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1.
INTRODUCTION

Our Interest
1.1
The Automotive, Food, Metals, Engineering,  Printing and Kindred Industries  Union (the AMWU)  represents 144,176 members working in the Australian manufacturing industry.  Our members predominantly work in the private sector within the manufacturing industry sub-divisions of:


*
metal products


*       
machinery and equipment


*
food, beverage and tobacco and


*
printing, publishing and recorded media.


The AMWU represents technical supervisory and administrative employees working within the above industry sub-divisions and  in the public sector. 

1.2
The AMWU is a national union operating in all Australian States and Territories. We are active participants at Board level on relevant industry bodies including  Industry Training Advisory Bodies (Itabs)  and Industry Superannuation Funds.  The union  is an active affiliate  of  relevant International Trade Union organisations,  particularly at the regional level. We are engaged with the debate on free trade and are a major contributor to AFTINET (Australian Fair Trade & Investment Network).


The terms of reference
1.2
The Union's submission primarily addresses terms of reference :


1(a) (ii) poverty amongst working Australians, looking in particular at where the money is going in manufacturing - wages, executive salaries and profits.  We highlight the impact of abandoning working communities in favour  of "share price"  through the Social Audit prepared for the Hunter Taskforce
; and


2(a) the impact of changing industrial conditions on the availability, quality and reward for work. In this section we look at the impact on the quality and reward for work of increasing casualisation, labour hire and other precarious relationships with the labour market . We argue that the globalised pressure for a downward movement on wages is supported by the Federal Government's  attack on working conditions,  unions and industrial democracy through award stripping, the legislative primacy of enterprise and individual bargaining and its unambiguous, albeit largely unsuccessful, legislative programme.


We reject the argument that freezing minimum wages leads to more employment in better paid jobs.

2.
THE TERMS OF REFERENCE
2.1
1(a) (ii) poverty amongst working Australians
2.1.1
The National Centre for Social & Economic Modelling (NATSEM) estimate
 that one in five Australians living in poverty
 or 460,000 "working poor," have wages or salaries as their main income.  Natsem's research is that the number of low wage earners doubled between the mid-1980's and the mid 1990's.  Minister Abbott accepts Natsem's modelling and research however, believes "we can't abolish poverty because poverty in part is a function of individual behaviour"
.

2.1.2
The Minister blames poverty on the individual, refusing to acknowledge that low wages and poverty are structural phenomenons influenced by social and economic policy and determined through legislation.  Australia since post Federation has recognised that market forces and power relationships within the labour market cannot guarantee a living wage. The Government is actively pursuing a US Free Trade Agreement with "everything on the table"  in the absence of broad consultation and research into the impact on jobs and working conditions.   The Government is systematically attacking the award system, which, in conjunction, with the "social wage," has protected Australian workers from poverty.


The current Federal Industrial Relations Minister is continuing the programme commenced by his predecessor Peter Reith, who made no secret of what his structural Industrial Relations "reforms" were about - "And never forget which side we're on.  We're on the side of making profits.  We're on the side of people owning private capital"
.

2.1.3
The Government is translating Reith's structural positioning into a process where labour market flexibility is being used as a pretext to weaken and reduce the application of protective and power balancing employment regulations.  Coupled with the erosion of historically regulated minimum (refer Section 2.3) has been the rise in unregulated and precarious employment.  The rise in precarious employment is driven overwhelmingly by demand.  Demand is primarily fuelled by the desire to lower labour costs (Hall 2000, Kryga 1999).


The Manufacturing Industry
2.1.4
More than a quarter of all employees are casual employees, with this proportion estimated to be increasing.  Two thirds of all jobs (1.18 million) created over the past 10 years were casual jobs
.  In the manufacturing sector more than 15% of the workforce are employed as casuals
.  Labour Hire is proliferating as the dominant alternative to the direct employee/employer contractual relationship.  The rise in these precarious forms of employment is significantly predicated on employer's motivation to lower labour costs.

2.1.5
The average annual salary for the top 100 Australian CEO's was $2 million -   at end June 2002
.  This represents a 38% increase on the previous year and a weekly take home pay of $38,461.00. Manufacturing workers' wages increased by 4.2%
.

