungpeople.Youngercohorts
aspireto relationshipswherebothpartnerspursuecareers.Within the contextof today’s
institutionalstructuressuchaspirationsposea challengefor family formation.Recentdata from a
RelationshzjpsAustraliaSurvey,for example,showsthat90 per centof respondentsbelievethat
relationshiptroublestemsfrom a lack of compromisewith bothwomenandmenwanting
careers(RelationshipsAustralia,2003,pp.S-6).Feedinginto such tensionsaretherelatively
understudiedsubtletiesof the ‘costs’ associatedwith motherhood;costssuchas reduced
promotionalopportunitiesfor thoseopting for part-timework to juggle workand family.

In the remainderof this submissionwe focus our commentson the specific questionsas
identifiedin the termsof referencefor thisinquiry.

A: The financial, career and socialdisincentivesto starting families

Themismatchbetweenthe realitiesof Australianhouseholdsandoursocialandeconomic
institutionsgeneratesconsiderabledisincentivesfor peopleto startfamilies.Australian
workplacesandindustrialinstitutionsare still stmcturedaroundthe notion of a male,care-less,
‘ideal worker’ andthe traditionalmalebreadwinner-housewifefamily model.This is no longerthe
majority experiencein thelabour force or Australianhouseholds.

Thepercentageof malebreadwinningcouplehouseholdshasdecreasedfrom half to less thana
third of couple familieswith children(Pocock2003,28). At thesametime, dualincomeearning
familiesincreasedby a similar amountto 62 per centof couplefamilieswith children.These
trendsbring distinctivepressuresto bearon themodernworkerandtheirprospectsof starting
families.

The complexrelationshipbetweenworking andnon-workinglife is centralto understanding
someof the barrierspeoplefaceto startingfamilies.

Theseissuesaffecthouseholdsacrosstheincomerange,from low to middle andhighincome
earners.As neoclassicaltheoryhaslong suggested,higherfemaleearningsincreasethe
opportunitycostof takingtime off to havechildren.This meansthatmiddle andhigher income
householdsfacehigh monetarydisincentivesto havingchildren.On topof thesearethegrowing
costsof raisingchildren,includingveryhigh costsof private childcarein manyAustralian
locations.Butmanywomenare concernedaboutan additionallessobviouscost:thatis the long
term coststo their labourmarketstatus,careeropportunitiesandearningsif theytakea break
from work. The prospectof a longterm disadvantagearisingfrom parentingaffectsthe thinking
of manywomen,as theyapproachdecisionsaroundchildrenandmaternity.

Internationally,countrieswith poorwork/careregimes(ie poorleaveprovisions,inadequate
childcareanda tax/benefitregimethatpenalisessecondearners)havelower femaleparticipation
rates,lower fertility andarelikely to suffer from tight labourmarketsin the future. This hasled
manycountriesto reviewtheirwork/carearrangemenets,improvechildcarequality and
availability andlower its costs,improvepaidleavearrangementsfor carers,andfacilitate
flexibilities atwork, including throughquality part-timework.

OECDanalysisin recentyearshasplacedAustraliawell towardsthebottomof the international
packin termsof leave,childcareand tax/benefitarrangements,leavingmuchroom for
improvement.Howeverimprovementsto theAustralianwork andcareregimemustbe
distributedequitablyto all working families if outcomesareto be just.
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Low paid workers and family formation

Particularproblemsafflict the low paid.Incomelevels andrisk of povertyarekey factorsin
decision-makingaboutfamily formation.Theproportionof adults(over 21 yearsold) who are
low paidhasincreasedto onein five in 2003.This hassignficantimplicationsfor thenational
birth rateandAustralia’s labour supplyin the twenty-first century(Commonwealthof Australia
2005,48). Howeverpoverty-reductionstrategiesareoften targetedat theunemployedandthose
marginalisedfrom thelabour force.Theyregularlygive centralplaceto job creationandskills
trainingprograms(BuchananandWatson2000). Greaterattentionmustbepaidto the quality of
Australianworkplacesandpractices(Dunlop2000)andtheir links with family formation.This
will requirepublic policy initiatives thatacknowledgeandmanagethe extensivelinkagesthat
operatebetweenbetweenthe spheresof economicproductivityandgrowth,socialreproduction
andcommunitywell—being.

