


PREFACE

|t's About Time!

Time for Decent Work

Time for Family and Caring Responsibilities
Time for Community Activities

Time for Personal Needs

Ask just about anyone and they will say how
difficult it is to balance their paid work time and
the other things that matter in their lives.

When I mentioned this publication to a friend of
mine who is in a committed relationship, has two
school-age children, runs her own business and
whose partner works fulltime, she said: “Can you
find me more time?” I am sure many reading this
will empathise with her. Many New Zealanders,
despite working hard and organising themselves
and their families well, feel like they can’t fit
everything in — or that, in trying to, their lives feel
too pressured.

While the benefits of work-life balance will not
only assist women, they will promote gender equity
and as a consequence have an immediate effect on
improving the quality of working life for women.
Children will also benefit from their parents being
able to better balance their lives.

This is a problem that has no single solution.
There is no easy fix, but it is about time that we

as a society recognise that we all have a role to
play in making it possible to have a more balanced
life. With an ageing population and with skills and
labour shortages these issues will not go away but,
in fact, are likely to intensify. We will need greater
meaningful participation in the paid workforce for
the development needs of our country, not less.

The union movement has been a strong voice

here and internationally in promoting work-life
balance. We bring a distinctly union perspective to
the debate within New Zealand. Our perspective

is that collectively we must make changes that give
individuals opportunities to balance their various
needs and responsibilities. These changes must
apply to all New Zealanders in the paid workforce,

not just those in senior positions. We also see

that the changes need to be wide-ranging because
individual needs vary, and the responsibility for
change involves everyone — individual workers and
employers, unions and government.

Providing for balance cannot be seen as an added
extra or something that would be nice, but instead
must rightly be seen as a fundamental issue in

a modern economy. The union movement considers
work-life balance as one of the necessary factors
for the International Labour Organisation (ILO)
concept of Decent Work, which we see as the

goal of social and economic development in
New Zealand.

As the largest democratic organisation in

New Zealand with over 300,000 members and

as a social partner of Government, we engage
with central and local government, business and
non-governmental organisations on issues about
work and generally about economic and social
development. We have advocated over many
years for a high wage, high skill, high trust,
quality economy in which a diverse workforce
can participate, meet their potential and share the
benefits of growth. We are committed to continuing
the dialogue and campaigning for change. This
publication is part of this process and you are
welcome to contact us with your comments.

&ﬂ;@ﬂn%

Carol Beaumont

Secretary

New Zealand Council of Trade Unions
November, 2004
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INTRODUCTION

What is work-life balance? For some workers it may mean free gym memberships or espresso machines

in staff tearooms. For the most part unions have found that, to our membership, work-life balance is about
the fundamental aspects of decent work - fair pay, reasonable working hours, manageable workload,
quality and affordable childcare and good leave provisions. It is also about equity, and satisfying and

rewarding paid work.

The phrase “work-life balance” has its detractors.
Paid work is part of life for many of us, and it

can be difficult to separate the two. Australian
academic Barbara Pocock describes instead a
“work-life collision” between the demands of paid
work and care — “care of ourselves, each other, our
households, families and communities...”"

In New Zealand, the term “work-life balance” is
well-known and used widely. The Government has
begun the Work-Life Balance Project under the
Department of Labour and balance is an issue in
collective bargaining for unions in both the public
and private sectors. Organisations such as the
Equal Employment Opportunities Trust which runs
work-life awards, are also actively encouraging
work-life balance policies at workplaces.

Trade unionists are campaigning for work-life
improvements for their members. For example,
their efforts against casualisation or unsafe
workloads are part of the union definition of
work-life balance.

The New Zealand Council of Trade Unions
(NZCTU) sees work-life balance as an essential
element in creating a high wage, high skill, high
trust, quality economy in which workers can
participate, meet their potential and share equally in
the benefits of growth. For many years the NZCTU
has been advocating for changes to ensure economic
and social prosperity for all New Zealanders.

1 Pocock, B. The Work/Life Collision. The Federation Press, 2003. p2
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The NZCTU and its affiliated unions believe that
people are this country’s greatest resource and

that continued economic growth and development
depends upon a highly-skilled and diverse
workforce. We maintain there is a need to invest in
people and ensure that everyone can meaningfully
participate in the nation’s development.

Unions are pro-growth. We support improved
productivity. For thousands of workers the policies
of past governments mean that terms such as
“growth, productivity and flexibility” have come to
mean job losses, pay cuts and lack of job security.
Unions are trying to positively reclaim these terms
and encourage workers to undertake further
training and to improve their skills to give them
greater opportunity, job security and to help grow
the economy.

Our approach is a union approach. We believe the
benefits of growth should be shared. We oppose
an economic growth strategy that increases the
gap between the rich and the poor and allows
profits to flow offshore or only into the hands
of shareholders, instead of being shared equally.
We believe that any strategy aimed at improving
economic growth must be inclusive and not just
imposed on workers. Workers have experience,
knowledge, insights and innovative ideas on
how to improve productivity, create investment
opportunities and improve workplace relations.



Our approach is one of sustainable economic and
social development.

In work-life balance, unions see many strands of
their work coming together.

Economic growth in New Zealand is presently
hindered by a critical shortage of skill and
labour. New Zealand has a lower rate of female
participation in the workforce compared with
top performing Scandinavian countries such as
Sweden. Removing the barriers to participation
in the paid workforce is necessary for continued
economic growth.

Improved access to the labour market for women,
workers with disabilities, Maori, older workers,
and people from a range of ethnic backgrounds is
necessary for sustained economic growth. Work-
life balance policies and arrangements are vital to
attract these valuable workers back on the job and
maximise the full potential of the workforce.

The Prime Minister, Helen Clark, has also identified
other challenges to employers: “... developed
countries face new population challenges, including
declining fertility, an ageing workforce and the
changing nature of families. These challenges
require new responses too”.”

While work-life balance promotes gender equity, it
is not just for women or workers with dependent
family members. It allows for training and further
education, time for leisure and sport, community
responsibilities and cultural commitments. It is a
strategy to give all employees meaningful work,
and still have the time and energy to participate
fully in life outside work.

Unions must pick up the challenge of winning
work-life balance because it is what our members
demand. Fundamental workplace issues such

as pay, hours of work, leave, job security and
workload are work-life balance issues, and unions
that lead the way in this area stand to improve both
membership and activism.

Unions campaign for work-life balance on three
fronts — in collective bargaining, in legislation, and
in workplace policies. Ours is a collective response
to meet individual needs: the strength of the union
will ensure all workers have access to work-life
balance arrangements.

2 Clark, H. Speech to EEO Work and Life Awards. Sept 3, 2004.

Unions in New Zealand are leading the way

in making work-life balance a priority. The
Government’s Work-Life Balance Project

recently published Achieving Balanced Lives

and Employment’ and its findings, after wide
community consultation, largely concur with those
of unions. It says that the main barriers to work-life
balance are:

e lack of access to quality, affordable childcare to
suit working parents

e difficulty for those on low hourly wage rates,
who need to work long hours to earn enough
income to support their families

¢ undervaluing of caring and voluntary work

¢ Jong hours and physically or mentally intensive
work, without sufficient recovery time

e precarious employment arrangements

¢ lack of workplace policies and unsupportive
workplace cultures

e pressures on small employers to “do everything”
in their business.

It also identifies the need for Government to lead
by example.*

This publication, It’s About Time! — a union guide
to work-life balance, is presented as the NZCTU’s
stake in the ground on work-life balance: this is
how unions define the issue, this is our position on
the roles of unions, government and employers.
We take a wide perspective and see work-life
balance as an integral part of social development
and economic growth based on the concept of
Decent Work (see Appendix 5). This booklet can
also be used as a toolkit for union organisers and
delegates wanting to develop work-life balance
polices and arrangements in the workplace, and as a
more general resource for all parties involved in
employment relationships.

“...developed countries face new
population challenges, including declining

fertility, an ageing workforce and the
changing nature of families.”

3 Department of Labour. Achieving Balanced Lives and Employment — What
New Zealanders are saying about work-life balance, July 2004.

4 Department of Labour media release, July 12, 2004.



FINSEC campaigns for work-life balance

FINSEC began its work-life balance campaign more than two years ago. “There’s a perception out there
that work-life balance is about things like flexible work time and créche facilities in the workplace,”

says FINSEC national organiser Matthew Fitzsimons. “But FINSEC looks at what makes life at work
unpleasant and which therefore hinders workers" ability to go home and have good recreation and family
time. Work-life balance is about classic issues of hours of work, unpaid overtime and leave.”

The performance pay regime which most banks and insurance companies have causes a lot of stress.

The pressure to perform means many work unpaid overtime. “For example, staff dealing with loans in
banks will come in an hour early to do paperwork and stay late at night. That has a flow-on effect to

their colleagues. Those people who are keeping to their clock hours have pressure put on them by team
leaders, supervisors and managers to conform. Performance targets are not realistically achievable within
working hours.”

LY

In response, the union launched a campaign called “Stress Busters”. “That’s our success story,” says
Matthew. “We got stress recognised in the amended health and safety legislation as a workplace hazard.”

FINSEC surveys of two major banks has found that pressure to perform sometimes results in bullying.
“Managers pressure team leaders to meet performance targets, and team leaders sometimes resort to
bullying their colleagues,” Matthew says.

Staffing levels are a big issue. Full-time staff levels are so lean that when workers are off sick or on leave,
it puts huge pressure on their colleagues. Low staff levels also mean that banks have problems allocating
annual leave and workers have to apply for it at least six months in advance.

“We find our call centre members are a special case,” says Matthew. “Their rosters are all over the
place and constantly changing. Fixed shift rosters give people stability and predictability. Flexibility is
a two-edged sword. It needs to be agreed with the worker.”

Matthew says banks are increasingly colonising their workers’ time. First there’s unpaid overtime, and now
one bank sends its workers out to volunteer in the community for a day. “The employers are constantly
pushing the boundaries. The mobile managers are available all day and night. You can ring them any time.
Now there’s a push for most banks to be open on Saturdays. Our members are run ragged.”

FINSEC is focusing its campaigning around workload, staffing levels and unpaid overtime.



Unpaid expectations

In a number of areas, employers expect that
workers will carry out activities relating to their
work and not get paid for it. For example, it is
common for teachers to be expected to carry out
extra-curricular activities outside class hours. It
is also common in call centres for employers to
require staff to “log in” and prepare for the day
in their own time. Some unions say employers
require workers to upskill and obtain further
qualifications for the job, but in their own time
and at their own expense.

A public sector survey backs the trend of increasing
demands on employees to work additional hours.
The State Services Commission’s survey shows that
76 per cent reported working more hours than they
were employed for. Almost one in five said they
worked 10 or more additional hours a week.*’

Breaks

There is no legal requirement in New Zealand

for workers to have a break during the working
day. This raises health and safety issues alongside
a concern for the welfare of workers who have
little or no breaks. Some unions have encountered
unreasonable policies from employers in relation
to breaks, for example the NDU recently reported
that an employer allowed workers 40 minutes’
rest during the day — allocated in five-minute
instalments. It is also common for workers to

be on a five-hour shift with no break.