2.1.6
Table 1 (attached & marked "1")  compares the weekly earnings of CEO's in companies employing AMWU members covered by certified agreements.  The Qantas CEO helps support his family on $47,307.00pw. A Qantas  maintenance worker does the same job on $639.94pw.  At Amcor the CEO is taking home $46,153.00pw whilst a packer receives $543.26pw; 1.1% of the CEO's salary and  just 67% of manufacturing worker's AWOTE 
.

2.1.7
Table 2 (attached & marked "2") snapshots company profits in metal products manufacturing with wage increases for employees in that sector.  Company profits grew 121% from 1999 to 2000 and another 95% from 2000-2001.   During this period metal products employees had average annual wage increases of 4.6% which fell to 4.4% in 2002. These are the sort of disparities that tear at our social fabric. The perception of wage and salary justice is fundamental to a stable industrial climate. As wealth polarises in a very public fashion, the sense of frustration and resentment grows.

2.1.8
In 1985 Manufacturing accounted for 16.5% of  employment and 19% of GDP.  By 1999 these figures reduced to 12.1% and 12% respectively
.  The sector is growing however at a slower rate than the tertiary and services sectors.  In respect of manufactured exports, Elaborately Transformed Manufactures, (computer parts, motor vehicle) grew from 10.9% of all exports in 1975 to 21.8% in 1999, the largest single category.


Skilling up Australian manufacturing workers will not be assisted by the Ministers' proposal to strip career paths and training from Awards (Refer Section 2.2.18), or by opening up the Australian economy  to the unregulated onslaught of American sourced manufactured imports.


The Manufacturing industry and the workers within it require Government policy to ensure the sectors capacity is increased within Australia and that manufactured  products, not jobs, are exported. 


The Hunter Valley Social Audit
2.1.9
The Social Audit of the impact of a Downturn in Manufacturing in the Hunter provides a detailed account of the social and economic consequences of a disappearing manufacturing sector. The Social Audit
 provides an overview of employees engaged in the manufacturing industry, in the Hunter Valley, NSW including those who have been made redundant


The research highlights a declining quality of life for manufacturing workers both in and out of employment.  Section 2.10 - 2.16 is sourced  from the Social Audit.


Quantitative
2.1.10
In the early 1970's a large proportion of jobs in the Hunter were supplied by the manufacturing sector, particularly in the traditional heavy manufacturing industries such as steelmaking and shipbuilding.  Due to the 'labour intensive production techniques' this industry generated a significant number of jobs.  From 1971 to 1991 the proportion of total employment in the manufacturing sector in the Hunter halved to 14 per cent, compared to 8 per cent in NSW (Lands Study, 1993).  During this period, the employment of people in the manufacturing industry dropped from over 40,000 to less than 30,000.  1996 ABS figures estimate the proportion of total employment in the Hunter in the manufacturing industries at 13 per cent.


The closure of the BHP plant is the most obvious example of the impact of changes to industry in the Hunter.  An estimated 2,125 BHP employees lost their jobs as a direct result of the plant's closure.  Those who supplied goods and services and the Region's retail sector felt the flow-on impacts from the closure as consumer demand fell.  Taking this into account, approximately 2,370 indirect jobs were lost.


Despite the fall in employment in manufacturing industries since the 1970s, the figures show employment in manufacturing is currently fluctuating due to new entrants, such as electronics, into the sector.  These manufacturers are described as more 'sophisticated' and 'high tech' and represent new approaches to work practices.  These  new players require a higher level of skill. Stripping skill paths from Awards (refer section 2.2) will adversely affect the access of Hunter Manufacturing employees to skill up for these jobs.

2.1.11
While overall figures point to an increase in Hunter work positions following the shift from the manufacturing industry to service industry, research also indicates that people displaced from manufacturing are not gaining employment in the services sector.  Increased participation rates hide the reality that the quality of the participation is often marginal primarily being part time and casual work. 


The Hunter Millennium Skills report (1999) confirmed that in Manufacturing 22% of workplaces engage more than 25% of their workforce as casual or part-time.  A decline in average weekly earnings from 1990-1999 accompanied the rise in casual employment. The growth in casual employment reflects an increase in the use of casual employment contracts, not simply a growth in industries that traditionally employ casual labour.  Government legislation has encouraged and facilitated (refer section 2.2.12) the increase in precarious forms of employment across all sectors, independent of industry's structural requirements.  These 'reforms', based on driving costs down, have been at the expense of livelihoods and life quality.


