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end of chapter material

final observations and summary
Final observations provide the end point of the argument for

the chapter and beyond.
The chapter summary is a synopsis of the whole chapter that

reiterates the key themes of the chapter topic. Use these
summaries as a reliable pre-exam revision tool.

discussion questions 
These short-answer discussion questions give you
an opportunity to think about and discuss different
situations directly related to the chapter you’ve
just read.

case study
End of chapter cases illustrate real-world applications of industrial
relations concepts. These cases provide a sense of place for the ideas
that have been developed within the chapters. They may be used as the
basis for tutorial or class discussion and are accompanied by three to
four ‘issues for debate’ questions.

The PowerWeb icon appears here as a
reminder that you may search for more
related articles and cases online. 
To access this information please see the
registration card at the front of this book.

further reading 
At the end of every chapter a list of further reading

is provided to encourage you to extend your
reading around chapter themes.

chapter 2 the changing nature of work and employment
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part one the nature and context of industrial relations
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discussion questions
1 Outline key recent trends in employment restructuring.
2 How would you account for the growth of part-time and casual employment?
3 Assess the argument that the growth of the outsourced or sub-contracted work-

force reflects changes in the organisational structures and strategies of enterprises.
4 How can we explain the growth in hours of work by those in employment?
5 Is Australia a more unequal society today? What factors might explain the growth

in earnings inequalities in recent years?
6 What is meant by the terms downsizing and delayering? Discuss their conse-

quences for employees, unions and organisations.
7 What is meant by the terms numerical flexibility and functional flexibility?

Provide examples that illustrate these forms of flexibility. What are the conse-
quences of flexibility for employees?
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C A S E  S T U D Y

FinanceCo

FinanceCo is an organisation operating in the competitive world of the finance sector, which includes banks,
building societies, credit unions and other financial services providers. FinanceCo offers a range of business
and personal financial products but specialises in providing housing finance and savings facilities through its
network of approximately 40 branches. Face-to-face contact with customer service staff in the branch
network is emphasised as a part of their product differentiation.

In 2002, FinanceCo employed approximately 500 employees, with women making up approximately
78% of its workforce. The majority of staff at FinanceCo (61%) were employed in the lowest occupational
category of ‘branch cashier/teller’; females made up over 90% of employees in this category. This profile
had particular implications for managing employment transitions like maternity leave, return to work,
requests to reduce or increase working hours and retention of skilled staff. Aside from award minimum
entitlements, such as carer’s leave and the statutory 12-month unpaid maternity leave, the organisation
emphasised reduced working hours as a mechanism to assist employees in managing their work and caring
commitments.

Full-time employees at FinanceCo work a 38 hour, five-and-a-half day week. There are three categories
of less-than-full-time employment: ‘permanent part-time’ (PPT), ‘job share’ (JS) and ‘casual on-call’. Typically,
PPT and JS employees work the same two to three days per week and have access to pro-rata employment
conditions that are regulated by the Staff Enterprise Agreement. The JS employees operate under an agree-
ment to share the ‘time’ of a full-time employee and, therefore, they have the additional requirements of
performing relief cover—the planned absences (like annual leave) and unplanned absences (like sick leave)
for their job-share partner. On-call casual employees, as the name suggests, generally work irregular hours
and days of employment and are paid a casual hourly wage rate to offset their lack of entitlement to
standard employment conditions.

A significant proportion (22% in 2002) of total employees in FinanceCo work less-than-full-time hours
and the human resources (HR) department expect this to ‘keep increasing over the next couple of years’.

From the employer’s perspective, these forms of employment offer a number of benefits. For instance, as
HR describes, ‘the benefit for the organisation when it first kicked off the job-share agreement [was] we
did not have to supply relief by way of a casual or another full-time relief person’. Further, the ability to
match anticipated transaction peaks in the branches with the part-time workforce, and unanticipated
absences or staff shortfalls with the casual workforce have been important sources of numerical flexibility
for FinanceCo.

These forms of employment are also considered to be a useful way to assist employees to manage the
competing demands of caring responsibilities and participation in paid employment. An estimated 98% of
the organisation’s part-time employees and all of its casual employees are female. One part-time employee
has confirmed this by saying, ‘. . . if I came back to work full-time . . . I would get to spend no quality time
with [my child]’. While PPT and JS employment are identified as beneficial for those employees who desire
set hours and days of work, the flexibility of casual employment has brought different benefits; as HR indi-
cates, ‘. . . [casuals] are usually people who come back from maternity leave and they don’t want to be
restricted to a certain number of days a week. Being casual . . . you can ring up and say I am . . . not avail-
able and that’s your prerogative as a casual. So a lot of them prefer that’.

The HR manager and other managers also highlight the advantages for the organisation in retaining
the significant experience and skills of employees while accommodating the desire of employees for
reduced working hours. In fact, HR described, ‘the culture of the organisation is to try and look after staff
and be a bit more family friendly’. As one manager describes, ‘part-time [employment] is good because I
can retain someone like [name] who is very knowledgeable, whereas, if she had to work full-time or not at
all, it would be not at all’. The casual labour pool also benefits both employees and the employer by allow-
ing employees to maintain their skills while on maternity leave. The HR department ‘. . . allows them [ie.
staff] to work casually while on maternity leave . . . they like do a day, here and there, to keep their hand
in so . . . they haven’t had a cold 12 months off . . .’ This system has the additional benefit to the organi-
sation of creating a highly trained and experienced, but numerically flexible, casual and part-time
workforce. Indeed, the retention benefits are significant, as explained by one manager, ‘. . . a lot of the
part-timers have actually worked for a very long time. In fact, some of them have probably got more skills
than the full-time staff. . .’

These mutual benefits aside, the experiences of FinanceCo have also highlighted some of the incom-
patibility that can exist between the demands of employer and employee for control over labour use and
flexibility. For example, the ‘flexibility’ of casual employment has at times worked against the organisation’s
need for control. Human resources, for example, have suggested that at times, the casuals ‘are a bit more
picky on where they go [location of branches]’ or they have been unavailable at times like school holidays.
Out of the casual labour pool of 40, ‘per day, [we can be] lucky to have about eight [available] because they
just have their set days that they can work that is worked around day care’.

From the employee’s perspective, a trade off of job and income security is required for them to gain
more control through casual employment. For some employees, aspects of JS and PPT employment at
FinanceCo are incompatible with the reality of their caring responsibilities. In fact, the successful operation
of the JS agreement has been based on ‘good support’ with childcare, ‘if they have to, they can come in
with a day’s notice’ (HR). As one casual employee has described, ‘. . . with the job-share I had to cover hol-
idays . . . I found with the kids it was really hard to try and get care for children for 10–11 days. So that’s
why I went casual . . . if you don’t come nobody else loses out’. Another casual has said, ‘when I was PPT
time here . . . when they [the kids] were sick I felt if I had a sickie I was letting the whole branch down. I
thought if I was casual and I can’t work, I won’t feel as if I am letting a branch down . . . we are on call so
we just get the work when we can’.

Inherent in the concept of casual ‘work when you can’ are the financial highs and lows—income for
employees and expenses for the organisation. The dependence of causal employees on ‘on-call income’,
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