3. HOURS OF WORK

As has been noted already in the section on
Precarious Employment, many workers struggle
to find enough hours to support themselves and
their families and must hold down a number of
low-paying jobs to make ends meet.

The Thirty Families report showed that some
workers have hours of work that are simply too
long. Sometimes they got little or no payment
for any extra hours worked, and feared the
consequences of refusing long hours. Almost all
the workers interviewed who worked more than
45 hours per week regarded their hours as long,
unreasonable and having a significant impact

on their own lives and the lives of their families.
The report showed that long hours seem to be an
accepted and entrenched part of New Zealand

20 State Services Commission Career Progression and Development Survey 2000, April
2002, p69

21 Ministry of Social Development. The Social Report 2003: Indicators of Social Wellbeing
MSD 2003, p56.

22 Report of the Taskforce on Pay and Employment Equity in the Public Service and the
Public Health and Public Education Sectors. March, 2004.
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workplace culture. In a survey by the Association of
Staff in Tertiary Education (ASTE) one member said
she was surrounded by people who overworked,
“and so overwork has become the norm”.

A 2004 survey by recruitment company, Hays,
found that 52 per cent of New Zealand companies
had increased overtime levels over the past

12 months.

Unions are concerned that mobile phones, laptop
computers and email at home have extended
workers” availability for work into the evenings and
weekends. However, this technology can be helpful
for parents wanting to spend more time with young
children, and cuts down on childcare and after
school care costs.

In 2002, 21 per cent of workers reported that

they usually worked 50 or more hours per week
compared to 17 per cent in 1986. One-quarter of
those surveyed said that one of the factors detering
them from applying for a higher-level job was that
they felt they would not be able to balance their
work and family responsibilities.”'

The Pay and Employment Equity Taskforce found
that where part-time work is the only way in
which women can combine paid work with family
responsibilities, it is likely to be chosen regardless
of inequitable pay and conditions. Other apparent
choices that women make in connection with
their need to fulfil family responsibilities include
not applying for promotion, not undertaking

further education or training, and/or deferring
childbearing.*

New Zealand has ratified the ILO Convention
47 which provides that member states adopt the
40-hour week. The principle of the 40-hour week
is incorporated to some extent in the Minimum
Wage Act but, in practice, the Act does not stop
employers requiring workers to work for more
than 40 hours per week, or to work more than
five days per week. The Act requires agreement
between the employer and worker on hours, but
the Thirty Families report found that:

“Many workers described their workplaces as
places where long hours are entrenched, where
refusing them meant being tainted as a poor worker,
destined for negative treatment, redundancy,
undesirable tasks, or the failure to be offered
further work.”*

An ILO report has called on the Government
to ensure full application of the principle of

23 New Zealand Council of Trade Unions, Thirty Families: The Impact of Work Hours on
New Zealand Workers and Their Families, 2002, p15.

24 International Labour Organisation. Application of International Labour Standards
2004 (1) — Report of the Committee of Experts on the Application of Conventions and
Recommenaations, 2004, p315.



a 40-hour week, in the light of concerns raised by
the NZCTU.*

The NZCTU has also raised issues over ILO
Convention 14 on weekly rest in industry. Unions
are concerned at the lack of legislative provisions
requiring a minimum, weekly 24-hour rest period.

4, LEAVE ENTITLEMENTS

Leave entitlements under the law can be found

in the Holidays Act and the Parental Leave and
Employment Protection Act. Unions continue to
campaign for improved entitlements under the

law, and negotiate for additional improvements

in collective bargaining. There are few legislated
rights to leave and limits on who is entitled to claim
them. As has been noted, because of qualifying
periods, eligibility for paid parental leave, sick and
bereavement leave means many workers miss out.

In 2002, the Department of Labour estimated

that 28.7 per cent of female employees were
ineligible for paid parental leave because they had
not worked with the same employer for a year.

In addition, 11 per cent of women employees were
ineligible because they did not work at least 10
hours per week with one employer. The NZCTU
welcomed the Government’s decision this year to
reduce the minimum qualifying period of tenure
with one employer from 12 to 6 months.

New Zealand’s minimum code for annual leave
does not stack up well against many other
countries. For example, we have had three weeks’
annual leave for 30 years while in some parts of
Europe workers enjoy five weeks” annual leave as
a statutory minimum. This year, unions celebrated
a significant achievement when the Government
announced four weeks’ annual leave, due to begin
in 2007.

The NZCTU has also called for other changes,
including 11 public holidays for all fulltime
employees. Some workers who have changed their
patterns and hours of work (e.g. supermarket
employees who work full-time but on a Tuesday-
Saturday basis) frequently miss out on public
holiday entitlements. Unions have also sought the
abolition of the qualifying period for bereavement
and sick leave.

For more information on the Holidays Act and the
Parental Leave and Employment Protection Act,
see Appendix 4.

25 Department of Labour. Achieving Balanced Lives and Employment — What
New Zealanders are saying about work-life balance, July 2004, p13

2. PAY

Pay is one of the biggest influences on the way
individuals and families work, and balance work
with the rest of life. The NZCTU has identified that
improving work-life balance is critically linked to
better pay. Low pay is associated with the erosion
of overtime rates, the level of the minimum wage,
abatement levels for beneficiaries and the pay gap
between men and women.

The Department of Labour said that “the
imperative to earn a basic living wage” came
through strongly in its work-life report.”® Referring
to UMR research, the report said “... there were
clear income-related differences in the way that
work-life balance is experienced. For those on
higher incomes, work-life imbalance could be seen
as a necessary evil in order to reach personal and
career goals, while for those on lower incomes,

an imbalance between work and life was seen as
unavoidable in order to generate a basic

living wage”.*

Overtime rates and salarisation

The principle underlying the payment of penal rates
is that workers should be paid a higher level of
compensation for working unsociable hours that
impact on work-life balance. Overtime rates also
put a brake on excessive hours. Most penal rates
and overtime were lost when the labour market
was deregulated in the 1990s and there was also a
move to put workers on salaries, rather than hourly
rates. These changes motivated some employers

to increase workloads beyond that which could

be accomplished in agreed working hours. The
Holidays Act ensures that employees who work

on public holidays get paid time and a half and
have a day off in lieu, but does not address overtime
rates — which are left to individual and collective
bargaining.

Minimum wages

While unions play a key role in negotiating
improved wages, the Government sets minimum
wages in law.

The NZCTU continues to advocate for
improvements to the minimum wage, which has
been increased a number of times over the period
of the fifth Labour government. In its submission
on the review of the minimum wage in 2002

the NZCTU said that, as the labour market

26 Ibid, pp13-14.



had been deregulated, the minimum wage has
become increasingly important to protect workers
— especially vulnerable workers in precarious
employment arrangements.

The Ministry of Women’s Affairs has noted that
“a recent increase in the minimum wage rate

is expected to benefit women since women are
disproportionately in jobs that pay minimum or
very low wages”.”” A rise in the minimum wage
therefore helps to close the gender pay gap.

Pay Equity

In 2003, the average hourly earnings from wages
and salary for women in the labour force were
87.1 per cent of those for men, leaving a gap of
12.9 percentage points. The pay gap is much wider
for Maori and Pacific women.

The Government established a Pay and
Employment Equity Taskforce which, with union
involvement, has reported back a plan of action for
pay equity in the state sector, with a specific focus
on health, education and the public service.

27 Ministry of Women's Affairs Next Steps Towards Pay Equity. A background paper on
equal pay for work of equal value, September 2002, p40.

The taskforce found that the three main factors in
the gender pay gap in New Zealand can be summed
up as:

® the jobs that women do
® how jobs are valued

® how jobs are organised.

The taskforce noted that these factors operate
together. For example, the fact that women are
often paid less than men is one reason why more
women than men combine part-time work with
caring for children. This in turn limits women’s
access to better paying jobs and positions, since
part-time work is more readily available in lower
paid occupations and positions.*

Because decent pay is fundamental to work-life
balance, the gender pay gap presents a huge barrier
to work-life balance for many women. Unions
have a key role to play in ensuring the taskforce’s
action plan is implemented and that it, and other
initiatives, result in closing the gender pay gap for
both public and private sector women workers.

28 Report of the taskforce on Pay and Employment Equity in the Public Service and the
Public Health and Public Education Sectors, 2004, p27.

Construction workers get overtime pay back

The Amalgamated Workers' Union (Northern) says a shortage of skilled construction workers - and
companies poaching staff off each other — has meant employers have been a lot happier to come to the
bargaining table and talk about improved pay and conditions for their workers.

Union organiser Phil Graham says members are winning back a lot of the allowances and conditions they
lost under the Employment Contracts Act in the 1990s. One of these is overtime rates - fair compensation
for employees working unsociable hours that impact on work-life balance.

“Companies are recognising that they have to pay overtime just to retain the workers.”

Phil says pay rises averaging five per cent, allowances for recognising skills and extra long service leave
entitlements are also making a big difference to construction workers. “The workers are over the moon.”

The union is enjoying a high profile in the construction industry. “Employers are coming to us wanting to
negotiate collective agreements because they need to be seen as a good employer to aftract staff and have

good morale on the site.”

IT’S ABOUT TIME! A UNION GUIDE TO WORK-LIFE BALANCE



6. WORKPLACE CULTURE

Workplace culture has a significant influence on
work-life balance. The experience of unions is

that work-life balance policies are more likely to
succeed where an organisation commits to work-life
balance, alongside a union which values, listens to
and expresses the collective concerns of workers.

The shape of the workforce is diverse and it is
increasingly necessary for workplaces to change

to meet its needs. Discrimination based on gender,
disability, age, sexual orientation, family status,
political opinion, ethical belief, colour, race, ethnic
and national origins, employment status and
religious belief has been unlawful for some

time. But discrimination still continues to be

a big problem.

Changes in workplace culture demand a
commitment from employers, workers and unions.
The advantage of equal employment opportunities,
work-life balance and family friendly policies is
the potential to offer very practical solutions that
meet specific needs of workers. This includes: paid
breastfeeding breaks during work time; religious
and cultural leave; flexible working hours; and
access to phone calls to family during work time.

For such measures to succeed, there must be a
high level of support in the organisation. Research
shows that “while organisational support, in the
form of policies about hours, part-time work
arrangements and leave were important, without
a culture that made taking advantage of these
benefits acceptable, those more objective supports

were all but useless”.”

The Treasury report also noted other research
which found “managers without family
responsibilities, or those with a wife not in paid
employment, were least likely to be sympathetic
to employees’ needs. In some cases, co-worker
resentment (co-workers looking down upon
other employees using family friendly policies or
disadvantaged by their use) acted as a bar to the

effective implementation of the policies”.”

