Unions NSW Women’s Committee —Insecure Work Inquiry

Unions

v

Insecure Work Inquiry

Submission by Unions NSW Women’s Committee
12 January 2012

Unions NSW

Trades Hall Building

Level 3, 4 Goulburn Street
Sydney NSW 2000

T: 02 9881 5999

F: 02 9261 3505



Unions NSW Women’s Committee —Insecure Work Inquiry

Introduction

1. Unions NSW and the Unions NSW Women's Committee welcome the opportunity

to make a submission to the Insecure Work Inquiry.

2. Unions NSW is the peak body for trade unions and union members in NSW. It
has over 75 affiliated unions and trades and labour councils representing
approximately 550 000 workers across NSW.

3. In NSW there are over 260 000 women union members, making up 47.5% of all

union members in the state.

4. Our union affiliates cover the spectrum of the workforce, stretching from workers
in finance to footwear and construction to communications. Unions NSW is the

largest member based organisation for workers in NSW.

5. The Unions NSW Women’s Committee is a working committee comprised of
female union representatives from Unions NSW affiliates. The committee meets
monthly to discuss issues that face women in the workplace and to develop

actions and campaigns to address these.

6. In preparing this submission, Unions NSW consulted with our affiliated unions,
held “Secure work” roundtables in Sydney and the Central Coast and received
over 30 emails from women sharing their experiences of insecure work in relation
to themselves or their families. These experiences of insecure work have been
referred to throughout the submission and a de-identified summary of these

stories are also attached.

7. The Unions NSW Women’s Committee submission supports the content and
solutions offered by the Unions NSW submission to the Secure Work Inquiry.
This submission will echo these arguments, whilst also focussing on the unique

problems faced by women when employed insecurely.
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Women and Insecure Work

8. The Unions NSW submission identifies the negative impacts that insecure work
has on workers in NSW. The Women’s Committee submission supports these

concerns.

9. In NSW, women make up about 45% of the population who are engaged in work
(ABS 2011). From this, almost a quarter (24%) of female employees are engaged

in insecure employment, compared to about 17% of men.

10. In this submission, the Unions NSW Women’'s Committee has focussed on

insecure work in relation to: casual work, labour hire and fixed term contracting.

11.Concerns around insecure work are centred around the lack of employment

rights and entittements afforded to insecure employees, namely:
11.1. Reduced unfair dismissal rights;
11.2. Lack of predictable hours and incomes;

11.3. Needing to be constantly available for work which impacts on work/life

balance;

11.4. No paid leave, causing casuals to work when sick, never taking breaks, or

not being able to care for children or other family members;
11.5. Limited representation rights;
11.6. Limited access to skills and career development;
11.7. Diminished occupational health and safety;
11.8. Low morale;
11.9. Low pay;,

12.There is a large proportion of women in NSW and Australia who are engaged in
insecure work, insecure work is also more prevalent amongst women than their

male counterparts.
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13.It is important for the inquiry to consider the interaction between insecure
employment and gender. How does gender affect whether or not an employee is

able to find secure work and how does insecure work affect women?

14.This submission will look at reasons for and problems association with women'’s
over representation in insecure work. The submission however will focus on the
negative effects that insecure work has on women'’s lives, particularly their caring

responsibilities, and how these problems can be addressed.

15.The Women’s Committee acknowledges the significant proportion of women
engaged in the workforce as well as the significant number of these women who
are ina primary carer’s role. The role that women play as primary carers and its
relationship with insecure is a key focus of the Women’ Committee’s submission.
Whilst we acknowledge that recent times have seen a shift towards shared caring
responsibilities between parents, the truth remains that women continue to
perform a significantly higher proportion of caring and household responsibilities

within the family unit.

The over representation of women in insecure forms of work

16.Women are over-represented ininsecure work, particularly casual and short term

contract work.
17.Two contributing factors to this are:

17.1. The concentration of insecure forms of employment in female dominated

industries — particularly the service industry;

17.2. Women engaging in insecure forms of employment in an (often

unsuccessful) quest to gain flexibility around their work arrangements

18.Research has found that women often seek casual employment as a way to
balance work commitments and caring responsibilities. It has been argued that
casual work provides increased flexibility around working hours which is
important for women with caring responsibilities in order to allow for time off in

school holidays, or caring commitments. Despite this argument, itis more often
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the case that the ‘flexibility’ that is provided by casual work, is flexibility for the
employer, and provides little control over working hours for the casual employee.
Research has found that casual employment has no real positive effects on
primary carers’ ability to balance their work and caring responsibilities.

19.Women are also over-represented in part-time work, inresponse to balancing
their caring responsibilities with paid work. Whilst part-time work offers access to
paid leave, many women find it difficult to secure permanent part-time work,
instead working on short-term contracts. Research has shown that part-time work
does have positive effects on an employee’s ability to balance their caring
responsibilities with work. However, short term contracts also have significant
negative effects on employees and their families.