Therearea numberof reasonswhy low paidemploymentaffectsfamily formationpatterns.
Thoughyoungpeoplecomprisea minority of low paidworkers,theyareover-representedin this
wage-earninggroup. A higherproportionof peopleagedunder25 yearsold continueto live in
their parentalhomebecauseof employmentdifficulties suchas higher ratesof part-time
employmentandunderemployment(AustralianBureauof Statistics2001). In otherwords,young
peoplearefacinggreaterdifficulty in becomingeconomicallyindependentfrom theirparents.
Thisdirectly affectstheir likelihoodof establishingstablerelationshipsandfamilies of theirown.

Two-thirdsof low paidworkersareof primeworkingage,thatis 25-65 yearolds (Hardingetal.
1999,29). Formanyof theseworkersthe traditionallifecycle patternof startinga securejob,
gettingmarried,buying a homeandhavingchildrenis disruptedor delayed.Recentresultsfrom
interviewswith low paid servicesectoremployeesindicatesomeworkersconsciouslypostpone
startinga family becauseof their low wagerateandthelimited scopefor improving their
financialsituationin the future.

Low paidworkersoften faceconsiderabledifficulties meetingthe basicnecessitiesof life
includingadequatenutrition andhomeheating(AustralianCouncilof TradeUnions2002).
Obtainingsecurehousing,settlingin an areaandcommunity,andbeingconfidentof havingthe
moneyto raisechildrenaremajorconcernsfor manyworkers.

Someof theseworkersfeel (andare) insecurein their jobs. Thisaffectstheir family plans.Others
arelow paid.The latteremployeesareoftenreferredto as the ‘working poor.’Thereis growing
concernin Australia,particularlyby welfareagencies,thatgreaternumbersof workersareunable
to makeendsmeetandoftenincursubstantialdebtlevelssimply to survive(Saleh2003).

Low paidprecariousemploymentoftenentailspoorerworkingconditionsandprospectsand
complicatesfamily formationandplanninga family (Campbell2000; Watson2002;Woodenand
Warren2003;Pocock,ProsserandBridge2004;Watson2004).Advancesin maternityand
parentalleaveentitlementshaveaccruedmainly to higherstatusandhigherpaidemployees,many
of themin largerworkplacesandthepublic sector.At thesametime, increasingnumbersof
workersatthebottomendof the labourmarketdo not haveaccessto anypaidholiday or sick
leave,which areessentialto the combinationof paidwork andchildren.Between1992 and2003,
42 per centof the changein full-time andpart-timeemploymentoccurredin jobswithoutbasic
leaveentitlements(Pocock2005, 7). Manylow paidemployeesmustwork long hoursto
compensatefor their low hourlyrate. In thepresenteconomiccontext,wheretwo adultworkers
areincreasinglynecessaryto supporta family, the existingsystemof workplaceleaveprovides
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prospectiveparents(particularlythe low paid)with few assurancesthat theywill be ableto care
for their childrenadequately.

Australia’sderegulatedlabourmarketis failing to equitablydeliverfamily-friendly working
environments.The increasedparticipationof womenin theworkforceis an economicnecessity
for individualsandhouseholds.At the sametimewomencontinueto performa disproportionate
amountof unpaidcaringwork (Bittman andWajcman2000).Australianworkplacesand
industrialinstitutionshavebeenvery slow to recogniseandadaptto the changingcompositionof
thelabour force. In the absenceof responsive,family-friendly work practices,Australiansare
often forced to makeharddecisionsaboutstartingfamilies, to deferstartingfamilies andas a
resultoften endup with smallersizedfamilies thantheywould prefer.