There is a growing understanding that a workplace
culture that recognises the wider aspirations

and needs of workers can contribute to higher
productivity. Even where an employer has invested
in higher levels of skill development and training
for workers, new technology and better workplace
organisation, if the culture is negative then the
gains from such investments are not realised.

29 Hochschild, A. The Time Bind: When Work Becomes Home and Home Becomes
Work (New York Metropolitan Books, 1997) referred to in Varuhas, J, Fursman and
Jacobsen, V. Work and Family Balance: An Economic View. New Zealand Treasury
Working Paper 03/26, September 2003, p22.

30 Varuhas, J, Fursman and Jacobsen, V. Work and Family Balance: An Economic View.
New Zealand Treasury Working Paper 03/26, September 2003, p20 referring to

A good workplace culture will often be about
working smarter, not harder. It will be about
emphasising the importance of workplace
relationships and inclusiveness. This is more
likely to occur when there is explicit recognition
of work-life balance issues.

It takes commitment from employers, unions and
workers to make work-life balance policies real.

7. LIFE, FAMILY AND COMMUNITY
PARTICIPATION

Many dimensions of life outside work influence
participation in work and wellbeing while on the

job. This includes:

® sport

® recreation

e religion

® community events

® civic responsibilities
e cultural activities

e caring for families.

Participation in these areas is good for society
and makes for healthy families and communities.
Employers also benefit from fit, well and
productive workers.

Voluntary sector

The effects of growing work intensity, long hours
and caring for family is impacting on the voluntary
sector. Volunteers supporting sport, for example,
are important as coaches, referees, administrators,
officials and helpers. A survey of volunteers by
Sport and Recreation New Zealand identified that
the most common reason for spending less time
being active was increased workloads and longer
working hours.*

Unions

Work-life balance problems also affect participation
in union activity. Increased workloads, work
intensity and long hours, combined with family,

life and community responsibilities, impact on
delegates’ ability to be involved in union work

and training.

research by Whitehouse, G and Zetlin, D. “Family Friendly policies: Distribution and
Implementation in Australian Workplaces.” Economic and Labour Relations Review
10(2), pp221-239.

31 Sport and Recreation New Zealand, Sport and Physical Activity Surveys combined
result of 1999/98, 1998/99 and 2000/01at http://www.sparc.org.nz/research/pdfs/
volunteers.pdf.
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Residential care workers seek safe workloads

Staff at Rotorua’s Redwood Lodge Rest Home and Hospital went on strike for a total of five days this year
after managers refused to write minimum staff/resident ratios into their collective agreement.

NZNO organiser Shane Vugler says members are labouring under heavy workloads, with often one worker
being responsible for around 16 to I8 residents. They get paid $10 - SII per hour.

“We are burning people out,” he says. “Caregivers are just leaving the site in tears because they can't
cope. Care is compromised because they can’t be everywhere at once.”

Shane says staff are demoralised because they are often only able to attend to the physical needs of
residents and don't have time for the emotional and psychological support many of them need. “Staff
become attached to the residents but the workload means that they feel they are not providing a home,
they are providing an institution.”

Union and management agreed to put in place a process under which staff could take the workload issue
to a comhined review team. Shane says the process has not worked effectively because the management
representatives tie issues up in discussions “and nothing gets done”.

IT’S ABOUT TIME! A UNION GUIDE TO WORK-LIFE BALANCE



“Eighty-two per cent of respondents said their
paid work negatively affects the amount of time

they spend with their children, while 52 per cent
said their paid work affects the quality of the time
they spend with their children.”

Family responsibilities

Unions and workers know that responsibilities for
the care of dependants, including those who are
injured, ill, disabled or elderly, have a big impact
on participation in paid work. The care of young
children, access to early childhood education,
arrangements during school holidays and after
school care are all areas of concern.

The rapid increase in the number of women
entering the workforce and the changing
composition of families and responsibilities within
families is one of the most significant social shifts

of the last 30 years. And families are diverse, with
more families with sole parents and extended family
structures. These changes have altered the way
people approach work, but few workplaces have
changed in response.

The Thirty Families report found that hours

of work plus care of children and managing
households had major implications for the
workloads of many women. Some said it was like

32 New Zealand Council of Trade Unions. Thirty Families: The Impact of Work Hours on
New Zealand Workers and Their Families, 2002, p34.

33 Ibid, p17.

having two jobs, or working a “double day”.*

The report also found that women had to weigh up
the costs of childcare with the wages that could be
earned. “For a number of women the net benefit
of employment, or full-time rather than part-time
work, was undermined by the financial cost of
childcare, combined with the emotional stress of
trying to combine work and family.”*

The net benefit of employment is also reduced for
low-income families which face losing their income-
related accommodation supplement and childcare
support. However, the Government has raised the
income thresholds for these subsidies and is moving
to universal, free childcare for 20 hours a week for
three and four-year-olds.

An online survey by the EEO Trust on fathering and
paid work found that 80 per cent of fathers wished
they could spend more time with their children.
“Eighty-two per cent of respondents said their paid
work negatively affects the amount of time they
spend with their children, while 52 per cent said
their paid work affects the quality of the time they
spend with their children.”**

The director of the Centre for Labour Research at
the University of Adelaide, Barbara Pocock, found
in a study of young people aged 10 to 17 that
many were concerned that their fathers worked
too hard and too long. They missed them — and
would happily trade gifts, etc, for more time with
them. She said while they were pragmatic about
the need for their parents to work, they felt the
negative impact when parents were tired, stressed
or grumpy.”

34 EEO Trust “What do Kiwi fathers want?” Media release, October 8, 2002.
35 Kids want to get a life. The Dominion Post, July 8, 2004



The Key Players — Unions, Government and Employers
UNIONS

The union response to work-life balance is a collective response. As noted before, it is the strength of the
collective response that will secure long-term, sustainable work-life arrangements that meet the needs of
workers — and management. A collective approach means all workers benefit from work-life provisions.

Meeting the work-life balance needs of their
members is going to be a challenge to some unions
who will need to engage with employers to win
work-life balance improvements. Some provisions
will be won through industrial action and political
lobbying and some will be won through employers
and unions working together in partnership. The
UK Trades Union Congress and the Irish Congress
of Trade Unions emphasise the success of work-
life balance arrangements negotiated this way, and
here in New Zealand the Public Service Association
(PSA) has had some success with the partnership
approach.

An example of this happened in the Education
Review Office (ERO) after work-life issues were
raised during collective bargaining. A forum, with
representatives from the union and management,
was set up. It looked at working hours and found
that long hours correlated with the amount of travel
a review officer did. It was decided that asking
Boards of Trustees to meet at a time convenient

to the review officers was reasonable given school
reviews happen on average every three years. As a
result, fewer evening meetings were scheduled and
the officers did not have to work such long days.

Secondly, unions have to ensure that work-life
balance is part of their culture — the collective
thinking and behaviour that permeates their
organisation. Unions need to be model employers,
as well as think laterally about how they best
represent the needs of their members. For example,
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unions may historically think that full-time work
is a primary aim, when in fact many members may
want more flexible arrangements protected in their
collective agreement.

Thirdly, some union organisers may consider
campaigning for work-life balance to be just
another job on top of their already busy workloads.
However, work-life balance is not the icing on the
cake of union achievement. It is a vital ingredient of
the cake itself.

Fourthly, there is likely to be conflict from workers
who resist limits on unreasonable hours because
they need the pay, and bargaining claims may also
compete with each other. For this reason, work-
life balance needs to be seen as part of the whole
deal of working life which includes, for example,
fair pay so that workers are not forced to do
unreasonable hours.

Principles for work-life balance policies and
arrangements at the workplace

Work-life balance policies and arrangements

should:

® benefit the organisation and its workers

e acknowledge that the needs of both the
organisation and employees are not static,
but change over time

¢ highlight the need for management and union
representatives to discuss workable solutions



Primary teachers win classroom release time

An excessive workload was a major issue for primary teachers as they began negotiations with the Ministry
of Education for a new collective employment agreement this year.

The collective is the largest in New Zealand and covers 25,000 primary teachers who belong to NZEI Te Riu Roa.

One of the main claims tabled by the union was for classroom release time which was aimed at addressing the
workload issue. An NZEI survey showed that primary teachers’ average working week is now more than 50 hours
long, with some teachers working up to 86 hours a week.

The main cause of their long hours is not the time spent teaching but the time spent doing lesson planning,
student assessment, administrative work and professional development. All this has to be done at the end of the
school day or on the weekend. To address the issue the union tabled a claim for classroom release time, or time
allotted during the school day in which teachers would be released from the classroom to do this work.

After 25 days of bargaining, lobbying MPs, and union meetings during which industrial action was considered,
a seftlement was reached which for the first time offered classroom release time for primary teachers.

The settlement package is worth a total of $420 million and $94 million of this would be used to provide up

to 800 extra teachers to deliver all full time primary teachers a guaranteed 10 hours of classroom release time
aterm. It also includes a workload study that would start early next year, to look at non-core tasks and ways of
dealing with them to further reduce teacher workload. The union is recommending that teachers accept

the settlement.
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® encourage a partnership approach to meeting
the needs of both the organisation and the
workers

e operate in a fair and consistent manner
® Dbe economically feasible

e value employees for their contribution to the
business, not their working pattern

* be carefully planned and agreed

* include a monitoring and evaluation mechanism
for all sectors of the workforce

¢ take into account the equality implications of
any policies introduced and make sure that they
improve equal employment opportunities

* be communicated to all workers in the
organisation. Developments and changes need
to also be regularly communicated.*

Strategies for unions include:

1 Continuing to bargain for improvements in
collective employment agreements that improve
work-life balance. Unions might consider clauses
on the following for collective employment
agreement claims:

Pressure of Workloads

¢ Timelines relating to hiring replacement staff
when an employee leaves

¢ Adequate staffing levels which provide for
employees’ absences

e Equitable workloads, i.e. staff with comparable
responsibilities have similar workloads

e Safe workloads, i.e. the employer must take
all practicable steps to minimise physical and
mental harm to staff

e Guidelines relating to “reasonable” workload
levels that include statements about work-life
balance. (ASTE defines “reasonable” workload
to mean: “The workload can be managed within
the timeframes and deadlines set, and that
employees will be able to maintain a balance
between working life and their personal life,
accepting that normal fluctuations will occur.)

36 Irish Congress of Trade Unions. Family Friendly working and work-life balance
guidelines — Tool kit for trade unions, 2002, p16.
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Precarious Employment

Ensuring so-called “casual” jobs become
permanent

Protection of the rights of casual workers
Loadings for casual workers, ratios of casuals
to permanent staff

Part-time work should be meaningful, with
access to training and career progression
Work carried out under flexible working
arrangements is quality, secure work that is
protected and respected.

Hours of Work

Specific recognition of breaks, both paid
and unpaid

Flexible work regimes, including flexitime;
term-time working; part-time working
including jobsharing and regular reduced
hours; compressed working hours; e-working;
annualised hours

Flexibility and assistance for older workers who
are reducing their hours prior to retirement

Define unreasonable hours and unreasonable
overtime. This includes the right to refuse
unreasonable overtime in agreements.