The effects of casual employment on women

20.Not only does women’s engagement in casual employment not provide for their
greater needs of flexibility, it also greatly reduces their workplace conditions and

interferes with their lives and their family’'s lives in a number of ways.

21.The unpredictable nature of casual work means that in most cases casual
employees are given very little notice of when they will be working. Notification of
shifts can be anywhere between a few days to an hour (Story 7, 8). This makes
arrangements for child care at the last minute extremely difficult, whilst also

potentially eating into personal time and commitments.

22.The issue of child care becomes a greater issue for casual employees who work
outside of the traditional 9-5 hours. The lack of appropriate child care facilities
that are open ‘after-hours’, creates a significant problem for casual employees
who need to seek child care at the last minute due to unpredictable work
commitments. With the rise on non-traditional working hours, it is important not
just for casual workers, but all workers and carers in Australia to have equal

access to formal child care facilities.

23.Casual employees often find it difficult to turn down shifts that they are offered in

fear that it gives the impression they ‘aren’t reliable’ or ‘don’t want the shifts’ and



Unions NSW Women’s Committee —Insecure Work Inquiry

that they will not be offered shift inthe future. This emphasises the one-sided
nature of the flexibility that is offered by casual work. Such reluctance to turn
down shifts can place significant strain on women who may need to arrange for
child care or who may have to cancel personal plans they have made with their
‘time off (Story 7)

24. Casual employment does not provide for any paid leave entitlements. Any leave
that a casual employee needs to take is unpaid. Not only is there a financial
detriment to taking leave, many casual (as referred to above) want to give the
impression that they are ‘reliable’ as to ensure they continue to receive shifts and
are therefore reluctant to take leave. This means that many casual workers do
not take holidays, go to work when they are sick, and need to arrange for other

people to care for their family members should they fall sick. (Story 1, 9)

25.Casual work is often argued to be attractive to mothers and women, as it allows
for flexible work practices that accommodate caring responsibilities. There is no
evidence to prove this is the case. However, even if such flexibility can be
achieved, employees should not have to pay the cost of reduced work
entitements and rights in return for flexibility to allow for their caring and personal

responsibilities
The effects of short-term contracts on women

26.Although short term contracts offer access to paid leave, they do not offer any
security of employment.

27.The lack of security offered by short-term contracts creates problems around the
taking of leave, particularly carers leave. The need to take carers leave is often
not foreseeable or avoidable. Employees on short term contracts have expressed
that they are often nervous to take this leave, in fear that it will reflect badly and
will be a disincentive to have their contract renewed. Short term contracts create

an environment where taking leave is something that is feared. (Story 7,12, 13)

28. The uncertainty of short-term contracts creates concern for employees over

financial security, leading them to limit any financial commitments, with many
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short-term employees feeling uncomfortable owning a mobile phone in fear they

will not be able to afford their phone bill. (Story 13)

29.Some contract employees find that their contract's do not cover certain sections
of the year when they are not required, effectively turning them into ‘seasonal
workers’. Whilst the nature of their employment may entitle these employees to
paid leave, in some cases this leave is not enough to cover long non-work
periods (for example: school holidays). Thus leaving these employees without an

income over significant periods of time. (Story 18)

The broader effects of all insecure work

30.Paid parental leave

30.1. The Women’'s Committee proudly acknowledges the paid parental
scheme that has been operational in Australia since January 1, last year.
The union movement and Women’s Committee welcomed the universal
nature of the scheme that provided access to paid parental leave to

permanent, casual and labour hire employees.

30.2. However, the current ‘parental leave work test’ has the potential to make
short-term contract and seasonal employees ineligible for paid parental
leave. The ‘work test’ requires that the primary carer of the new child
worked for at least 330 hours in the 10 month period before the birth with
no more than an eight week gap between two consecutive working days.
Such requirements mean that time taken off between the renewal of a
short term contract may mean that an employee cannot meet these

requirements.

30.3. Forexample: an educator employed on short-term contracts who is not
required over non-teaching periods, may have their contract expire and
renewed at the other side of the teaching break. Such an arrangement

could leave the educator ineligible for paid parental leave. (Story 18)
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Unions NSW submits that the ‘parental leave work test’ be expanded to
allow for people working on short-term contracts and in seasonal

employment to still be eligible to access paid parental leave

31.Reduced retirement savings

31.1.

31.2.

31.3.

31.4.

31.5.

Solutions

At present, the retirement savings of women are significantly lower than
those of men. This is proving, and will continue to prove to be a significant
problem for women in retirement, with many women not being able to
support themselves in retirement and spending their final years living in
poverty.

There are a number of reasons for the discrepancies in retirement savings
between men and women. The breaks in employment that many women
have when they have children significantly affects their superannuation,
as does the fact that there is a 17% gender pay gap in Australia that

favours men.

The lower retirement savings of women can also be contributed to the
current superannuation guarantee threshold, which only entitles
employees to employer superannuation contributions if they earn over
$450 a month. This threshold disadvantages low earning employees,

many of whom are women and employed casually (Story 21)

The Women’s Committee submits that the $450 superannuation threshold
be removed and all employees be entitled to receive employer

superannuation contributions for the hours they work.