B: The impact oftaxation and other matters on families in the choicestheymake in
balancingwork and family life.

At theoutsetit shouldbe acknowledgedthatthe “choices”familiesmakein balancingwork and
family life are“choices”madewithin a constrainedenvironment;within a societalstructurethat
positionswomenas the primarycaregiver. Therearestrongtraditionalideologiesaffecting the
structureof work andpatternsof caregiving. Whilst womenareincreasinglyexpectedto work,
mothersaresnevertheless,generallyexpectedto taketimeout to carefor their young(particularly
veryyoung) children. The following quotefrom a qualitativestudyof the caringdecisionsof
professionalwomenillustratesthis point.

I’m notwhat I would call a traditionalwoman,inthe senseof stayat homeandlook
after the childrenandlook after thehusband... It wasareal shockto me onceI had
William thatsuddenlyI though,hangon, the reality is, somebodyhasto takecareof
this child,andit wasn’tgoingto be my partner ... I said,well, I’m earningmorethan
youare,andhe said,well, but if I don’t work, I losemy skills andthenit’s much
harderfor me to get backinto my field, andin the endthat’swhatdid it.... So in
somewaysthe choicesI madebecauseI’m femalearemadebecauseof thepartner
thatI havewhois beingmademaleby a society ... societyexpectshim to go off and
work full-time ... (Aveling, 2002,pZ79)

Australia is not yetan equitablesociety.It remainsstronglyweddedto the malebreadwinner
ideology.Althoughwomen’sparticipationin paidemploymenthassignificantly increasedin
recentyearsmuchof this employmentis in thepart-time(low waged,low skilled) sectorand
oftenof acasualnature.Men remaintheprimarybreadwinners.

Within thisregimewomenseekingto pursueprofessionalcareersarelargely expectedto do soon
the sametermsas men;le. engagein full-time (longhours)work. Indeed,high levelsof
occupationalsex-segregationtogetherwith a strongculturalnormpositioningthewomanas the
primarycaregiver obviatestheneedfor employersof maledominatedsectorsto seriously
considerwork andfamily policies.(Sixty-five per centof menin Australiaarecurrentlyemployed
in maledominatedjobs).Accordingly,balancingfamily needsandfull-time employmentremains
exceptionallydifficult in Australia.Mostbalancingis achievedby onepartner(typically the
woman) engagingin reducedhours (part-time)work. Part-timers(women)are,as aresult,
significantlyconstrainedon a numberof fronts.

Forexample,few part-timecareeropportunitiesareavailablewithin professionaljobs outside
nursingandteaching.The absenceof such employmentarrangementswithin otherprofessions
thus constrainsthe careerpathsof womenandsimultaneouslycontributesto on-goinglabour
shortages.It alsomanifestsin theunder-utilisationof labourandon-goingsex-segmentation.
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Part-timeemployment,by definition, alsoreducesearningspotentialoverthe life course.This, in
turn, serious/yimpactson a woman& capaci~’yto accumulatesufficientretirementincomein a systemwhere
contributionsaretiedto participationin paidemployment.Part-timelimits the extentto which
womenare ableto achievean adequatereturnon theireducationalinvestments.Estimatesby
Jefferson& Preston(2005) suggestthat,over the life course,womenwill accumulatearound25.5
yearsof work experience,35 percentlower thantheaverageaccumulatedby malesin the
Australianlabourmarket.In short,part-timework carrieswith it significantfinancial costsfor
both theindividual andthe societyas awhole.