Leave Entitlements

Paid training and further education

Extend the coverage and payment of paid
parental leave and holidays above the statutory
minimum

Paid family leave to meet family responsibilities,
including caring for elderly dependents

Unpaid leave.

Pay

Improvements in pay, including payment
of overtime

Ensure pay equity and equal employment
opportunities are part of the workplace
culture. This could require the use of a pay
and employment equity audit tool to compare
the pay of men and women and see if there is
anything in the workplace systems that exclude
particular groups. The Pay Equity Unit within
the Department of Labour is overseeing the
work being done to develop the audit tool.



Workplace Culture

Ensure the whole workforce has access to
work-life balance policies and arrangements

Ensure the entire workforce has input into the
work-life balance measures most required at
the workplace.

Family and Community Responsibilities

Childcare allowances or workplace facilities

Flexibility and assistance for employees

with family responsibilities who are returning
to the workforce, including the right to
part-time work

Paid breastfeeding breaks and breastfeeding
facilities

Religious and cultural leave for days of cultural
significance

Access to phone calls to family during
work time

Right for a worker to return to work after a
career break for family reasons without any
sacrifice in seniority or pay rate.

Campaigning for legislative change and
ratification of international human rights
standards. This includes:

Continued improvements to eligibility provisions
under the Holidays Act and the Parental Leave
and Employment Protection Act

Monitoring the effectiveness of recent changes
to the Employment Relations Act regarding
the promotion of collective bargaining

— in particular the ability to address work-life
balance issues through collective bargaining

Continued improvements in the minimum wage
and removal of youth rates

Minimum code standards for hours of work
and breaks during work time, including
breastfeeding breaks (and facilities for
breastfeeding)

Legislative underpinning for pay and
employment equity for all workers in the public
and private sector

Campaigning for ratification of ILO conventions
concerning the rights of workers. These include
conventions 183 on maternity protection and
156 on workers with family responsibilities. In
addition, improving compliance with convention
100 on equal pay for work of equal value,

and compliance with 111 on discrimination.
(See Appendix 4)

e Legislative right for workers after a period of
time in casual employment to request that it
becomes permanent.

THE GOVERNMENT

A tripartite group in the public sector, set up under
the Human Resources Framework and involving the
PSA, is preparing a booklet on work-life balance
guidelines for the state sector. The group aims to
provide a consistent approach to the issue and is

an example of the Government taking the lead as an
employer. Unions also want to see the Government
on the front foot as funder and regulator. In
addition to the legislative measures outlined above,
areas where the Government can lead include:

1 Being a model employer and funder.
This includes:

e Ensuring that state sector employers
recognise and support work-life balance

e Ensuring minimum requirements relating to
work-life balance are included in contracts
with the private sector

® Making sure that work-life balance is a
core consideration in policy making,
implementation and evaluation

e Strengthening EEO monitoring and
compliance provisions in the state sector

e Making progress in collective bargaining
towards work-life objectives.

2 Putting into action its commitment to an
inquiry into the harmful effects of casualisation.

3 Properly funding the recommendations of the
Pay and Employment Equity Taskforce —
including those that will extend into the private
sector.

4 Collecting and monitoring statistics about
casual, temporary and fixed term work.

5 Develop further policy around the elimination
of precarious work and promotion of
Decent Work.

6 Make sure the EEO Commissioner and the
EEO Trust are well resourced to do work
that contributes to work-life balance.

7 Continuing reforms to the benefit system
— this includes reducing the abatement regime
and increasing benefits.

8 Continuing to improve access to quality,
affordable childcare and early childhood
education, including progressively introducing
universal, free early childhood education.
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Nurses claim safe staffing levels

Work-life balance is central to the NZNO's multi-employer collective agreement claim for safe staffing
levels. As well as their demand for fair pay, nurses want an agreed mechanism whereby mandated staff to
patient ratios will be enforceable.

Nurses say the need for a safe staffing level clause was prompted by chronic staff shortages and hospital
overcrowding. They have had enough of unmanageable workloads and unpaid overtime. A nurse to patient
ratio would be a start to addressing these problems.

The union says that all patients cared for by nursing and midwifery staff deserve a safe environment where
there are appropriate staff to patient levels; adequate time for the staff to update and reflect on their
practice; where staff are supported by an appropriate nursing/midwifery infrastructure; and where staff
members’ own health is maintained by reasonable workloads and halance of work and time off.

Nurses also need paid study and release time to go to education sessions and update their portfolios
which demonstrate the competence required to practise. The union says nurse to patient ratios would take
info account the time needed to do this work.

NZNO says that safe staffing levels will not only benefit members, but also ensure safe, effective nursing
care for patients, be cost effective and result in less staff turnover and sick leave.




EMPLOYERS

Employees want time for family and activities
other than paid work. Our society is becoming
more diverse, with many different cultural patterns
influencing people’s wants and needs. Many people
do not wish to, or cannot, work the standard
nine-to-five working day yet have many of the
skills employers require. People with disabilities,
for example, have qualifications, experience

and abilities that are workplace assets. Flexible
employment practices address these issues.”” These
might include support for working from home
where it’s possible.

To meet their own needs, employers have to also
meet the needs of the workers they rely on. For
many, the concept of work-life balance represents
a huge shift in thinking and in practice.

Suggestions for employers:

1 Seek information about work-life balance and
the benefits it brings to business.

2 Be ready to challenge the accepted wisdom.

3 Enter into collective bargaining for work-life
improvements. Unions want business to succeed
with a happy and productive workforce.

4 Lobby the Government for changes in the law
to support work-life changes, as outlined above.

5 Value workers for the contribution they make,
rather than the hours they work.

6 Maintain an on-going commitment to
implement work-life changes in consultation
with workers and the union.

7  Recognise that work-life balance impacts on
workplace culture and performance.

8 Create industry standards and ensure workers
are aware that your industry promotes work-
life balance.

37 EEO Trust website: http.//www.eeotrust.org.nz/worklife/docs/flexible_employment.doc

9  Schedule meetings between 9am and 3pm.

10 Allow graduated return to work after parental
leave.

11 Provide after-school facilities, for example
homework space.

12 Provide assistance with child-minding.

13 Support for employees’ sport or cultural
activities.

14 Support for voluntary work as part of paid
work time.

15 Maintain contact with workers on parental
leave.

Summary

It has been stated that work-life balance is core
union business. It is about improving the quality of
life of workers, providing choice and opportunities.
Work-life balance is an equity issue, enabling the
widest possible labour market participation. This
also makes it an issue about economic growth and
prosperity as New Zealand strives to become a high
skill, high value quality economy. Trade unions
have a key role to play in work-life balance — the
strength of the collective response will ensure all
workers have access to arrangements which allow
them to balance work with the rest of their lives.

The following appendices in Part Two, Into Action,
outline practical strategies for unions in achieving
work-life balance polices and arrangements and
ensuring the commitment and involvement from
all levels of the workforce. In Part Three, Backing
up Work-Life Balance, is information on pertinent
legislation and ILO Conventions, the ILO’s

Decent Work programme, union work-life

balance networks and partner organisations, and
overseas experience.
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APPENDIX I:
WORK-LIFE BALANCE WORKING ARRANGEMENTS

These are policies and working arrangements specifically around hours, leave and place of work that allow
men and women to achieve a better balance between work and family life. They also help workers take an
active role in other areas of life such as education and training, participation in community activities, sport

and leisure.

On top of the fundamental aspects of Decent Work,
around the world unions are pressing for workplace
changes that are protected in collective agreements
and that will improve work-life balance.

There are four main areas of work-life balance
arrangements:

1 reduction in hours worked
2 leave

3 greater employee control over hours worked
(flexibility with security)

4 change in location of work.

The following lists the most common forms of these
arrangements. It is possible to combine them so, for
example, a worker job-shares and works flexitime.

|. Reduction in hours worked
Part-Time Work

Fixed part-time working The employee works a
reduced number of hours per day, or fewer days
a week.

Reduced work time (or V-time working) The
worker voluntarily reduces their hours for a limited
period. Pay is reduced proportionately, but leave
entitlement stays the same.
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Job-sharing A full-time job is split between two
people. The work, responsibilities and benefits of
the job are shared. This can be a split week, a split
day, or week on/week off. Workers receive, pro
rata, all the benefits of full-time staff, including
career progression.

Job-splitting Similar to job-sharing except that
specific tasks, rather than specific times, are divided
between the partners. Working times may overlap.

2. Leave
Non-statutory leave arrangements

On top of statutory leave arrangements mentioned
earlier, work-life balance leave arrangements,
preferably negotiated in the collective agreement,
may include:

Extra annual leave Including days off between
Christmas and New Year. A few days’ extra annual
leave could also be used as an incentive to workers
to use their leave entitlement within 12 months.

Enhanced bereavement and sick leave Above
statutory requirements.

Additional parental leave For example, a maternity
grant — a top-up to the Government’s paid parental
leave scheme, as payments are capped at a relatively
low level.



Women prison officers organise for work-life balance

Women corrections officers who are also members of the PSA set up a national committee and asked
their employer to work jointly with them to explore family friendly employment issues. Two areas the
women identified were professional debriefing and clinical supervision — measures to help them deal
with work while at work, and not take issues and problems home with them. The women also identified

as priority areas:

| Improving the family friendly strategy, including review of:

a) special leave criteria
h) dealing with family sickness
) what “family friendly” means to PSA members

(=)

) policy and practice relating to job sharing

D

) other organisations’ approach to, and strategies for, family friendly workplaces

f) the prison service’s definition of family - is it sufficient? i.e. does it include partner, children,

parents, grandchildren efc?

2 Recognising the special risks and responsibilities for pregnant women, What health and safety
issues are raised and how can they best be addressed? What are the guidelines for the ability to
come off the floor? What human rights issues are raised, and what impact do these have on the

women’s colleagues?

3 Identifying avenues open to staff if HR cannot and/or does not assist, and when it is appropriate to
approach outside sources such as the Human Rights Commission.

Domestic leave For short-term illness of a family
member. Also special leave for family reasons,
with or without pay, to look after a family
member with a serious illness or for important
family occasions.

Short-time leave The ability to take leave in hour-
long chunks in order to, for example, go home and
feed your elderly parent. This enables a worker to

take just one hour’s leave, rather than having to
take a half-day.

Exam and study leave A union may negotiate leave
in a collective agreement for time off for workers to
study and sit exams.

Term-time working This allows workers with
children to match their working arrangements so
they are on leave during the school holidays. The
worker takes unpaid leave for a set number of
weeks. To ensure regular payments, the employee’s
annual pay is averaged out over a 12-month period.

Seasonal working Pay is annualised to ensure
regular payments continue during the off-season.

Career breaks A career break is a period of leave
agreed by both employer and employee for a
specific duration. The purpose is for education,
travel, childcare or other domestic reasons. Many
companies have a minimum service requirement
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which must be met before it will consider an
application for a career break.