Labour Market "reforms" that have led to job insecurity, increased casualisation and the contraction of the workforce have been associated with an increase in unemployment rates as well as an increase in the average duration of unemployment.


 Qualitative 

The major themes arising from the task force's qualitative work are:

2.1.12
People who have been made redundant from the manufacturing sector, including those who now work in alternative jobs for less income or fewer hours, feel that they are only surviving:

"I live week to week.  I have no ambition. I used to have plans and dreams, but now I have none.  Its about survival".  Redundant manufacturing worker now in a lesser paid manufacturing job.


"They have had their outlooks shortened, their mortgages threatened and they have been forced to live in survival mode; barbarians at the gate.  They have grave concerns about their future and many find child support a challenge".  Former manufacturing employer, talking about his former employees.


People still employed in manufacturing feel the stress of uncertainty regarding the ongoing presence of a viable manufacturing industry.

2.1.13
People made redundant in the manufacturing sector, and those still working in it, feel a sense of insecurity that limits their ability to plan for the future and enjoy lifestyle activities that many Australians take for granted:

"Long term friendships are difficult to make when working casually.  We are here today, gone tomorrow. People don't want to bother with you."  Redundant manufacturing worker - now a casual.


" The move from 35 years of employment to casual work is psychologically unsettling.  As a family we are unable to make any financial commitments.  We are fortunate that we didn't have a lot of debt commitment at the time of my redundancy".  Redundant manufacturing worker - now a casual.

2.1.14
People associated with manufacturing believe that a local manufacturing base is vital to the economy and social well being of the community in the Hunter.

"We need a manufacturing base.  There is a social obligation to offer people a job that is meaningful. I don't want my daughter waiting on tables for a living."  Former manufacturing employer.


"There should be more emphasis on jobs in the manufacturing industry.  We have no control - we are not masters of our own destiny - our lives are in the hands of the Minister".  Redundant manufacturing worker - now a casual.

2.1.15
People find it a struggle to provide the basics for their families, particularly health care:

"We have had to reshuffle things.  We can no longer afford NIB Health cover or life insurance.  Our health insurance tax refund use to pay for the car rego.  Now it doesn't." Redundant manufacturing worker.


"I cant afford to pay the same maintenance to my former family.  Over the last 12 months I have been paying $150 per week less than previously".  Redundant manufacturing worker - now a casual.


"Going to the doctor is a problem.  It is increasingly difficult to find someone who bulk bills.  If bulk billing disappears people without income will suffer radically".  Redundant manufacturing worker - now unemployed.

2.1.16
People want to work:

"We want to work.  When you have been to every conceivable company to look for work and there are no ads, what do you do?"  Redundant manufacturing worker - now casual.


"I couldn't afford to stay on the picket line.  I got this job by driving from industry to industry and asking for work.  I was desperate.  We would loose our house if I didn't find work".  Redundant manufacturing worker now reemployed on a lower income.


"Going to a recruitment agency is financially rewarding because of casual rates, but in 5 years time they would probably still be casuals.  A permanent job if far more attractive."  Redundant manufacturing worker - now a casual.

2.1.17
The impact of a declining manufacturing sector is summarised by the Smith Family:

"Manufacturing industries have had and seemingly will continue to have an ongoing effect on social trends in the Hunter.  Down sizing of these industries and the continuing impact of IMF policies continue to erode jobs and income maintaining the unemployment levels at an unmanageable rate.  These social trends, should they remain unchanged, therefore will continue to impact on low and middle class income workers for the foreseeable future."  p.104

2.1.18
The ACTU's submissions to the Inquiry address the issue of spiralling debt amongst the working poor.  We adopt their submission and note that Hunter Welfare Agencies report debt traps are an increasing feature of the Hunter's social map.

2.2
Terms of reference "2(a) The impact of changing industrial conditions on the availability, quality and reward for work."