The Women’s Committee supports the increasing of the superannuation

guarantee to 12%

32.Strengthening the right to request



32.1.

32.2.

32.3.

32.4.

32.5.

32.6.

32.7.
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The Unions NSW Women’s Committee does not support the claim that
casual work provides flexibility for women employees who have caring

responsibilities.

Casual work should not be the only means by which a woman with caring
responsibilities can access work that is able to accommodate her caring

responsibilities

The Women’s Committee acknowledges the inclusion of the right to
request flexible working arrangements in the Ten National Employment
Standards. This right allows for parents or carers of children under school
age or of a child under 18 with a disability to request a change in working

arrangements to assist with the child’s care.

The right to request applies to both permanent and casual employees,
however the request can only be made after 12 months of service. In
order for a casual to make a request they must be a long term casual and

have an expectation of ongoing work

The Unions NSW Women’'s Committee submits that this entitlement
should be expanded to all casual employees. Casual employees tend to
have little control over the hours and times that they work, access to a
right to request would assist casual employees in gaining control over the
hours they work and allow for greater cohesion between their caring and

working responsibilities

An employee must make their request for flexible working hours in writing
and their employer must respond within 28 days. If the employer rejects
the request for flexible working arrangements, they are not required to

offer any justification for their refusal

The Unions NSW Women’'s Committee submits that the right to request
flexible working arrangements should be strengthened. Employees should
have increased rights to move between different forms of employment or

change their working hours. This could be modelled on the Netherlands
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legislation that gives employees (in workplaces of more than 10
employees) the right to reduce or increase their working hours, with
employers able to deny employee requests for such changes only on the
grounds of specific conflicting business interests. Such a system needs to
protect employees against employer demands for undertaking undesirable
variation and also enhance worker choices for more variation to suit their

needs.

The strengthening of the right to request flexible working hours will
provide women with genuinely flexible work arrangements that can
accommodate their caring responsibilities, as opposed to the one sided

flexibility that is offered by casual work.

33.Portable long service

33.1.

33.2.

33.3.

33.4.

Long service leave is an entittement received by permanent employees
that have been employed by the same employer for a qualifying period. It
is a reward for continuity of service and itis meant to provide a respite

from continuous employment.

Today, the Australian workforce is less likely to remain in the same
employment, occupation or industry for a long enough period of time to

accrue long service leave.

Currently a number of non-standard workers are being afforded various

arrangements.

Under these schemes all workers — irrespective of whether they are
employees or contractors, permanents or casual — accrue long service
entittements on the basis of the hours worked inthe industry. In the
construction industry a levy is paid by the head contractor developer of a
site into a trust fund managed by a tripartite board. The schemes have
statutory underpinnings and are audited by State governments. On
completion of 10 years’ service, construction workers can take their long

service leave, even though they may have worked for a variety of

10
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employers, in a variety of different roles, on a variety of sites. This is

referred to as a portable long service leave scheme

33.5. The Unions NSW Women’s Committee submits that a portable long
service scheme should be introduced for all workers.

33.6. Such a scheme would:

33.6.1. Remove discrimination against those in less secure forms of

employment;

33.6.2.  Create less bias against women workers who are more heavily
represented in small business and who have a higher level of

labour mobility in order to progress;

33.6.3.  Acknowledge continued engagement in the paid workforce, and

provide long term workers with respite from paid employment.

33.7. A portable long service leave scheme would minimise the effects that
casual and short term-employment has on women workers, providing the
opportunity for a form of paid leave and respite from the workplace that

they would not otherwise have access to.

34.As referred to in the Unions NSW submission, the Unions NSW Women'’s

Committee also supports the implementation of:

34.1. Restrictions on the use of casuals and casual conversion clauses
34.2. Restrictions on the use of fixed term contracts

34.3. Restrictions on the use of labour hire

Conclusion

35.The Unions NSW Women’s Committee submission outlines the significant effects
that insecure work has on employees and their families, particularly looking at its

interruption of work/life balance.

11
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36.This is a theme also evident within the Unions NSW submission. We
acknowledged that the affects that insecure work has on work/life balance is an
issue faced by both men and women. However, the Women's Committee

submission seeks to bring particular attention to the fact that:
36.1. Women make up a significant proportion of the insecure workforce;

36.2. Women tend to have greater household and caring responsibilities that

tend to negatively interact with insecure employment

12
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Stories of women’s experiences of insecure work to Unions NSW

Story 1: 40 year old, working as a casual teacher to overseas students for five years

| teach English to overseas students. | have beenin this position forfive years. 1 have been
employed as acasual the whole time although the work has been constant. In my school, all English
Language Intensive Courses for Overseas Students (ELICOS) teaching positions are casual.