Thereis hopethatyoungAustraliansmaybe ableto negotiateanewgenderequalityregimeand
engagein employmentpatternssubstantiallydifferentfrom thosethathavedominatedthe
Australianlandscapeover thepasttwo decades.However,evidencein Preston(2003)cautions
againstanyexpectationof a significantgenerationalshift in experience.Traditionalgender
ideologiesremainfirmly embeddedamongstfirst yearuniversitystudentsin Australiaandthereis
reasonto believethattheymaybe evenstrongerin lower socio-economicgroupsof young
people.Thus,althoughyoungwomenexpectsimilar (indeedstrongerearningsgrowth) as young
menandsharesimilar aspirationsfor careers,responsibility,challengingwork etc., they
neverthelessseethemselvesas assumingthe primarycaregiverrole eitherthroughengagementin
part-timework and/orthroughtakingsubstantialperiodsof time outof theworkforce.

Theperseveranceof traditionalgenderideologiestowardscareandpatternsof workwill continue
to adverselyimpacton theability of womento attainequalityoutcomesin Australia.Womenwill
continueto be an under-utilisedeconomicresource,particularlyin the absenceof efforts to
createmorepart-timework opportunitiesamongstprofessionaljobs.

Themostseriousconsequences,however,havelessto do with economicsandmoreto do with
demography.Womenwill continueto delayanddeferhavingchildrenif their employment
opportunitiesare curtailedby havingchildren(McDonald2000).

C: Making it easierfor parentswho sowish to return to thepaid workforce

There arenumerousstrategiesthatwouldmakeit easierfor parentsto returnto paidwork. The
establishmentof family friendlyworkplacesthroughan equitablework/careregimeis crucial.
Somekey featuresof abetterwork andcareregimethatwouldprovideparentswith greater
opportunitiesto participatein thepaidworkforceareoutlinedbelow.Thesearesupportedby an
extensiveinternationalliterature(seefor example,OECD2002,2003,Jaumotte2001).

A sustainablelabour force thatis ableto care for its householdresponsibilitiesdependson
flexibility atwork, aliving wage,job security,sustainableworking hours,andadequateleave
provisions,backedby socialinfrastructurethatassuresquality accessibleaffordablechildcare(see
table1 attached).

1. A SecureLiving Wage.

A living wageis centralto producinga workplaceenvironmentthatgivespeopleconfidenceto
startfamiliesandto returnto the workforceas parents.Focuson the provisionof aliving wageis

In light ofthis it isour view thatthere shouldbebetterrightsforemplojeesto selfnominateformovement
betweenfull-time andpart-timework. Thiswouldencouragethedevelopmentofpart-timeopportunities
acrossa rangeofprofessionalandnon-professionaloccupations.In theabsenceofsuchinitiativeswomen
will continueto leavetheirchosenprofessions(eg. Law, informationtechnology,engineeringetc.) thus
contributingto on-goingproductivityconstraints.
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particularlycrucialgiven substantialfemaleparticipationin theworkforceandgrowthin lone
parentanddual-incomeearnerhouseholds.

Ofcourseit is alsovital thatincomesareprotectedfrom unfairor poorly constructedwageand
welfareeffects thatimposeanunfair effectivemarginaltax rate.

2. ReasonableWork Hours and Working Time.

Changeis alsorequiredat theindividualworkplacelevelas well as morebroadly.Family-friendly
hoursareessentialto enableparentsto balancetheir family andwork commitments.In 2003,
over 31 per centof Australianemployeesworkedover40 hoursperweek,an increaseof 23 per
centsince1988 (Pocock2003,132).Longhoursof work makework/family balancehardto
achieve.Unsocialworkingtimeresultsin higherstressfor childrenof parentswhowork them
(Strazdinset al, 2004).Furthermore,thelossof penaltyratesfor workingunsocialhourswould
no doubt fuel their expansion,with negativeeffectsfor children.