This section explores the impact of changing industrial conditions, for example, increasing casualisation, under-employment on the availability, quality and reward for work and examines the Governments' response through changing Industrial Relations legislation arguing that a negative impact has resulted. We adopt and endorse the ACTU's submission to this Inquiry particularly in respect to the  impact on the availability of work of minimum wages increases.  The position that  freezing minimum wages will create more jobs, particularly quality permanent jobs is rejected.  We note that the OECD has concluded that international evidence does not support the position that higher minimum wages costs adult jobs.


The Award rate
 for a new tradesperson (C10) under the Metal Industry Award is just   62.7       % of AWOTE.  For a production workers C13 the award rate is just 53.5% of AWOTE or a mere 3.5% above NATSEM's poverty line. The award safety net is neither safe, effective or fair ( requirements under ss3 and 88 of the Act)  if the minimum wage rates prescribed are so far below the market as to be irrelevant.  The Government's submission to the 2003 Safety Net Review is for  $12 per week,  but only for those earning up to $525pw.  This  amounts to about 85c per week above inflation. 


The AMWU recommends that the Government, through the AIRC instigates a Work Value Inquiry re: minimum to market rates.  Such an inquiry would restore the "effectiveness and fairness" of the safety net,  restore Award skill levels and alleviate pressures faced by the working poor.


Industrial conditions
2.2.1
The increasing casualisation of the Australian work force directly impacts on the quality and reward for work.


Characteristics of casual jobs
 include:


Expect to spend less time in each job (have less job security)


Are less likely to have set hours on a weekly, fortnightly or monthly basis


Have less say in start and finishing times


Work less hours per week


Are more likely to be on-call or stand-by


Are less likely to be covered by workers compensation insurance


Have very low membership rates in unions


Are less likely to have received training, particularly formal training


Are more likely to be paid by a labour hire firm


Earn considerably less than permanent employees


Have a large proportion of employees wanting more hours or set hours


Are more likely than not to have no guarantee for the number of hours they work


Are more likely than not to have variable earnings


Burgess
 states the poverty dimension of casual jobs more explicitly, describing precarious jobs as being characterised by low incomes at or near defined poverty lines.


Contrast the above features of casual work with factors identified as indicators of job quality:


Choice and control over employment conditions


Predictability in hours and income


Access to training and development


Ability to organise collectively.


There is little job quality in casual employment.  (Refer Attachment "3" - Statement of Noel Crouch to the 2003 Living Wage Case).  Job quality is necessary to generate job attachment.  Job attachment leads to  a greater investment in training, career progression and a pathway out of poverty.

2.2.2
In support of increasing casualisation it has been argued that some workers, particularly young people in education prefer casual employment.  True, for some young workers at school or university, generally however this position is argued on the basis that a casual job is preferable to no job
.   Underlying this ideological proposition promoting a "flexible labour market" are the assumptions that:

1.
Job quality does not matter; and

2.
Job attainment leads to job and income progression.

2.2.3
The experience of young casual workers
 recorded in the Australian Young Christian Workers survey of young casual workers disposes of these propositions:


Fifty-five percent of those surveyed did not know their correct rate of pay for their job or award, or were sure they were being paid the incorrect rate of pay;


Sixty one per cent had worked while they were sick.  Forty-one per cent of this group said that they had continued working due to financial necessity;


Sixty-three per cent received notice of one week or less of shifts;


Fifteen percent experienced repercussions for refusing shifts;


Forty-one per cent of national survey respondents wanted more hours;


Thirty per cent did not know the number of breaks they were entitled to, and twenty-nine per cent did not know the length of break to which they were entitled;


Forty-seven per cent of respondents had not been provided with written conditions of employment;


Thirty-three per cent were working unpaid overtime; and


Nineteen per cent were not receiving a pay slip.

2.2.4
The National Board of Employment Education & Training's (NBEET)  youth longitudinal survey found that those in casual jobs compared to those in permanent were, 12 months later more likely to be unemployed or still in casual employment.  A subsequent NBEET study found that most casual jobs did not lead to permanent jobs but were dead end leading only to cycles of precarious or no employment. 

2.2.5
Rather than providing a stepping stone to better paid, secure quality jobs the evidence indicates that casual workers are likely to continue that way through their working lines. This is a pattern devoid of quality.