Duringthe time that my workplace closes over Christmas | will have noincome. Of course thereis
no sick pay or holiday pay so | only take time off for illness if | can’t get out of bed and | can't afford
to take time off.

Ifl leave inanefforttoget somethingbetterinthisindustry, | will atleastatfirst, be looking at
another casual position which may or may not turn out to provide an ongoingincome. learn more
than half myfamily'sincome soI'mriskingalotto change jobs. | have a disability which really limits
my optionsinregard to findinganotherjobinthis oranotherindustry.

Story 2: Teachers’ Aide Special, employed at one school since 1999

| am a Teachers' Aide Special and have been untilrecently inthe one school since 1999. During that
time, itwas a guessinggame whetherlwork next week, month oryear, all depending on funding.

Justovertwo years ago the school lost one of our major students (one with asignificantamount of
funding) and I lost my job.

| had to seek work out of the field | had grown to love. After findinganotherjob, | later discovered
there was enough funding butanother Aide was employed. Itis difficult for the students whenthey
have inconsistency with theiraides.

Thisis an occupationthat doesn't have too many permanent positions. | believe permanency should
be extended to aides who have worked a particular consistent number of years. | would love to have
a secure positionandto get back into this work again. Students with needs will always be in
mainstream schools and aides will always be required but we are treated poorly forsuch an
importantroleinanyschool.

Story 3: Part-time worker, missing out on career opportunities

| feelthatmyjob isinsecure because | have had recently 2 children and now work part-time. lused
to work full time and since having children | have found discrimination in the workplace inrelation to
higherdutiesand job promotions. These positions have gone to malesand usually to those with less
experience then me.

| am worried | may be targeted forredundancy because | work 3 days per week. My employersays it
iscommitted to providing work/life balancebutif you take up these opportunities there are also

opportunities to be discriminated againstin otherareas.

13
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Story 4: Nurse chooses to go casual

| was working as a permanent nurse ina Sydney publichospital. | would get allocated all sorts of
different shifts at all different times of the day. | was really difficult to cope with and | was not
happy.| wastold as a permanent|could notget a regular shift pattern during the day-time. |
therefore quitand went casual. | can pick and choose the shifts | want and | am much happier. | plan
to have a family soon and think being a casual will suit me better with children as well.

Story 5 Part-time TAFE teachers get fewerhours

My friends are both part-time long-term TAFE NSW teachers who were given fewer hours of work
thisyear. Nextyear, theirhours will be reduced even further.

With only two weeks’ notice, one was told to finish his class off early, even before the students had
completedtheirlast project which was assessable. The students and teacher were devastated. My
teacherfriend alsolost his expectedincome, critical when the long vacation weeks are without pay.

These are good, experienced and loyal teachers. They deserve secure employment and holiday pay.
With the abrupt move of permanent TAFE teachers to the Fair Work Australia minimum conditions
nextyear, this attitude will spread to the essential core of full-time teachers, who keep the system
going. We expectto be exploited by this vulnerability. We demand security of conditionsand a
change of attitude to valuing education and teachers’ role in the ove rall development of this
country.

Story 6: Casual TAFE teacher and part-time school teacher would love permanency

My husbandisateacherand is on casual pay for 2 days perweekinschool termtimes. He only gets
paidfor face to face hours and in his contract it says that if they are dissatisfied with his work that he
can be dismissed at the end of the working day with that much notice.

| am a full time mum and we have a large family so thisis somethingthat| am concerned about.

Anotherreasonthatitisa worryisthatit means myhusband doesn'tgeta break - his other3 days
of employmentare inaschool so he should have school holidays and for his health should have at
least some break but he can't restin the holidays at all because he hasto work (as a tradesman) to
try to coverour budget forthose casual days until work starts again in 2012.

TAFE are paying him at a fairrate but even though he gets paid for8 hours a day face to face work
they say that each day covers prep and markingas well as holidays and sickness. Thisreallyis
incredibly hard to manage.

Beingcasual too means heisless preparedtoraise any issuesif he feelsthere isaproblemat work.
Once he was only paid half his normal wage but chose notto queryit too hard in case he would be
sacked. There have beeninstances when he has felt unwelland attended work when he really
should have rested. Indoing so he may have risked infecting others. He tries to work through the

14
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casual days when he issick, and then take a sick day if he isstill unwell on one of his permanent
part-time days. That way, his pay won’t be reduced.

I'd much rathera lowerrate per week and continual pay throughout the yearratherthan a higher
rate and then nothingin holiday times (whenyoutend toneed money more - e.g Christmas and
othercelebrations, holiday breaks, special events).’d also like to see it be compulsory for peopleto
be made permanent parttime after a certain period of satisfactory work at a workplace.

The whole situation causes stressin the whole family as the kids and | would love my husband to be
around more inthe holidays and | would love not to have to stress aboutthe budget.