Alongsidethis, workingcarersneedsomereasonablesayoverworking time. In particular,they
needprotectionfrom long hourswheretheydo not wish to work them.Rightsto workpart-time
(see,also,part C, below),to requestflexibility in workingtime, andrelatedmeasuresare
increasinglyadoptedin developedcountriesto facilitatework andfamily combination.Australia
lagsin this respectwith an extraordinarilyhighproportionof part-timejobs beingcasualisedand
insecureanda significantnumberof casualworkerslacking anyreal sayover theirworkinghours.
Overa quarterof Australianworkersarecasuallyemployed,mostof themwomenandmanyof
them carers.For employersandsomeworkerscasualemploymentprovidesadesirabledegreeof
flexibility in theworkplace.However,manyotherstakeon casualemploymentbecausemore
stableandrewardingjobs areunavailableandtheylackanyreal control over theirworking time
(Pococketal. 2004).Genuinelyflexible, family-friendly workplaceswould enableparentsto meet
theirbroadersocialresponsibilitieswithout sacrificingsecurity,incomeor conditions.

3. Leaveprovisions

A crucialcomponentof family-friendly workplacesmustbe aleaveregimethatdelivers
productive,safe,efficient andfair workplacesalongwith healthierindividuals,householdsand
communities.Internationalstudiesshowthatpaidmaternityleaveis associatedwith significant
falls in neonataldeathrate(Tanaka2005).Australia’spatchy‘system’of paidmaternityleaveis
inappropriatein a civilised country, almosta hundredyearsafter the ILO adopteda basic
standardof leavefor workingmotherswhentheyhavea baby.

With governmentassistance,paidmaternityleaveshouldbemadeavailableto all mothersand
paternityandparentalleaveentitlementsshouldalsobe increased.Thesechangeswould
acknowledgethe caringresponsibilitiesof workers,as wouldthe establishmentandexpansionof
portableleavebanksconsistingof long serviceleave,sick leave,annualleaveandfamily leave.
Thesepoolsof leaveshouldbe accessibleatworkersdiscretionandallow themto achievea
betterwork-life balance.

Improvementsinpaidparental,paternityandmaternity leaveinAustraliaare essentialto support
workingcarers.Australia’swork andcare supports,in termsofpaidleave, remainat thebottomendof
internationalstandardsacrossthe developedworld in this respect.

4. Quality Care Services
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It is alsoimportantto improvecareservicesandensurethattheyarewidelyavailable,affordable
andoffer high quality care.

Thereis anurgentneedto expandandimprovetheprovisionof childcarefor working Australian
families. This includesthe expansionandimprovementof affordablepreschooleducation,formal
childcarefor 0-4 yearolds andout of schoolcareservicesfor schoolagedchildren.The
internationalevidencein supportof quality earlychildhoodeducationandcareis strongand
incontrovertible(seefor example,McCain andMustard2002andShonkoffandPhillips 2000).

In lzghtofthis it is our view thatit is timefora nationalreviewofear/y childhoodeducationandcare in
Australia,with a view topladngtheprovision,fundingandarticulationofsuch care on a stron& national
basis,ensuringaccessiblequality careforallAustralians. Weurge theInquiry to supportsucha
nationalreview.

Workerswith responsibilityfor the aged,ill anddisabledalsorequireexpandedsupportservices,
particularlyrespitecare.A critical issuein theprovisionof high quality caringservicesis theneed
for improvedremunerationandclearcareerstructuresfor thosewhoprovidecare. Other
importantelementsof an adequatework/careregimethatwouldassistparentswho sowished,to
return to paidwork aredetailedin Table1. The establishmentof appropriateandhigh quality
caring servicesthat areaffordableandaccessibleto all Australian’swith caringresponsibilitiesis
urgentandcritical for families needingto improvetheir work andfamily regime.

Conclusion

Australiansocietycanno longerafford to forceparentsto artificially separatetheirworkingand
non-workinglives from eachother.This imposesunacceptablecostson children,mothersand
fathers.It increasinglyaffectsthe labourmarket,workplaceproductivityandnationalgrowth
rates.

Theinternationalevidenceaboutpublicpolicy settingsthatassistemployees,householdsand
employersto achievework family balanceis clear.The Australiansituation,however,remains
unevenandpatchyin its outcomesfor families. The casefor actionis convincing,andthereis a
compellingcasefor governmentleadershipin this importantareaof publicpolicy. Thereis a
particularlypressingandstrongcasefor a nationalreviewof childcarearrangementsin Australia,
with a view to establishinganationalquality systemof carefor childrenunderfive yearsold.