The Australian Bureau of Statistics Survey of Employment and Unemployment Patterns (see ABS, Australians' Employment and Unemployment patterns 1994-1997 Cat. No. 6286.0) found that many jobseekers end up in a casual job.  Of all wage and salary jobs held in the period May 1995 to September 1997 by persons who had been jobseekers at the beginning of this period, two-thirds were casual jobs.  The ABS Survey also found that many of these jobs were unstable in the sense of being short term (lasting less than six months).  The ABS also found that of those jobseekers at May 1995 who were in a casual job at September 1996, only about a fifth had progressed to a permanent job one year later and a quarter were no longer in any job at all.


The ABS findings support the concept that for many, casual employment does not lead to a permanent job but rather is likely to result in a cycle of involuntary employment arrangements and insecure and irregular employment.

2.2.6
This is not a situation acceptable to the Union or tolerable in a civil society. The growth in casual jobs is not dictated by the nature of the work, or in job seeking behaviour, as much as by the fact that casual work is less likely to be regulated than continuous employment and casual contracts are less costly (non-wage benefits do not apply, minimum rates are paid as opposed to "shop rates" and dismissal is achieved without severance payments).  The employer has a passive workforce either unaware of their rights or unwilling to pursue them due to employment insecurity.


Labour Hire
2.2.7
The increase in casualisation of the workplace has been mirrored by the increase of 'labour hire' employees.  The ABS Employment Services Survey
 estimate 280,000 workers are "on hired" by labour hire firms to another business.  This figure excludes labour hire workers forced to become own account workers providing "contract" services to the labour hire agency.

2.2.8
The number of Labour Hire employees is however increasing.  Australian Business Limited surveyed 400 of its members on the use of outsourcing and labour hire.  One third of companies used labour hire and of those 45.6% reported that at least 10% of their staff were labour hire.


The Australian Industry Group estimate that 97% of Labour Hire workers are engaged as casuals
.  Labour Hire workers face greater hardship than their casual 'direct employee' counterpart.  Labour Hire workers whether engaged as casuals by the labour hire agency or providing "contract services" to the agency have employment conditions characterised by insecurity, precariousness, no career paths, low or below award pay and substandard conditions.

2.2.9
Hall's investigation into the motivations underlying employers' choice for labour hire workers found that "cost effectiveness" was nominated by employers as the most significant advantage.


Employer and ministerial reference to the requirement for flexibility, global pressure, peaks and troughs is a thin guise for driving wages down.  If labour hire employee's rates were equal to  permanent employees, or if they were paid at the appropriate skill and market rate, the number of labour hire employees would not be increasing no matter how flexible or easy to terminate.

2.2.10
Examples of the exploitation of Labour Hire workers abound.  In the sickening circle of despair created by this form of employment, employees are unwilling to provide witness statements or attend the AIRC for fear of losing current and future placements.  The AMWU recently and reluctantly accepted the decision of a labour hire member placed at ADI to remove his witness statement from the AIRC's current review of the Termination, Change and Redundancy Test Case Standard.  Our member agonised over the decision however on balance the prospect of forthcoming work, paying  mortgage and car payments,  assisting with elderly parents and eating won out over principle.  There is no quality of work, or life, in this type of forced "choice".  


Another example of the exploitation of labour hire workers is the case of employees at Hoya, one of the largest optical lens manufacturers in NSW.  This company employs more than 70 staff, of whom just 11 were permanent employees.
The company justified this on the basis of what Tony Abbott calls "flexibility", however most of the labour hire employees had worked at the company for at least 12 months.  Many had worked there for more than 2 years.  These workers are highly skilled yet as labour hire employees, they were forced to forgo holidays, sick leave and the other normal arrangements that apply to workers.


Trying to balance family and work commitments in these circumstances has an adverse impact on the quality work and family life.  Despite the strictures imposed on these workers, they were still paid substantially less than the permanent workers and worked longer hours.