Story 7: Secondary teacher, single parent, seeks permanency

| am a secondary teacherand have been employed for6yearson only temporary contacts or a
casual basis. | have usually had full time work in this capacity. | have worked in primary schools, high
schools and special education.

| have said yesto anything that comes my way often out of fearthat | would nolonger be offered
work. In sayingyes | have agreed to work more hours than my peers, do more marking than my
peers, | have often been out of my depth withoutadequate supportortraining. | have missed outon
professionaldevelopmentas|am not permanentand have had to fight to be put on contracts when
employed full-time as a casual for more thana term.

| am a single parentwho has neverbeenable to earnthe equivalent of afirstyearteacher. | have
frettedthatif | should say no to work | would nolonger get work. | feel that they use thisanxiety and
insecurity togeta pound of flesh out of you that you would never get out of permanent staff who
have tenure and security.

Pickingup permanentwork (in alot of cases) involveslocatingto an area where permanentwork s
available. Thisis often difficult forwomen and families with children and caring responsibilities, as
theyare notable to up-roottheirlives.

The teachingaward has a conversion from casual to short-term contract. This neveroccurs
automatically and I have to chase it up. Many otherteachers do not know that this entitlement
exists. Once converted to ashort-term contract teachers are entitled to sick leave and holiday pay
duringschool holidays. Whetherteachers doreceive payments on school holidays, is how ever
contingenton whenthey were signed over to the short-term contract. There isalso no formalized
link between ashortterm contract and a permanentrole. | know a teacherwho has been employed
casual for 7 years.

| fearif| push too hard for the casual conversion, it will lead them to call someone else.

Short term contracts are also difficultin terms of planning and not knowingif you are going to get
re-employed.

| have difficulty in gettingloans. I don't believe | will own ahouse. | get stressed and feel frustrated

that | do not have control over my employment. | feel used by my professional peersand|am not
surprised that many teachers leave the profession out of sheer frustration. | know lam not uniquein

15
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my experience as most of my friends and peerswho | work with are not permane nt staff.

| struggle financially over holiday periods. | save my tax return cheque forthe Christmas holiday
period and use it as a form of holiday pay.

There are also significant problems with the interaction between welfare/Centrelink payments and
income for casual work. The Family Tax Benefit and child care rebates require an estimation of yearly
income. Thisisvery hard for me to determine, and often leads to underpayment or overpayment of
Centrelink payments.

My daughterhas not had a permanent teacherteach herforfouryears.

Theissue has created tensionin workplaces where permanent staff and casual staff aren’t entitled
to the same. The casuals spend alot of time complaining about permanent staff.

You don’tfeel comfortablereporting safetyissuesinthe school —as not to be seenasa trouble
maker. Why would the school invite atrouble makerback?

| have difficulty accessing training and development. Thisis because trainingand developmentis
generally delivered at the school level, particularin staff development days which only permanent or
contract staff are invited to. There is a need forteachersto keep up with trainingto maintain their
accreditation. Thisis extended from 5to 7 years for casual teachers, butit doesn’t make itany easier
to access the appropriate training.

As a casual teacheryou receive acall at 6.30am if thereisa casual teaching position available forthe
day. This places stress on getting your child up and ready for school before you can go to workand
puttingthemin before-school care. If acall forwork doesn’t come until 7.30 or afterthan I’'m not
able to acceptas this isn’t enough time to get my daughterto care and myself ready for work. But
thereisalsothe feeling of needingto say yesto shiftsinfearthat they won’t be offered again.

A lot of school principals are already deciding who they employ by not filling permanent positions.
I am a good workerwho s keen, enthusiasticand flexible however my resume shows someone who

has notbeen able to hold a secure job. | don’t know what the solutionisforme. | am consideringre -
training.

Story 8: 3 year casual employee, mushroom picking

Until recently | worked casually as a mushroom picker for 3 years. There were approximately forty
employees at my company and most complained of the inconsistency of work. Most of the
employees were seeking permanent employment but this was not offered toanyone. Some weeks
the employees worked six days aweek forthree hours a day. The following week they might work
six days a week and up to seven hours a day for less than $500 gross salary.

There was neverenough money tosurvive. Planning any personal activities was also not possible
because you did not know what shifts you would have. You were always told by the company that
they would have work but very rarely knew how long the shifts would be until the day before oron
the day.

16
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My biggest concern was the inconsistency in the hours.

While | worked at the company | had no personal life and found it extremely difficult to plan for
anything as | never knew how much income | would be receiving that week.

| left the job because of the lack of security to pursue other employment. In my new positionin
administration, | am employed for 50 hours per fortnight. While | am still employed as a casual, |
know what my hours will be and | work four days a week either9-5 or 9-6. My concern is that I still
have no access to entitlements such as sick leave or superannuation but feel thatlam now ina
better position to ask for those entitlements in the future.

| recently completed athree month trial and while my hourly rate islower, | earn more money than
| did previously in the mushroom picking position.

Story 9: 20 year casuals - living like uni students and approaching middle age

| work as a manager for a large council.

All my staff are casuals. Some have been casual for 20 years. These staff membersdo not

have mortgages, do not have credit cards, they live in share households like students (they are 40
yearsold), mostly not married, mostly nokids.