A betterwork andfamily regimewhichincludesflexibility in theworkplace,workplacesecurity
andsecureminimumincomes,betterleaveprovisionsandaccessto affordablequalitychildcareis
essentialandachievable.
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Table 1 Key Measuresfor animprovedwork andfamily regimein Australia

(from Pocock(2003)The WorklLife Collision,pp.253-257)

Key Measuresfor a
new Australian
Work! Care
Regime

• Nature of Specific Changes • Benefits

Hours of Paid
Work

• Reduceordinaryhoursof full-time workingweek
• Capovertime
• Phaseout unpaidovertime

• Give greaterrights to workersto avoidcarer-
unfriendlyworkinghours
• Increasewagesof low paidwhouseovertimeto
earnliving wage
• Increasecompliancemachineryto ensure
regulationsareimplemented
• Increasemeansof reducinghours throughleave
banks,48/52or relatedschemes
• Measuresto modify prevailing ‘long hours’
culturesthroughmanagementinitiativesand
modelling

Moreproductiveandhealthierworkpla
andworkers
Hoursthatsupportworker/carers,rath

thanmaketheir juggle moredifficultBetterwelfare formothers,fathers,chil
andotherdependents
Healthiercommunitiesandstronger
communities,underwritinggreatersoci~
capital
Betterhealthoutcomes
Moreintensivefathering,lessintensive
mothering
Increasedequalitybetweenwomenand
Redistributionof work from over-work
under-employedandunemployed

Part-time Work
• Increasethe status,securityandconditionsof part-
time work by nationalandstatelegislativechange,

awardamendmentandenterpriseinitiatives

• Givecasualemployeesrights to convertto
permanentwork aftersix monthsemployment
• Establishrights to part-timework for all
employees,with rights of reversalto full-time

• Confinecasualemploymentto the genuinelycasual
• Fully compensatefor casual’slostbenefitsby
increasingcasualloading

• Eliminateanydifferencesin conditionsbetween
full-timers andpart-timersthatcreatean employer
incentiveto casualise(egweakrights to unfair
dismissal,redundancy,consultation,representation)

• Strengthenandenforceanti-discrimination
measuresto preventdirector indirectdiscrimination
betweenclassesof employeesbasedon hoursof work
alone
• Createportablerightsfor shortertermworkersto
carryforward entitlementsincludingleave

• Modifying objectsof workplacerelationslaw to
makesecure,qualitypart-timework anobjectof the
industrialsystem

• Strengtheninstitutionsthat facilitate ‘integrative
transitions’betweencare/full-time/part-timework (eg
labourexchanges,groupemploymentschemes)

• Adoptionprotocolsanddirectivesfor qualitypart-
timework

Greaterpermanencyandbetterconditit
for part-timework

Less discriminationagainstpart-timers

Morestability for householdsand
individuals dependenton part-timewor
Retentionanddevelopmentof part-tim
skilledemployees
Greaterproductivityin workplaces
Greatergenderpayequity

ii
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• Reinstateaccessto holidayandsickleavefor all
workerswho are notgenuinelycasual(andwho
shouldbe fully compensatedfor their loss)

• Improveaccessto longserviceleaveandbuild
uponthis schemeto createportableleavebanks
• Implementthreemonthspaidmaternityleavefor
all workingmothersat closeto ordinaryearnings
• Phasein paidparentalleavefor oneyear to be
sharedby parents

• Implementpaidpaternityleaveof two weeks

• Implementtwo weeksof paidemergencyfamily
leaveto carefor sick dependentsandhouseholdcare
emergencies

• Provideextendedunpaidleave for workerswhere
theyretainjob securityandtenurewhile undertaking
non-workactivity