2.2.11
This isn't about peaks and troughs.  It is about cheap labour and exploitation and it is becoming the norm.  Labour Hire workers are entitled to the same rights to the same conditions enjoyed by all other workers.  The families of Labour Hire workers have the same rights to financial security as the families of other workers.  When it costs less to employ a labour hire worker, no one's job is secure.  When it is easier to employ a labour hire worker than a permanent employee, no one's conditions are safe.  There is an inverse decline in the quality and reward for work in direct proportion to the increase in levels of precarious forms of employment.


Industrial Relations
2.2.12
The Government's response to increasing precariousness and insecurity amongst Australian workers has been to minimise the effectiveness of Industrial Awards, promote enterprise and individual agreement making and seek to limit Union activities.  The promotion of enterprise bargaining occurs in a policy vacuum devoid of recognition of the issues faced by precarious workers.  Labour hire workers are not even included in the vote, as to whether the agreement is acceptable.  The Commission has limited rights to refuse certification of an agreement.  The no-disadvantage test is being cast against a shrinking safety net.


The objects of the Governments' Workplace Relations Act 1996 (the Act) at 3(b) and 3 (c) establishes the primary of enterprise and individual bargaining and unregulated labour contracts.  This occurs when those who objectively have not positions on the side of private capital acknowledge that Awards and safety net reviews act "as an offset to the trend of widening wage dispersion"
.  When One.Tel collapsed, non of the 1,400 employees were covered by an Award or registered agreement.  This arrangement is consistent with an supported by Section 3 (c) of the Act.


Labour Hire and casual workers are often forced into those precarious low paid positions as no permanent job is offered.  Limits and guidelines on the numbers and use of casual and contract employees were stripped out of Awards as not "allowable" pursuant to the Act introduced by the Federal Government.

2.2.13
Industrial Legislation should assist low paid workers in precarious employment, not force them into positions where retaining minimum award rights depends on their non-existent bargaining strength.  The Government's Act further weakened the ability of Awards to protect minimum wages by requiring the Commission to insert "facilitative provisions" into Awards.  Facilitative provisions "allow agreements at the workplace or enterprise level, between employers and employees (including individual employees), on how the award provisions are to apply"  (s.143(1c)(a) of Act.)


The Metal Industry Award (the Award), prior to being vandalised by the Act provided set hours of employment.  Day work hours were worked between 6.00am-6.00pm with work commencing or continuing outside those hours attracting an overtime or shift payment.  The insertion of facilitative provisions into the Awards now allows work to commence at 5.00am or finish at 7.00pm without an overtime or shift payment and no increase in remuneration required.  The practical effect is that casual, labour hire, low skilled, young people, NESB and workers not appraised of their rights can be requested to commence work at 5.00am forgoing the 20% shift premium.  For casuals saying "no" is not an option.  For casuals, losing the shift loading  effectively disposes of their casual loading, compensation for not having job security and an entitlement to annual, sick or carers leave and retrenchment pay.

2.2.14
Equal pay for work of equal value is a meritorious principle recognised both internationally and domestically.  Regrettably, it is also recognised that casuals, labour hire workers and still, women, receive lower pay for performing work of equal value to their permanent male colleagues.  Rather than facilitating this phenomena through legislation the Government needs to amend the Act to provide for casuals, labour hire employees and contractors to receive the same rate of pay and conditions (whether under an award or agreement) received by permanent workers engaged at the site performing the same class of work.


Legislating toward working poverty 

2.2.15
Not content with stripping awards of, amongst other things;


protections for casuals and contractors


notificaiton and consultation and requirements to discuss impending redundancies


the ability not to be sacked while on authorised leave


the requirement to provide a statement of employment or termination


provisions requiring that a termination shall not be harsh, unjust or unreasonable


blood donors leave


provisions regarding Union delegates and officials rights and access


safety provisions


and inserting facilitative provisions the Government wishes to further reduce the ability of Awards to maintain wages above poverty lines and reduce wage dispersion.