They sufferuntold stress and are ridiculously poor as they have limited work. They don't take sick
days because they can’t pay rent, they don’t take time off to care for aging parents because they
can’t pay rent, they don’t take time off to mend a broken heart because they can’t pay rent nor do
theyevergeta properholiday.

You can only imagine the quality of work | get out of these otherwise capableintelligent workers.
They sufferfrom non -organic mental illness from a sense of feelingworthless. |am the bossand |

can see how very very unfairit isto have some people secure and some not, doing the same job.

Thereisalso a plethora of people doing afull time workloadin 25 hrs a week in this organisation.

Story 10: Privatisation worries

I've been with Sydney Ferries foralmost many decades. It has been a great place to work.

In the last 15 years, | have witnessed asteady decline of the company.

Now we are beingtransferredtoanew private company, | am still very unsettled about the future.
My thoughts are now in finishing my house in preparation for putting the house on th e market.
Sydney Ferriesisn’tinterestedinlongterm employees anymore. They want fresh youngblood & all

casual.l don't believe  have much of a future left with the Ferries. This has been my main job since
leaving school & | am very worried about my future.

17
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Story 11: Casual listfor 4 years

My daughterisa trained Teacherand has been onthe casual listforthe past 4 years. The only
positions, otherthan casual days here and there, that are offered are only temporaryandinisolated
places. The fact that the position on offeris onlytemporary andin an isolated situation
disadvantages heras she would have to relocate or pay double rentto retain her existing
accommodation while doing the temporary work, plus give up otherjobs that she may have that
helptosupplementherirregularincome. The longer this continues the more separated she becomes
fromthe profession.

Currentlysheisinarelationshipandtheyare tryingto buy a house but withoutaregularincomeitis
difficultto getfinance.

My daughterhastaken on otherjobs but finds that this prevents herfrom acceptingthe casual
teachingjobsthat are only available on short notice soit becomesa nowinsituation - eithershe
gives up the teachingthat she loves so that she can earna regularincome orshe risks earningno
income while she sits athome waiting fora call re casual teaching.

Eventuallyif she does not obtain enough casual work, she willhave to consider other career options
on a permanentbasis. This appears to be a waste of a trained professional. During her period at
university it was promised thatthere would be work available due to the "Baby Boomers" retiring
but this has provento be false.

Story 12: Casual jobsimpact on disabled worker
| am offering acouple of examples of things that have happened to my son.

My son has a disability but he is one of the lucky few who have been able to secure employment
albeit casual employment.

In September lastyear, aftergoing through all the necessary medical and drugtests he was offered a
position with acompany to workin the minesin WA on a fly in fly out basis. A written offer of
employment was sentto himand this was signed and returned and he was given a start date to fly
to Karratha.

On thisunderstanding he terminated the position he had been workingin on a casual basis for over
15 months so he could start work in Western Australia.

The airline tickets that were supposed to be attached to an email were not actually attached.
After many desperate calls to the company on a Saturday, at a time when the company was closed,
he was assured the tickets would be forwarded on the following Monday and that he would just

start a couple of days aftereveryone else.

When the tickets did not arrive again he was told that as he had not made it onto the plane with the
crew on the start date his serviceswere nolongerrequired.
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He approached his previous employerto see if he could return to work there and although this did
eventually happen he was left unemployed fora couple of months until a position became available
for himagain.

| cannot putinto words the impactthat this experience had on him but he was so depressed we
were concerned forhiswell being.

| have since heard that this happensto people all the time.

| appreciate that this was a casual position and that on this basis a position can be terminated atany
giventime. However, one wouldstill think that there should be recourse for peoplewho are given
written contracts that such contracts are worth more than the paperthat they are written on.

His current situationisthat he is working with a Civil Engineering company on a casual basis. He has
now worked for this company for the last 5 months approx and this will continue untilMarch/April
2012 whenthe projectthey are working on will be finished. At this pointin time they have offered

him work commencing elsewherewhenthe current projectisfinished.

My son loves his job and he loves working for this company. The problemis that whenitrainsthey
are notable to work so there have been some weeks where his take home payisverylow and only
slightly more than Centrelink benefits. Consequently, itisveryhardto get aheadfinancially.

The ideaof beingable tosave a depositto buy hisown home issomethingthatistherefore simply
not feasible while he remains as a casual employee.

| believethatthe increased casualisation of the workforce willhave an everincreasingimpact on the
Australian economy as a whole. People workingin casual jobs find it very difficult to secure
mortgages from banks to purchase theirown home as banks do not issue casual mortgages. |
purchased my firstunitwhen | was 19 and my firsthome at age 21 but more and more young people
are stayingat home with their parents until they are intheirlate 20s or even early 30s. This must be
having an impact on the construction and allied industries and there must be aflow on effect tothe
whole economy.

Australianeedstolook afterits youngworkers betterasitis through themthat the economy of this
country will grow.