Sabbatical A period of absence from work, which
may or may not be on full pay. The duration is
normally related to length of service. They are
usually taken for educational purposes.

Secondment An agreement for a worker to take up
work in another organisation for a fixed period.

Special leave Paid or unpaid leave for employees
representing national or provincial sports or
cultural activities; civil defence or search and rescue
duties; attendance at meetings of recognised local or
statutory authorities as a member.

3. Greater employee control over
hours worked (flexibility)

Flexitime Does not involve reducing the number of
hours worked. Starting and finishing times can be
varied within an agreed band, however employees
must be at work during core hours, for example
10am to noon and 2pm to 4pm. Flexitime also
allows ‘banking’ of hours, which means that if time
is worked above the normal hours then the extra
time can be taken as time off in lieu.

Compressed hours The standard amount of hours
are worked over fewer days — for example instead
of five, eight-hour shifts, a worker may do four,
10-hour shifts. Others would work a nine-day
fortnight. This cuts down on commuting time and
allows for long weekends.

Phased return/retirement The worker gradually
builds up or down the amount of working time
after a major life event or before retirement. This
allows for training and familiarisation of their
replacement and allows time for the worker to
adjust to new circumstances effectively.

Self-rostering Staff schedule their working day

to meet the workload and their own needs. Self-
rostering allows flexibility, allows staff levels to
meet fluctuations in demand, and gives workers
greater control over the organisation of their work.

4, Changes in location of work

e-working (also called teleworking) Working
with technology outside the traditional office or
workplace environment. This is work that can be
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done no matter the location and e-workers may
be working from home. With proper safeguards
this flexible arrangement can allow workers more
control over their work including working hours,
less commuting time and better balance between
their work and family life.

It allows employees to get away from interruptions
at the workplace but means employers may need
to invest in equipment for workers to use at home,
there must be a lot of trust between the boss and
the worker, and health and safety must still be
taken into account. Under the Health and Safety in
Employment Act employers are responsible for the
health and safety of someone working from home,
where it’s practicable. In other words, an employer
may be responsible for ensuring a worker has safe
ergonomics at home, but would not be responsible
if a worker was injured at home in an incident not
related to the job.

Each workplace will have different demands and
opportunities for work-life balance strategies.

Trade union principles

Including work-life balance arrangements in
collective agreements is the best way to embed the
benefits and bring the issue into the mainstream of
an organisation’s way of thinking and behaving.

Some union members may worry that work-life
balance working arrangements might lead to a
rise in insecure employment because for many it
represents a move away from regular hours and
working patterns. Employers have introduced
measures in the past, such as casualisation, to
undermine job security.

But this should not be the case. The status of a
worker’s employment agreement is not changed by
opting for a different working arrangement. His or
her employment status stays the same.

Nevertheless, unions need to recognise the concern,
consult with members, organise around the issues
and monitor the impact of the changes.

There are a number of common principles and
approaches that the trade union agenda might
address:

1 Involve workers in developing and
implementing work-life balance initiatives.

2 Develop policies that are relevant to employees
at all levels.

3 Develop a straightforward process for applying
for the various working options.



Monitor the success and take-up rates of the
work-life balance options.

Ensure equal opportunities and encouragement
for men and women to take up the options.

Tackle aspects of the organisation’s culture that
may be inconsistent with work-life balance, for
example a culture of long hours.

Have a clear mechanism for making decisions
on applications, and an appeals process that can
be followed where necessary.

Monitor the implications of changed hours on
workload - i.e. a reduction in hours should

not result in compressing the workload into a
shorter space of time or unfairly redistributing

10

11

12

Have appropriate methods for reporting and
communicating on all issues — goals, targets,
responsibilities. This can be particularly
relevant to teleworkers and those on parental
leave who are left out of the loop.

Ensure access to training — workers in any
kind of work-life balance arrangement should
continue to have access to training.

Target career progression and promotion

— workers taking up work-life balance options
should not be held back in career development
or promotion. ASTE says that at the Auckland
University of Technology, the starting salary
policy gives extra points for time spent out of
the workforce with children.

workload on to colleagues.

9 Ensure there is written agreement on how,
when or where the work is carried out. This
document should address the issue of returning
to the original working arrangement, including
notice requirements.

Information in this section is adapted from Family Friendly Working and Work-Life
Balance Guidelines — Tool Kit for Trade Unions published by the Irish Congress of
Trade Unions (2002) and from Changing Times — a TUC guide to work-life balance
(2001) with kind permission from both.

Annualised hours for dairy workers

Workers at New Zealand Milk Products, the manufacturing arm of dairy giant Fonterra, are employed
under a system of annualised hours. Dairy Workers Union technical officer, Angus McConnell, says
workers are required to do a certain number of hours a year and get a regular salary paid out at a
consistent level over 12 months,

“Once you've done your hours, you've finished your obligation,” says Angus.

The system meets the needs of an industry which has huge seasonal differences and gives workers
a known and consistent income. It protects their existing earnings around allowances and gives them
a known and guaranteed number of hours.

Angus says that to make the system worthwhile, all payments such as overtime, allowances and public
holidays are rolled together to make up the rate. There also needs to be rules around hours of

work — minimum and maximum number of days in a row, maximum number of weeks, and agreement
around rosters.

He says annualised hours have changed the mindset of workers and the culture of the workplace. Some
staff work all their hours and then have extended periods of leave. Where there used to be a lot of overtime
worked, “now they just want to do their hours and get out of there”.
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APPENDIX 2:
PROCESS FOR CHANGE

Having established that collective bargaining is the strongest way to achieve sustainable work-life balance
improvements, it's necessary fo consult widely with union members about their work-life needs.

The success of work-life balance policies depends
on the commitment of management, workers
and unions.

While gains from collective bargaining, such as
improved pay and job security, apply across a
workforce — or an industry — specific work-life
balance arrangements (outlined in the previous
section) are likely to vary according to the type of
work done and the profile of the workers (numbers,
gender, age).

The collective agreement can contain these
arrangements, but it is still going to be necessary

to have a process which assesses the needs of the
workforce, pilots work-life balance arrangements
and monitors them, and ensures an on-going
commitment and involvement from everyone. This
process begins at meetings of union members before
bargaining begins, where issues can be raised and

a democratic process begun to push for change.
Other action includes:

1 Develop a joint working group with
management.

Team building and project planning.
Worker involvement.

Assessing needs.

L B~ W N

Piloting work-life balance arrangements.

38 Trades Union Congress. Changing Times — a TUC guide to work-life balance, 2001. p11
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|. Develop a joint working group

Management and unions working together is the
key to success. You can do this by:

1

2

Agreeing that work-life balance is a win-win
situation for all parties involved.

Managers and union representatives sounding
out support among colleagues and members.

Carrying out audits to identify problems and
scope for positive change.

Union representatives and managers meeting
informally to assess expectations and
aspirations.

Setting up a joint union-management working
group which has a wide representation of all
areas of the workforce, younger and older staff,
men and women, ethnic minorities and people
with disabilities so that the group represents

all views.

Encouraging new ideas and approaches.

Making a commitment that no solution will be
imposed on staff.

Testing new ideas, for example through pilot
programmes with time limits.

Agreeing how solutions developed through
working in partnership fit with collective
bargaining arrangements — for example it may
be that the proposals developed by the project
are then agreed through the formal negotiating
structures.”



PPTA wins henefits for families

The Post-Primary Teachers Association (PPTA) recently settled a collective agreement which gives female
teachers with 12 months or more service up to 24 months continuous maternity leave. This is a full year longer
than the law requires. Female teachers covered by the collective also receive a maternity grant. The amount
of the grant is calculated on the basis of six weeks’ full salary at the rate applicable at the date of birth

(or placement in the case of adoption) to the position from which the teacher was granted leave of absence
or resigned.

The PPTA has also included in the collective agreement leave for a partner to attend the birth of their child.
The clause states that permanently appointed teachers will be granted one day’s paid leave to attend their
partner at the birth of their child.

The union also won extensions to leave for family reasons. In the case of serious illness:

a) Ateacher may be granted leave with pay on account of serious accident or a crisis in a severe illness of a:
(i) partner, child, parent, brother or sister — two days;
(i) anear relative, near relative-in-law or a member of the teacher’s household - one day.

b)  The maximum period of leave on full pay that may be granted for this purpose, including travelling time, is
seven days.

The collective agreement also allows a day off for important family and other occasions:

a) Their own wedding or that of their child, a sibling, parent, grandchild or grandparent;

b) Their parents’ golden or diamond wedding anniversary;

¢) Their own ordination, vice-regal investiture, admission to the bar or capping or that of their partner, child,
sibling or parent;

d) Attendance at court for an adoption order;

8) Rosh Hashonah and Yom Kippur for teachers of the Jewish faith.
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Sample terms of reference for joint work-life
balance working group

1

The working group will work to ensure the
introduction and proper application of work-
life balance policies.

It will develop the different options that have
the potential to meet the many diverse needs of
NAME OF ORGANISATION/SECTOR and its
employees with the objectives of:

* enhancing the opportunity to reconcile work
and family life

e contributing to the effective and efficient
operation of NAME OF ORGANISATION/
SECTOR

e promoting equal opportunities policies.
The working group will:

a) Identify relevant options for NAME OF
ORGANISATION/SECTOR in relation
to policies and practices. The following are
examples of practices which are appropriate
for consideration:

® job sharing

e work sharing

e part-time work

e flexitime

o flexi-place/ teleworking/ e-working
® term-time working

e childcare

e career break/special leave.

b) Assess the impact (cost/benefit) of work-life
balance policies and practices with
particular regard to the objectives outlined
at 1 above.

¢) Identify any potential barriers and
impediments to the provision of work/life
balance policies that meet the needs of
NAME OF ORGANISATION/SECTOR
and its employees and identify possible
solutions.

d) Report and make recommendations to
NAME OF APPROPRIATE GROUP for
implementation.”

39 Irish Congress of Trade Unions. Family Friendly Working and Work-Life Balance

Guidelines — Tool Kit for Trade Unions, 2002,pp 84-85.
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2.
l

Team-building and project
anning

The joint union-management group can oversee the
following process:

1

10

11

Appoint a co-ordinator to run the process,
monitor and report progress, respond to
questions, assist with organisation. This person
needs to be seen as neutral by all parties.

Some administrative support will be needed.

Acceptance that employees dedicated to the
work of the group may be a financial cost to
management.

Plan the project — agree a timetable and
schedule group meetings to it. Project planning
can help to build an effective team.

Decide who does what — plan who will take
responsibility for overseeing different parts of
the process, for example a staff newsletter.

Choose a Chairperson — this could be rotated
between union and management.

Agree a budget.

Design an initial questionnaire of staff to
explore, for example, the mismatch between
actual hours worked and preferred work
patterns. This can help identify pilots for testing
new work patterns. Sample questionnaires
follow in this section.

Where possible obtain expert assistance
with surveying workers, either in-house (for
example, a marketing department) or from
outside (local polytechnic or university).