• Give greaterflexibility in leavetaking through
awardandenterpriseagreements

• Establishgeneralleavebanksto facilitate the
accumulationof leaveto meetvarietyof needs

• Extensionof quality, affordableuniversal
childcarewithin reasonabledistanceof childrenof all
workingAustralians
• Extendoutof schoolhourscareto all potential
users
• Improvedrespiteandotherforms of public care
to supportfull-time carers

• Implementaccessto free,government-funded
pre-schooleducation/carefor all threeandfouryears
olds in Australia,integratedwith (ie co-locatedand
end-on-to)childcare

• Integratedstate/federalsystemof pre-
school/childcareeducationcarefor 3-4 year olds

• Higherpay for thosewho providepublic care

• Strongregulationof formalcare,with effective
enforcementandsupportfor providers

• Betterpublic fundinaof formal care
• Provisionof moreflexible workinghoursat
workers’discretion,subjectto negotiation

• Tax andothersupportsfor carer-friendly
initiatives by employers

• Provisionof newleaveto carefor sick
dependentsandemergencies

• Supervisorandmanagementtrainingabout
work/carecombination

• Initiatives to reducelonghoursandbreaklong
hourscultures,includingthroughmanagement
example
• Implementationof part-timework arrangements
with both formal andsubstantiveequalitybetween
full-timers andpart-timers

• De-casualisationof part-timework

Greaterproductivityin workplaces
Retentionanddevelopmentof
skilled employees
Betterwelfarefor mothers,fathers,
childrenandotherdependents
Healthiercommunitiesandstronger
communities,underwritinggreater
socialcapital
More fatherinvolvementin careof
dependents,moreequity for
mothersandfemalecarers

• Real choicefor parentsbetween
work/careandhome/care
combinations

• Reducedchildcareimpostson
parentswhich createdisincentiveto
work

• Saferchildrenanddependents
with bettereducationalandcare
outcomes
• Lessparentalworry

• Fewerinstitutionaltransitions
for childrenbetweenformsof care

• Moreadministrativeefficiency

• Greatergenderpayequity

• Moreproductiveworkplaces
• Retentionof skilled and
experiencedemployees

• Betterreproductionofnext
generationof workers
• Betterworkplacerelationsand
environments

• Fairerworkplaces

Leave

Care

Workplaces

r
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• Financialsupportfor full-time carersthrough
paymentdirectly to carers,especiallywhencaringis
mostintensiveQe higherpaymentsto carersof
children 0-3 years).Paymentscanbe usedas carerssee
fit (egas paymentwhile caringat home,or for public
carefees)

• Morechoicefor parents
betweenwork/careandhome/care
combinations

• More financialsupportfor
carers

• Betteropportunitiesforparents
to providecare
• Moresupportfor informal
carers

• Greatercapacityfor
volunteeringandformal and
informal communityactivity

Domestic Work
and Unpaid Care

• Men do moreunpaidcarework
• Men do morehousework
• Womenlowerstandards,exerciseless control,

anddo less careandunpaiddomesticwork

• Children trained,especiallyboys,to do domestic
andcarework

• Betterprovisionof householdsupportandcare
services

• Fewerdivorces
• Less maritaldischord
• Fairersharingbetweenwomen

andmen

• A moreequalworkplaceplaying
field for women

• Strongerrelationshipsbetween
menanddependents

Cultures of
Motherhood
Fatherhood and
TheValue of Care

• Highervalueplacedon care,carersand
dependentsacrosssociety
• Liberationof women from culturesof ‘intensive’
mothering,andgreatersharingof carewith men
• Greatervaluation,andexpectation,of menas

carers
• Greaterpublicbenefits,includingpayments,to
full-time carers
• Higherpayto workersin caringoccupationsand
to caringinstitutions

• Lessguilt for womenandmothers
• Fairermeasuresof guilt between
the sexes
• More sex
• Higherpayfor feminised

occupationsandindustries(where
mostpublic careis done)
• Moremenmodelingcareto their

children

Payments
Families

to

F
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