Story 13: No permanent employmentuntil her 50s

I am now in a highly paid, permanent job, but this only happened 11years ago, when | was 54 years
old. Until then | struggled to get permanentemployment.

| work for a governmentdepartment. | have worked there for 15 years but have onlyhad a
permanentjobforthelast 11 years.

Priorto working at the department | worked ata university on research projects. The work was
offered onshortor longterm contracts varying from 3 monthsto 3 years. Although there were
entitlementsfor paid leave, the non-permanency of the work caused significant financial stress. |
never felt confident enough to purchase amobile phone orto geta creditcard. | found this situation
highly stressful.
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Work at the university was offered on ashort term contract basis because it was funded by
governmentgrants, and the length and permanency of the work was based purely on the money
supplied by these grants —eventhough | was always working on behalf of the University.

Althoughthere was an entitlementtoleave, | always felt nervous about taking any extended sick or
personal leave because of the impression thatit would give to my employer. | felt that | was
constantly on a performance review and that if | was not perceived asreliable, then it would limit my
chances of having my contract renewed, or picking up another contract.

| leftherwork at the University tojoin the publicsector. Thisresulted in a pay and position cut,
howeveritwas appealingto me as there was the prospect of more secure and permanentwork.

| am not the only person who has left working in research at universities to join the publicsector.
The funding model and the way that researchers are engaged on a non-permanent basis has led to
the loss of many talented researchers. These researchers, particularly scientists, move to the public
sectorinto more juniorjobs thatdo not necessarily utilise their skills or experience.

The insecurity of research based work in universities threatens the quality of research thatis
conducted by driving talented researchers out of research in the search for more stable
employment.

When | movedtothe publicsector|was still not offered apermanent position. Instead | was
employed on three monthly contracts where | needed toreapply for my job every three months.
While there was not the fear of ‘lack of funding’ thatthere was at the university, it was stressful for
me as | did not have guaranteed ongoing work.

In the publicsector| was unable to get permanent work, asthere was a staffing freeze, and if  was
employed on ‘rolling’ three monthly contracts | was not considered to be technically employed.

| was atemporary employee inthe publicsectorfor4 years. Again | had access to paid leave,
howeverin many ways temporary workers were treated like ‘second class citizens’ within the office.
Temporary workers were not permitted toapply forjobs that were internally advertised. This was
frustrating for me as it gave me no opportunity to pro-actively seek permanent or better
employment within the publicsector. Within the office there was also tension between permanent
and non-permanent staff members with many permanent staff members not seeingthemas ‘real’
employees, and ‘turning theirnoses up’ at non-permanent staff.

| feltthat my history of ‘non-permanent’ work also put ablack mark against my name when | was
applyingforotherjobs, with prospective employers wanting to know why | was not able toget a
permanentjob. | believe that my non-permanent work history gave the impression that | was
unreliable.

Afterfouryears| was able tofind permanentwork within the publicsector, howeverthere are still a
numberof employeesinthe publicsector who are employed on shortterm contracts that are

continually renewed.

| would describe my experiences of working on short term contracts as livingina ‘hand to mouth
existence’
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| have two children. When | worked at both the university andin the publicsector | was their
primary carer. This interacted with the insecurity of my work

Because of my caringresponsibilities, | sought part-time employment. It was very difficult to find
permanent part-time work, with most part-time work being offered was on short term contracts. |
believes thatlwas employedininsecureemploymentforsuch a long period of time because | was
seeking part-timework.

Insecure employment alsointerfered with my caring responsibilities by limitingthe amount of time |
was able tospend caring for my children. One of my children had asevere medical condition which
required numerous hospital and specialist visits as well as time off from school. While | had access to
leave tocare for my child, | feltl was unable to take thisleave, asit may have giventhe impression
that | was unreliable, and threaten my chances of having my short-term contract renewed.

Story 14: Grant funded position not renewed due to “excessive” leave

| worked parttime as a specialistteacherforfouryearsina non-government school on programs
funded eachyearby grants. | was happy with the arrangement because of family commitments and
had a reasonable expectation that | would continue in 2012 as the fundingis still available and my
skillsare needed. However, late in 2011 | was told that | would not be renewed because | had taken
"excessiveleave"in 2011 to care for an ill child.

Story 15: Budget cuts cause feelings of insecurity

| have worked with NSW police (unsworn) since 1986. | love myjoband have become
institutionalised in regards to my qualifications.

We have had several restructures and always the talk (now more than ever)isto cut publicservice
staff numbers because of budgetary restraints.

I am 50 yearsold and know that | am not competitive with outsidersif lwasto lose myjoband have
to find another. | cannot afford not to work.

Thisis a constant worry to me and my co-workers. The feeling of job insecurity never goes away as
do the rumours of "what’s next" to affect our jobs.

| find this fear (ongoingthreat) has a negative effect on morale and the work environmentin
general.

Story 16: Nearly 60 and worried about her future

| am a leadinghandinthe publicsector. | have beentold thatdue to a reform process there will not
be any more leading hands.