Decide how the survey will be carried out, for
example is there likely to be a better response
rate to a questionnaire if the union assists

with distribution and collection? Union and
management should circulate a joint message of
support to all staff with the survey information.

Do everything possible to ensure at least a
50 per cent response rate to the questionnaire.*

40 Trades Union Congress. Changing Times — a TUC guide to work-life balance, 2001,

pp12-16.



3. Worker involvement

There has to be the widest involvement of workers
and union members. The union-management group
can use surveys to achieve this by:

1 Asking workers to compare existing hours and
work patterns with their preferred hours and
saying what their preferred hours are.

2 Identifying reasons for preferences, for example,
childcare, education, leisure, community
roles, religious belief — this may help you find
solutions.

3 Analysing the mismatch between actual and
preferred hours/patterns.

4 Exploring possible solutions through matching
staff preferences with business needs.

5 Reporting survey results and the group’s
discussions on solutions to managers and staff
in a newsletter.

6 Involving staff in group discussions or
workshops to further explore staff and
managers’ concerns and their preferred
solutions.

7  Conducting more detailed and tailored
questionnaires with work groups/ departments
where you hope to pilot new patterns of work.

4, Assessing needs

Two options in surveying members are workshops
and questionnaires. A third measure, which may
occur earlier and may lead to a joint working
group, is the use of a pay and employment equity
audit tool.

Workshops

Workshops bring together a representative group
of people to talk about the main issues of relevance
to a larger group. The workshop could be used to
gauge workers’ concerns and suggestions for work-
life balance strategies. Workshops are potentially

a very powerful method for conducting research
and for communicating within organisations. They
can ensure that all workers and their unions have
input into developing work-life balance policy.

It is vital that workshops are genuinely balanced
and representative of the workforce and of the
people potentially concerned with work-life balance
working arrangements. The group must reflect the

views of the workers that it represents. Care must
be taken to ensure that in mixing different grades
of staff, less senior members are not inhibited from
fully participating and expressing their views.

There are usually about 10 participants in a
workshop and discussion should last for about 90
minutes. Participants should be briefed in advance
to ensure that they know why they are being asked
for their opinion. It will also need to be clear that
comments will remain confidential and will not be
attributed to individuals.

The outcomes from the workshops should be
written up and presented to the appropriate group
for action.

Questionnaires

Designing a questionnaire usually involves the
production of several drafts which are progressively
revised and refined. Two examples of questionnaires
are included in this section. The first is longer and
includes several possibilities and issues, while the
second is a shorter questionnaire which would be
useful for clarifying priorities.

A typical questionnaire is likely to have separate
sections for collecting factual information and
sections designed to establish staff working time
preferences, business needs and any mismatch
between them. A questionnaire should take no
more than 20 minutes for workers to complete.

An open-ended section for additional comments
provides them with the opportunity to stress specific
points or voice individual concerns. It would also
provide illustrative materials and quotes. As with
the analysis of findings, workers should be assured
of the confidentiality of this additional information.

The results of this type of survey can be
presented to management, your union meeting
or joint working group in the form of a report
or with charts or graphs, which immediately and
graphically highlight the areas of pressure

for members.

How is a questionnaire carried out?

Agreeing on what the questionnaire is designed
to do and how it will be done is a key stage.

A successful survey will take account of the
following points:

draw on staff views and design a questionnaire
that reflects their preoccupations and is
expressed in their language
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¢ the interviews and group discussions can also
act as a briefing for staff and serve to establish
ownership of the exercise as staff co-operation is
sought to design the questionnaire

e piloting a questionnaire increases the number of
people consulted before the survey is launched
and ensures that the questionnaire is understood
by all, and is easy and quick to complete

e the presentation of the questionnaire in a user
friendly booklet format further encourages the
staff to participate, and the covering letters are
useful to give guidelines

¢ the pre-publicity through staff newsletters,
internal briefings and intranet further raises the
level of awareness

e it is also important to tell staff at that time when
and what sort of feedback they will be given and
to stress the commitment of the organisation to
act on their views

® it may also be useful for publicity to specifically
target business groups or departments and/or
groups of staff to encourage them to reply.
On the other hand, it is important to balance
the need for a high response rate with the
need to get good data. If staff feel coerced into
responding, the data collected may suffer, or
alternatively they may return blank or unusable
questionnaires

* make sure the analysis is rigorous and clearly
presented to the joint working group and to
managers and staff."!

Caution with using questionnaires

Surveying members with questionnaires carries
the risk that the questions themselves will

limit responses. This can happen if unions are
marginalised and questionnaires come out of HR
departments with little or no union input. Another

41 Irish Congress of Trade Unions. Family Friendly Working and Work-Life Balance Guidelines

— Tool Kit for Trade Unions, 2002, pp 87-89.
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concern is that the language or literacy skills of
some members may mean they need help to fill in
their questionnaire.

A good questionnaire will be developed by the
union and encourage respondents to open up about
their priorities.

Pay and employment equity audit tool

The Pay and Employment Equity Taskforce
recommended in its five-year plan of action the
development of this audit tool which looks at the
positions of men and women in a workplace and
analyses the patterns it finds. The Department of
Labour is overseeing the development of this tool.

2. Piloting work-life balance
arrangements

It may be worthwhile to pilot an option for a period
of time in an area where the development of work-
life balance working arrangements is most suitable
and relevant. The pilot will need to be reviewed to
assess what practical issues are arising and what
supports and adjustments may be required — for
example, changing core hours, implementing a
communications system or balancing employees’
pay needs.

When the trial period is over and any changes have
been agreed with management the next step, in
consultation with workers, is to extend the policy
beyond the pilot group.

Information in this section, including the following surveys, is adapted from Family
Friendly Working and Work-Life Balance Guidelines — Tool Kit for Trade Unions
published by the Irish Congress of Trade Unions (2002) and from Changing Times
—a TUC guide to work-life balance (2001) with kind permission from both. The first
sample survey is based on work carried out for the TUC guide by the UK Institute for
Employment Studies for the Inland Revenue/PCS Our Time project.



SAMPLE QUESTIONNAIRE (1)
WORK-LIFE BALANCE SURVEY

All staff are being asked to complete this confidential survey.

Please tick the appropriate box(es) in response to each section

A. ABOUTYOU

The first part of the survey deals with you as an individual and its purpose is to give a greater understanding
of your views and needs.

1.

In which department are you currently based?

Customer Services Administration Other

What is your current grade?

Do you manage any staff? Yes No
Gender? Male Female
Age? 16-30 31-40 41-50 >50

How many dependent children do you have? (please fill in number)

Pre-School Age Primary education Secondary education

Do you have anyone sick/elderly/disabled to whom you look after/give special help to?
Yes No

If you live with a spouse or partner, how does your income compare with theirs?

Higher Lower Same Don’t Know

YOUR CURRENT WORKING HOURS

10. What are your current CONTRACTED working hours? hrs per week/day
11. Please tick which days, including part days, you usually work?
Monday Tuesday Wednesday Thursday Friday Saturday
12. What are your current usual Start and Finish times? (please tick)
START TIME FINISH TIME

Before 07.00am [ 08.30- 09.00am Before 2.00pm 4.00-4.30pm

7.00-7.30am 9.00-9.30am 2.00-2.30pm 4.30-5.00pm

7.30-8.00am 9.30-10.am 2.30-3.00pm 5.00-5.30pm

8.00-8.30am After 10am 3.00-3.30pm 5.30-6.00pm

3.30-4.00pm After 6pm

13.

Do you work rotating shifts? Yes No

Sunday
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14. Do you do work that you don’t get paid for? Yes No
15. Have you worked at the week-end, including overtime, during the last three years?

16. Do you feel obliged to work over-time? Yes No

17. How well do your current working hours patterns meet your needs?

Fully Mostly Adequately Poorly Not at all

C. ALTERNATIVE WORKING PATTERNS

18. What would your preferred working hours/patterns be? (Please specify, e.g. Mon-Fri, 7.30 am to 3.30

pm, Job Share, Term Time only, eWork, etc)

19. In principle are you interested in a voluntary unpaid option to take time off? Yes

20. Which of the following would encourage you to work an alternative pattern of hours?
(Please tick all that apply) Yes No

No core time

Ability to organise your own working time within team to suit yourself
Enhanced payments

A guarantee that these would remain voluntary

Workplace-based childcare

E-Working

Condensed working week

Childcare subsidy
Other/comment (please specify)

21. In which ways might greater flexibility of working hours affect you?
(Please tick all that apply) Yes No

Not at all

To help me manage childcare

To help me spend time with my family

To help my travel arrangements — to/from work
- for work

To help me care for a dependent relative

To improve my quality of life

To help me work more efficiently

IT’S ABOUT TIME! A UNION GUIDE TO WORK-LIFE BALANCE



Yes No

To allow me carry out voluntary/community work

To help me with lifelong learning/training etc

To allow me to enjoy my leisure

To improve my health

Other (please specify)

D. WORK-LIFE BALANCE

22. How well are you able to juggle the demands of your work and your life outside work? Indicate the

extent to which you agree or disagree with the following statements.
(Please circle one number on each line)

1 = Strongly Disagree

2 = Disagree

3 = Neither Agree nor Disagree
4 = Agree

5 = Strongly Agree

One of the reasons I work in this organisation is because of the opportunity to work flexible hours

1 2 3 4 S

This organisation is happy to allow flexible working patterns

1 2 3 4 S

Staff with family commitments have equal opportunities here

1 2 3 4 S

Too much is done for staff with family commitments

1 2 3 4 S

This organisation is a “family friendly” employer

1 2 3 4 S

Requests to change work patterns are received positively here

1 2 3 4 S

All staff have equal access to flexible working arrangements

1 2 3 4 S

Part-time staff have equal access to career progression

1 2 3 4 N

This organisation doesn’t do enough for people without children
1 2 3 4 S

This organisation doesn’t do enough to enable people to pursue education or training opportunities
1 2 3 4 S

I find core flexi-time restrictive

1 2 3 4 S

If I work extra hours, I would like to take the time due later in the year
1 2 3 4 S

This organisation cares about its staff
1 2 3 4 5
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23. What could this organisation do to improve your work-life balance?

24. Can you suggest any changes to hours that would match the needs of staff and of the organisation?

E. OTHER COMMENTS

25. Please use the space below to provide any other comments you would like to make about
working hours, work life balance. Please be assured that your comments will be treated in the
strictest confidence.

THANK YOU FOR TAKING THE TIME TO COMPLETE THIS SURVEY
e —

SAMPLE QUESTIONNAIRE (2)

This questionnaire is being used to assess what work-life balance arrangements would be most useful for
you. These are separate from your legal entitlements. Please list the items under each heading in order of
your preference, i.e. 1 for most useful initiative.