2.2.16
As at 20 February, 2003 the Minister had 16 Bills (see Attachment "4") amending the  Act before the Parliament.  With the exception of the improved protection for Victorian Workers Bill, none of these Bills seeks to address the issue of working poor, work stress or insecurity.  They are about:


Making it easier to terminate workers


further award stripping and reducing award protection and coverage


curtailing Unions' bargaining objectives whilst allowing employers unfiltered pattern bargaining rights


promoting individual agreement which undermine collective bargaining


formalise the inherent imbalance in favour of employers in the employment relationship and ultimately drive down wages and conditions


The Government's Genuine Bargaining legislation is an attempt to thwart highly co-ordinated collective bargaining by Unions (refer paragraph 2.2.17 for the World Banks overview of collective bargaining).  The Genuine Bargaining legislation does not attempt to thwart employer's from pattern bargaining.  The generous Liberal party benefactor and newest Reserve Bank Board member, Robert Gerard has nine currently operating certified pattern agreements.


Mr Gerard's pattern agreements, amongst other provisions, all provide for a 3% increase (average metals manufacturing increases are 4.2%); all increase the number of hours worked without an overtime or shift payment and all allow any of the Award's facilitative provisions to be invoked.  The Government is allowing pattern bargaining but only by employers to lower wages and conditions.


The majority of workers covered by Gerard Industries pattern agreements are women.  At the main production site there are also 53 casuals and more than half of the workers are from non-English speaking backgrounds.  Mr Abbott's Act is to the "Genuine" disadvantage of low paid workers with limited bargaining power.

2.2.18
The Minister's Workplace Relations Amendment (Award Simplification) Bill 2002 amongst other items seeks to remove skill bared career paths (s.89 (2) (a), limit the scope of allowances and specifically excludes matters already determined by the Commission to be an allowable including training and education.


The Australian Industrial Relations Commission states that "the provision of skill based career structures in awards is a significant way in which employees are encouraged to improve their skills, contribute to higher productivity and advance to higher wages".
  What motivates the Minister then to legislate away a path to higher skills and wages.  Boosting Australia's skill base is not a luxury.  Staying still on downskilling risks losing whole industries.

2.2.17
World Bank
 research recognises that highly coordinated collective bargaining more than individual or semi-coordinated bargaining, is associated with lower and less persistent unemployment, less earnings inequality and wage dispersion and, fewer and shorter strikes.  If the Government was motivated to protect low paid workers and promote earnings equality it would not be pursuing its current agenda.  


It is not co-incidental that the Ministers Bills are a perfect match for ACCI's Industrial Relations Blueprint
.  There will be no relief for the working poor whilst the "side" of profits and private capital construct Government policy.

3.0
RECOMMENDATIONS TO BE EXPANDED
1.
Independent research organisations to undertake studies on the likely economic impact of the proposed US Free Trade Agreement on Manufacturing.

2.
The Act be amended to provide for equal pay for work of equal value protection to Labour Hire workers.

3.
The AIRC commence an immediate minimum to market rates work value Inquiry.

4.
No legislation be presented to the Parliament until an assessment of its impact on poverty and working poor be conducted by an independent research body agreed upon by the Employment, Workplace Relations & Education Senate Committee.

Attachment 4
Employment and Workplace Relations Portfolio Bills Amending the Workplace Relations Act 1996 (Bills currently before the 40th Parliament)


Workplace Relations Amendment (Award Simplification) Bill 2002


Workplace Relations Amendment (Choice in Award Coverage) Bill 2002


Workplace Relations Amendment (Compliance with Court and Tribunal Orders) Bill 2003


Workplace Relations Amendment (Fair Dismissal) Bill 2002


Workplace Relations Amendment (Fair Dismissal) Bill 2002 [No 2]


Workplace Relations Amendment (Fair Termination) Bill 2002


Workplace Relations Amendment (Improved Protection for Victorian Workers) Bill 2002


Workplace Relations Amendment (Improved Remedies for Unprotected Action) Bill 2002


Workplace Relations Amendment (Prohibition of Compulsory Union Fees) Bill 2002


Workplace Relations Amendment (Prohibition of Compulsory Union Fees) Bill 2002 [No 2]


Workplace Relations Amendment (Protecting the Low Paid) Bill 2003


Workplace Relations Amendment (Secret Ballots for Protected Action) Bill 2002


Workplace Relations Amendment (Secret Ballots for Protected Action) Bill 2002 [No 2]


Workplace Relations Amendment (Simplifying Agreement-making) Bill 2002


Workplace Relations Amendment (Termination of Employment) Bill 2002


Workplace Relations Amendment (Transmission of Business) Bill 2002
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