I am a nearly 60 year old woman. Where will | geta new job?

| am good leading hand. | don’t take time off.lam neverlate. | neverleave early.
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Soon | will be the only bread winnerin my house.

Thisis real worry.

Story 17: Casual conversionto permanent positions

My daughterworks at a Hospital where many of the employees are casual. My wife has been
working at the same hospital forover2 years as a casual.

Under the Health Award the Health Departmentis obliged to offer permanent work afteremployees
have worked more than 13 weeks. Thisis clearly stated in one of the sections of the Award but it
isn’thappening.

Story 18: Rolling contracts at TAFE

| have worked at TAFE since January 2008. | was temporarily employed originally for 1term, 17.5
hours/week. I then gained a35 hour/weektemp job ata different campus, this job was for 12
months. Afterthat, | was put on contracts of 1 termat a time, thenafew weeks ata time, always
ending before the school holidays. This kept going until June this year, where | was sentto a
differentlocation on acasual pay with permanent hours butlongtravel - each block ending before
the holidays started.

It took yearsto gain a home loan, but now we have one.

| am afraid of the Christmas holidays as they are more than a 2 week break without pay. How will we
survive 6 weeks with one lowincome? | have kept my retail job and work Sundays when | can. | will
alsobe tryingtowork duringthe holidays. I need abreak too. | have worked very hard to getthisjob
and don’twantto lose it.

Story 19: Victimisation of precarious employees

| would like to make a testimony of issues that | have experienced, and currently am experiencingin
the workplace. We have seen arise in unnecessary victimisation of employees in the workplace, at
local Governmentlevel.

We recently had a young female university graduate, working for Council, in the capacity of
administration worker. The female was also used as a Graphic Designer, outside herjob description.
She was employed by alocal labour hire agency. Our council likes to use as many people as possible
fromlabourhire agencies. Thisfemale had been on contract for overtwo years with Council,
performing more dutiesthan she was originally hired for. When afull time position came upin her
department, notonly did she notgetan interview forthe position, they got rid of her. The position
was given to a female who was friends with management and had less skills than the admin worker.
She was victimised when she complained.
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The labour hire agency would not discuss the issue with council about herallegations, for fear of not
getting any more contracts with Council.

| tried to provide support tothe contract workerand as a result|lost some casual shifts | was
working.

Another matterwith Council is aSupervisor offered agrade 14 position, and wasthen paidas a
grade 11 forthe next4 years. When he raised a grievance, they tried to get rid of him.

Story 20: Excessive working hours

For the past 1.5 years | have worked 60 plus hours a week consistently without overtime
compensation, low pay rates, been forced to endure hazardous work situations with dangerous
OH&S, endured mental, psychological and sexual harassmentand abuse, witnessed and was forced
to comply with unethical andillegal business practices, witnessed and experienced working
conditionsviolatinghumanrightsand thatis just the surface problems.lam now on sick leave, not
being paid and don’t know what my future holds.

Story 21: Bosses try to avoid paying super

| was a bus driverfor 16 years. | used tobe permanent. Now | work 2-3 jobs as a casual to make ends
meet. | can’t get more hours as employers wantto keep hourslow sothey don’t have to pay
superannuation. You alsotendto lose yourjob once you hit nine years so the employer doesn’t have
to pay longservice leave. | wantto work for another 20 years but I’'m worried.

Story 23: Volunteer, sees workers needing to access support services

From 2002 to 20010 | volunteered ata Day Centre inregional New South Wales where our primary
role wasto prepare and serve lunch forthe homeless.

Duringthistime | observed an evergrowing needforthe service, withthe numbers of people
needinglunch swelling with the increase of people who were unemployed. Then later, | observed
anothergrowthin numbers due to the large number of people who were working but could not
afford to feed themselves and theirfamilies.

What was heartbreaking was the endless stream of people experiencing the cycle of:
Unemployment; to no money; to homelessness; to poor health; to poordental health; to poor
mental health; to unemployment; to no money; to homelessness...

Anotherissue was the lack of living skills across the Day Centre community. It occurred to me that a
simple programme delivering the basicliving skills to the people in this community could enable the
people whowere seeking more secure employmenttoimprove their job hunting skills, enabling
themto applyforjobs, prepare forinterviews, sitinterviews, starta secure job, and keep the job.
Thiswouldinturn provide the opportunityforthe personto restore their physical and mental
health. Additionally, in the longterm, it would be very cost effective forlocal, state and federal
governments.

23



Unions NSW Women’s Committee —Insecure Work Inquiry

When | was unemployed in 2005 to 2006, | found the non-government agency allocated to me by
Centrelink to provide me with ajob skills programme was poorly run, ineffective and demoralising. |
would notrecommend this scheme to anyone whoislookingtoimprove theiremploymentsecurity.

When | retire | am planningtosetupa programme in my community to assist people who are
seekingasecure job.lonly hope there will be secure jobsin the future.
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