Please list in order of preference:

Flexible working: Leave Arrangements:

1. Flexitime 1. Paternity Leave

2. Flexiplace 2. Eldercare Leave

3. Part-time Working 3. Care for people with Disabilities
4. Term-time Working 4. Other options

5. Job Sharing

6. Other options

Breaks: Other Initiatives:

1. Employment breaks 1. Childcare support

2. Sabbaticals 2. Parenting workshops
3.  Secondments 3. Family days

4. Education Leave 4. Health care

5. Other breaks 5. Other initiatives

IT’S ABOUT TIME! A UNION GUIDE TO WORK-LIFE BALANCE



APPENDIX 3:
LIFE-LONG LEARNING

Unions are preparing for the Learning Representatives programme, which has the potential to make a
significant difference to the lives of thousands of workers.

The Government announced funding for the
programme, based on a similar system in Britain,
in this year’s Budget.

It involves workers being trained as workplace
Learning Representatives and helping their
workmates to get involved in life-long learning.
The programme recognises the benefits of further
education and training, both for the individual
worker and for the industry.

The Learning Representatives programme has the
potential to improve the ambition, hope and future
of thousands of workers — many of whom have not
had the opportunity for learning or who have been
failed by the education and training system.

Unions have long been campaigning that a high
skill, high value economy is the key to economic
growth and prosperity for all New Zealanders, and
the NZCTU sees life-long learning as a vital part of
the country’s skill base.

The NZCTU has been given the responsibility for
the management and administration of a Learning
Representatives pilot project.

Learning Representatives — A brief outline

The British scheme has been going for more than
five years and is very successful. It involves trained
Union Learning Representatives whose job it is

to tell their fellow workers about educational
opportunities, act as an advocate to help workers
take up these opportunities, and negotiate training
agreements and the training content of collective
agreements.

It is specifically a union scheme — Union Learning
Representatives are agents of the union as well as
advocates and guides for their co-workers.

The British representatives are trained in the
opportunities that are available for workers to
extend their education in both vocational training
and other education. Through their union, workers
also have a direct link with polytechnics at a

local and national level and can instigate training
programmes where they are needed to fill a
learning gap.

In Britain the scheme has been hugely successful

in getting workers into literacy education — workers
have felt safe discussing their lack of literacy skills
with a Learning Representative where they would
never admit it to their employer.

The proposal in New Zealand is for Learning
Representatives who are not specifically from
unions. However, it is already widely accepted that
unionised workplaces are much more likely to take
up the proposal and more able to support the work.

The Learning Representatives programme has
parallels with the workplace health and safety
representatives system — it involves workers helping
workers, and helps to establish a new workplace
culture where learning, or concern for health and
safety, is respected and supported. A culture of
work-life balance will also be needed to support
life-long learning.

Learning Representatives will be tied to working
with industry training and will have a link to
Industry Training Organisations. Unions will

need to ensure that the Learning Representatives
programme meets the career development needs of
workers and is part of each union’s organising plan.
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APPENDIX 4:
LEGISLATION AND 1LO CONVENTIONS

LEGISLATION

New Zealand has a number of laws in which is set down what’s known as the minimum code of employment
rights. The main ones that apply to work-life balance are the Holidays Act, the Minimum Wage Act, the
Parental Leave and Employment Protection Act, and the Employment Relations Act. The law sets down
minima - unions bargain for improvements fo these in collective agreements.

Holidays Act

The main provisions of the Holidays Act 2003
which came into force on 1 April 2004, are:

Annual Leave

1 An employee is entitled to three weeks annual
holidays upon the completion of 12 months
continuous employment. From 1 April 2007
an employee will receive four weeks annual
holidays on their next entitlement date.

2 An employer must give an employee the
opportunity to take two weeks of their annual
holidays in one uninterrupted period if the
employee so wishes.

Public Holidays

3 All employees receive 11 paid public holidays
if they are days they would normally work.
Payment is at relevant daily pay, i.e. what
they would have been paid if they worked
on the day.

4 An employee is entitled to an alternative
holiday if they work on a public holiday that
falls on a day they would normally work.
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An employee cannot be compelled to work on
a public holiday unless they normally work
on the day that the holiday falls and they
agree to work on the public holiday in their
employment agreement.

All employees must be paid one and a half
times their normal rate for the time worked on
a public holiday (an employment agreement
cannot provide for a lower rate of pay). All
employment agreements must specifically state
this right.

Sick and Bereavement Leave

7 An employee is entitled to sick leave and

bereavement leave upon the completion of six
months current continuous employment; or a
period of six months where the employee has
worked for the employer for at least an average
of 10 hours per week during that period and no
less than one hour in every week or 40 hours in
every month during that period.

e Payment for sick and bereavement leave is
at relevant daily pay, namely what they
would have been paid if they worked on
the day.



Sick Leave

8 The entitlement to sick leave is five days per
year. An employee is entitled to sick leave
where they, their spouse or defacto partner, or
someone who depends on them for care is sick
or injured.

9 Up to 15 days unused sick leave may be carried
over into the next period and this means that an
employee can have an entitlement of up to 20
days. An employment agreement may provide
for more sick leave and better carry over
provisions. Unused or accumulated sick leave is
not paid out upon termination of employment.

Bereavement Leave

10 An employee is entitled to:

e Three days bereavement leave upon the
death of their spouse/partner, parent,
child, sibling, grandparent, grandchild or
spouse/partner’s parent; and

¢ one day of bereavement leave on any
other occasion where, in good faith, the
employer accepts the employee has suffered
a bereavement, taking into account relevant
factors, including the closeness of the
association between the employee and the
deceased person; whether the employee has
to take significant responsibility for all or
any of the arrangements for the ceremonies;
and any cultural responsibilities of the
employee in relation to the death.

Parental Leave and Employment
Protection Act

1 From July 1, 2004, 12 weeks paid parental
leave is provided at a maximum rate of $346.63
per week. This should generally be increased on
an annual basis.

2 From December 1, 2004, eligible workers will
be entitled to 13 weeks paid parental leave.

3 This increases to 14 weeks from December 1,
2005.

4 Parents are able to take paid parental leave if
they are in paid employment and have worked

with the same employer for more than six
months.

5 Currently an employee taking parental leave
who has been in a job for 12 months or more
has job protection. That person’s job must be
held open for up to 52 weeks if they are on
parental leave during this time. The first 12
weeks of parental leave will be paid and the
balance of leave taken is unpaid.

6 The Government has announced that an
employee taking parental leave who has been
in a job between six and 12 months has job
protection. That person’s job must be held open
for 12 weeks while they take that leave.

The NZCTU has submitted that the scheme still
unfairly excludes women in part-time jobs that
are for less than 10 hours a week, and seasonal,
short-term or casual workers who don’t work
continuously for six months before the birth.
Unions want the eligibility criteria to be widened
to cover the growing number of women in these
types of jobs. Unions are also continuing to push
for an increase in the level of payment because,
at its current level, the vast majority of workers
would face a drop in income when they went on
parental leave.

Article 10 of the ILO Maternity Convention
includes a specific requirement for breastfeeding
breaks. Given the low voluntary introduction of
such provisions by employers, the NZCTU supports
a legislated right to breastfeeding breaks and
facilities upon return to work.

Employment Relations Act

The Employment Relations Act (ERA) is

New Zealand’s fundamental employment law,
regulating most aspects of the employment
relationship. It has recently been reviewed and
strengthened so it promotes, rather than just
permits, collective bargaining. Unions, as well

as business groups, were heavily engaged in
consultation with the Government for the review
of the Act. Unions consider that work-life balance
relies upon union strength in collective bargaining,
so a strong ERA is vital in underpinning our work
in this area.
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ILO Conventions

The International Labour Organisation sets labour
standards, called conventions, which countries

are encouraged to ratify. Currently 178 countries
subscribe to ILO standards. Ratification means
that a country has agreed to abide by the terms

of the convention and that its legislation and
practice complies. Often part of a union campaign
to government for improvement to labour laws
will include demands to ratify a particular ILO
convention.

The ILO conventions most relevant to work-life
balance, which New Zealand has yet to ratify, are:

Convention No. 183 - Maternity Protection

New Zealand will be close to meeting this
convention’s requirements when, in December
20035, paid parental leave is extended to 14 weeks.
Every member state which ratifies Convention No.
183 also has to establish the right of breastfeeding
mothers to one or more daily breaks or a daily
reduction of hours of work.

Convention No. 156 — Workers with Family
Responsibilities

This convention is intended to create effective
equality of opportunity and treatment in
employment and occupation between men and
women workers with family responsibilities, and
between workers and other workers.

Each country party to the convention must have

the objective of enabling people with family
responsibilities to engage in employment without
being subject to discrimination and, to the extent
possible, without conflict between their employment
and family responsibilities.

Convention No. I71 - Night Work Convention

This convention aims to protect the health and
safety of night workers, help them meet their family
and social responsibilities, provide opportunities for
promotion, compensation for their hours, and to
protect maternity.

Convention No. I75 - Part-Time Work Convention

This convention protects the rights of part-time
workers — including the right to fair pay, the right
to organise, to occupational safety and health, to
measures against discrimination, and to the same
employment rights as full-time workers.
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Convention No. [53 - Hours of Work and Rest
Periods (Road Transport) Convention

This convention sets breaks for drivers, total
allowable driving time at 48 hours per week, and
a daily rest period of 11 consecutive hours.

In addition, unions are concerned that
New Zealand has ratified a number of conventions,
but is not complying with their requirements.

Trade unions have reported to the ILO that

New Zealand is not complying with Convention
No. 47 Forty-Hour Week, even though we have
ratified it. The practical effect of clauses in the
Minimum Wage Act give no impediment to
employers requiring workers to work for more than
40 hours per week, and to work more than five
days per week. While the worker must agree to the
hours, many feel they have no choice if they wish
to be appointed or keep their jobs. The NZCTU

is aware of widespread abuse of the 40 hour week
principle, wherein a significant proportion of full-
time workers work more than 40 hours each week.

Similarly, unions are concerned at the lack of
legislative provisions requiring a minimum, weekly
24-hour rest period as set down in Convention
No. 14 — Weekly Rest (Industry), which has also
been ratified.

Although New Zealand has ratified Convention
No. 100 Equal Remuneration which calls for
equal pay for work of equal value, there is still

a gender pay gap that has its roots in problems
such as occupational segregation, undervaluing of
work primarily done by women and both direct
and indirect discrimination. Specifically, there is
concern about the adequacy of legal rights and
obligations. We note, however, significant action
being undertaken by the Government in this area.

New Zealand has also ratified Convention No. 111
Discrimination (Employment and Occupation),
but the Human Rights Commission’s Framework
for the Future report says little progress has been
achieved in the past decade on providing equal
employment opportunities for women, people
with disabilities, and Maori and Pacific people.
The report says women have achieved the most
progress in the past decade but are still far away
from achieving equality with men in terms of
participation rates, pay and seniority.*

42 Human Rights Commission media release, June 14, 2004



APPENDIX 5:
DECENT WORK

The Director-General’s report to the International Labour Conference in 1999 was titled Decent Work.

The report stated that:

The primary goal of the ILO today is to promote
opportunities for women and men to obtain decent
and productive work, in conditions of freedom,
equity, security and human dignity.

The concept of Decent Work is described by the
ILO Director-General, Juan Somavia, as the coming
together of four strategic objectives:

1 Fundamental principles and rights at work.

2 Promotion of employment opportunities.

3 Strengthening social protection.

4 Social dialogue.

One of the conclusions of the 2001 ILO Asian
regional meeting was for member states to define,
through a tripartite process, a national plan of
action for Decent Work. This suggestion was put
forward by the Minister of Labour and supported
by Business New Zealand and the NZCTU.

The intention is a ‘bottom-up’ approach to
implementing the ILO’ Decent Work agenda in the
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Pacific subregion, i.e. developed by countries rather
than the ILO.

For more information on developments of national
plans of action in the Asia and Pacific visit: http://
www.ilo.org/public/english/region/asro/bangkok/
dw/national.htm

In New Zealand a tripartite steering group — made
up of representatives from business, unions and the
Department of Labour — has been established to
provide direction to the Government on the shape
and content of a Decent Work Action Plan.

One of the roles of the steering group is to provide
direction on the scope and form of a stocktake of
activities that contribute towards the four broad
objectives of Decent Work. The results of the
stocktake will enable analysis in relation to the four
areas of Decent Work.

The DOLs Work-Life Balance Project will form part
of the Decent Work Action Plan stocktake.
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APPENDIX 6:
TRADE UNION WORK-LIFE BALANCE NETWORKS

The NZCTU already has a work-life balance group comprised of representatives from affiliated unions

in which members can share ideas and learn from each other’s experience. Communication with other
union activists is useful for getting an idea of what might work in your own industry. The group is also an
opportunity to share model clauses for work-life balance in collective employment agreements.

Some unions may also benefit from having their The NZCTU website has information on union
own in-house work-life balance network as campaigns for work-life balance at:

organisers and other union staff will be working
in different areas of work-life balance and would
also find it useful to co-ordinate their efforts or
pass on ideas.

http://www.union.org.nz/campaigns/getalife.html

APPENDIX 7
PARTNER ORGANISATIONS IN WORK-LIFE BALANCE

The following organisations in New Zealand are also involved in work-life balance:

The Department of Labour — Work-Life The EEO Trust

Balance Project. http://www.eeotrust.org.nz/worklife/index.shtml
http://www.dol.govt.nz/worklife/ State Services Commission: HR Framework Project
The Ministry of Women’s Affairs on work-life balance
http://www.mwa.govt.nz/cont_ http://www.ssc.govt.nz/display/document.
wk.html#workfamily asp?docid=3932

The Human Rights Commission
http://www.hrc.co.nz
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APPENDIX 8:
OVERSEAS EXPERIENCE

|. Australian Council of Trade Unions
Work and Family

The ACTU has developed a work and family pathway which takes account of the different needs of different
workers over their life course. Policies recognise that workers, particularly women, will require extended
periods of time out of employment to undertake care, together with assistance in making a series of
transitions back to work. They also recognise that family needs vary by the age of their youngest child,

and their other caring responsibilities.

Ref: http://www.actu.asn.au/public/campaigns/ industrial awards and eventually flow on to benefit
workandfamily.html up to 4.5 million Australians that have caring
responsibilities.
Work and Famlly Test Case The new workplace rights sought by the
The ACTU is seeking new rights for parents and ACTU include:
carers to family-flexible work arrangements in ¢ A choice for parents to take up to two years
an historic national test case which started on unpaid leave after the birth of a child
September 1, 2004, before a full bench of the e An option to work part-time for up to five years
Australian Industrial Relations Commission in until children are at school
Melbourne. e Flexible start and finish times so that parents
Speaking before the opening of the case, ACTU and carers can pick up or deliver children to
president Sharan Burrow said: school or childcare
“The Work and Family Test Case is an historic e An ability for employees to ‘salary sacrifice’ and
opportunity to bring our workplaces into line ‘buy’ up to six weeks a year extra time off for
with the needs of Australian families in the school holidays.

twenty-first century.

“The conflict between work and family life is Key evidence to be presented by the ACTU shows:

putting millions of families under enormous e The current entitlement of one year unpaid
strain and it is now time to solve this major parental leave is not enough, with 60 per cent of
social problem.” mothers not returning to work within this time

The results of the test case will directly affect
more than 1.6 million people working on federal
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“The conflict between work and family
life is putting millions of families under
enormous strain and it is now time to solve

this major social problem.”
O

® A right to work part-time until children are at
school is important, with research showing most
mothers working full-time (60 per cent) would
prefer part-time work

e The mismatch between school or childcare and
current work hours and leave entitlements is
creating significant gaps in care for children.

The major employer groups, Australian Chamber
of Commerce and Industry and Australian Industry
Group, as well as the Howard Government are
opposing the ACTU proposals for new obligations
on employers — ignoring evidence that voluntary
changes by individual employers won’t work for
the hundreds of thousands of people, especially
women, who are in low paid, casual jobs and have
little bargaining power.

Ref: http://www.actu.asn.au/public/
news/1093994114_3757 . html

Reasonable Hours

The ACTU Reasonable Hours campaign aims to
raise awareness about the effects of long working
hours. ACTU research into workplace issues

has found that long hours and the increasing
intensification of work is the overwhelming primary
concern of workers. For much of the last century
Australia led the world in fair working time. But

in 1980 Australia started to buck the international
trend and hours began to grow. Currently, Australia
has the second-longest working hours in the OECD.
On current trends it will soon have the longest. It is
a sad irony that Australia now has one of the worst
records in the world. It is time to once again civilise
working time.

Ref: http://www.actu.asn.au/public/campaigns/
reasonable.html

Reasonable Hours Test Case

The aim of this case is to establish an award
benchmark for what is a reasonable level of total
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number of hours worked and what is a reasonable
configuration for those hours.

The proposed clause is intended to apply across the
workforce and so is general in nature. It does not
propose a numerical limit on hours worked as this
will vary by each industry and situation. However,
it does set out criteria which describe unreasonable
hours of work.

The proposed clause also provides for an
entitlement for employees who work a large
number of hours per week. This entitlement
provides for an additional number of days annual
leave where on average a certain level of hours per
week has been worked over a 12-week period.

If successful, the case would establish as a standard
a description of unreasonable hours of work. It is
intended that such a description may also be the
basis for more specific claims through enterprise
bargaining. That is, by applying the description to
a particular industry or employer it may be possible
to set a numerical limit on total hours worked.

Ref: http://www.actu.asn.au/public/
reasonablehours/rhaim.html

2. Trades Union Congress (Britain)
Changing Times

These are changing times. We live in an age when
high quality goods and services are demanded
outside of normal working or opening hours.
Competitiveness, flexibility and quality services are
key concepts in the organisation of work today

— as are job security, job satisfaction and fairness.

The successful employer, private or public, has to
deliver on all these. This means:
e involving staff in decisions about change

e making sure their needs and aspirations
are considered

* winning their commitment to new ways of
working.

One of the most essential ingredients in the
organisation of work is time:

e when we work

e for how long

* how we balance working time with time outside
of work.



These are difficult issues which we have to resolve
in the UK:

e British workers work the longest hours
in Europe
e stress is the greatest cause of absence from work

® many organisations have not introduced family-
friendly working, despite encouragement
from government and positive reports from
organisations which have.

Family-friendly concerns are not the only
consideration — finding the time for learning, or
taking part in community life, are equally powerful
motivators for balancing life at work with life
outside. (From the TUC website — link below)

The TUC has published Changing Times —a TUC
guide to work-life balance as part of its extensive
on-going work-life balance campaign. The
following link offers an opportunity to sign up and
receive the regular Changing Times newsletter.

http://www.tuc.org.uk/theme/index.cfm?theme=ch
angingtimes&startrow=1&endrow=3

The European Union Working Time Directive

At the time of publication the TUC is campaigning
against the EU Commission’s proposals to revise
the EU Working Time Directive, which include the
continuation of the opt-out for UK workers from
the 48 hour working week.

TUC general secretary Brendan Barber, said:
“This is a disappointing decision that will
satisfy no-one.

“People at work will get some slight extra
protections against bosses who try to force them
to opt-out of a 48 hour working week. And union
members will be able to negotiate a limit to their
maximum hours.

“But these limited reforms show that the
Commission has failed to grasp the scale of the
UK’s long hours culture and the damage it is doing
to our workforce and economy.

“British bosses will still be able to rely on
pressuring staff to work long hours instead of
adopting safe, efficient and productive working
practices.”

Working time fact file

* Only one in three people with jobs know that
the law protects them against working more
than 48 hours a week

e Nearly two out of three people who say they
regularly work more than 48 hours a week
say they have not been asked to opt out of the
working time regulations

* One in four who have signed an opt-out say
they were given no choice about signing away
their rights
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e The Government statistics show that seven

out of 10 long hours workers want to work
fewer hours

e 3.75 million UK employees are regularly
working over 48 hours a week. The numbers
of these have fallen by only seven per cent since
1998 and at that rate it would take 45 years
to reach the EU average when we could expect
the UK to have around 1.25 million long hours
workers (mostly managers and professionals
exempt from the working week limits).

Ref: http://www.tuc.org.uk/work_life/tuc-8677-
f0.cfm?theme=itsabouttime

3. Irish Congress of Trade Unions

Family friendly working and work-life balance

Family Friendly Working and Work Life Balance
(FF / WLB) refer to policies and working
arrangements that enable men and women to
achieve a better balance between work and
family life. These include a variety of working
arrangements, including statutory entitlements
such as Carer’s Leave, Maternity Leave and Force
Majeure Leave, and other non-statutory forms

of organising work such as flexitime, jobsharing,
eWorking and term-time working. These practices
are beneficial to both workers and employers and
are a priority for trade unions as members in all
regions and sectors seek access to them to balance
their work with their responsibilities and choices
outside the workplace.
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The ICTU has published Family Friendly Working
and Work-life Balance Guidelines — Tool Kit for
Trade Unions which has been referred to in this
publication.

Ref: http://www.ictu.ie/html/services/projects/
family_friendly.htm

The ICTU has also recently launched a booklet
Guidelines on Breastfeeding in the Workplace.

Excerpts from a statement from David Begg,
Congress general secretary, at the launch of the
publication in September, 2004:

“This is an important initiative from Congress,
achieved under the auspices of Social
Partnership. It demonstrates our commitment to
bringing about real, tangible improvements in
the lives of working women.

“If the work of Congress could be reduced to
one clear aim, it would be this: to enhance and
enrich the lives of working people. This latest
Congress initiative fits perfectly with that goal.

“In essence, it is about improving quality

of life for working women; supporting and
valuing working women and their children;
providing choice and opportunity where none
existed before.

“We believe it will have a very positive impact
on the lives of working women and their
families.”

Ref: http://www.ictu.ie/html/news/releases/
p200904.htm
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