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Executive Summary

In 1993 the State (WA) and Federal Governments both introduced new industrial
relations reforms aimed at enhancing flexibility. At the time of introduction the WA
reforms were far more radical than those in the Federal system, particularly with
regard to individual bargaining and the marginalisation of third parties. The system
adopted in WA in 1993, together with subsequent waves, lasted until 2003. The WA
reforms served as a model for the radical reforms introduced at the Federal level in
1996, although there were some differences. Whereas the federal legislation
incorporated a range of safeguards to ensure bargaining did not reduce the relative
standards for vulnerable workers, the WA legislation did not. The latter only
provided for a set of minimum standards allowing parties to individual agreements
scope to negotiate away accepted community standards. In 2006 the Federal system
moved to a limited (five) minimum standards model and curtailed the influence of
institutions which traditionally maintained community standards (eg. unions and

industrial tribunals).

In introducing the 2006 reforms the government argued that the new regulations
would:

. create a more flexible, simpler and fairer system of workplace relations for

Australia. The Bill will carry forward the evolution of Australia’s workplace relations

system to improve productivity, increase wages, balance work and family life, and

reduce unemployment. (The Parliament of the Commonwealth of Australia, 2004/05).

At the time of introduction there were concerns about the possible effects of the
reforms on particular groups of vulnerable or ‘at risk’ workers such as women in
low paid jobs with weak bargaining power. Such concerns saw the commissioning of
a research report to assess the extent to which data was available to monitor the
employment outcomes of women in ‘at risk’ jobs, defined as being jobs which had
previously been reliant upon the award structure for the determination and
adjustment of their employment conditions. The report concluded that current data

sources were inadequate for this task and, amongst other things, called for a
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comprehensive program of qualitative research to further understand the effects of

regulatory reforms aimed at deregulating the labour market.

This report documents the findings from interview-based research with twenty-two

low paid workers in Western Australia. Our key findings are as follows:

(1

(2)

©)

The interviews reveal little evidence that the WorkChoices reforms have
facilitated a demonstrable improvement in employees’ capacity to negotiate
individually tailored working conditions. This is despite a buoyant State
economy and relatively favourable labour market conditions for employees.
Further, some participants’ comments suggest that there are employers who
have used their managerial prerogative to unilaterally change working
conditions or hours of work in ways that have been detrimental to particular
employees. There is little indication that, even in the context of an economic
boom, the outcomes are particularly favourable for those in relatively low

paid areas of the labour market.

The second key finding relates to the willingness and capacity to bargain.
Participants in this study revealed a reluctance or unwillingness to engage in
direct or individual negotiations to determine their employment conditions.
Their reluctance or unwillingness appears to stem from a lack of confidence
in their bargaining power (which in turn is also affected by lack of protection
for unfair dismissal) and a lack of knowledge about how to establish and
pursue an appropriate claim for improved working conditions. Some
participants spoke of their preference to change employment rather than
work under the provisions of AWAs or to address other concerns at work.
Those who were prepared to negotiate did not appear to be expressing a
preference for individual bargaining. Rather they were acknowledging that the
practicalities of the current labour market made negotiation a necessity even

if it was an approach that they would prefer to avoid.

The third finding concerns community standards such as reasonable hours,
penalty rates and minimum wages. Unlike findings from similar projects

undertaken in other States (see Elton et al., 2007) few of the WA participants

Vi
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(4)

directly attributed their concerns with their employment and working
conditions to the introduction of WorkChoices. Participants conveyed a wide
range of stories indicating uneven bargaining relationships, growing managerial
prerogative and workplace cultures where poor employment practices had
been normalised. However, few regarded this as a recent phenomenon!
Several participants expressed awareness of increased job insecurity and
vulnerability following removal of unfair dismissal protection for firms with
100 or fewer employees. This, in turn, curtailed their willingness to seek
improvements in their employment conditions or raise other issues likely to
improve workplace productivity. The Welfare-to-Work reforms also added a
further vector of vulnerability and several participants believed that they
could not afford to decline a job offer, even if it meant accepting less than
favourable employment conditions. The reluctance or unwillingness to engage
in individual bargaining both at the job hire stage and during the course of
employment has allowed employers to drive down labour costs and lower
general community standards in low paid jobs in WA (possibly thus explaining
the wider gender wage gaps in WA). In such a context there is little left to
lose by the introduction of WorkChoices, hence the limited impact. The
buoyant economy has also cushioned the effects by enabling job churning
(turnover). Rather than ‘rock-the-boat’ and be dismissed for seeking
improvements in employment conditions some participants simply sought a

job elsewhere, a luxury afforded by the current economic climate.

Confusion and high levels of uncertainty about entitlements, nature of
contract and jurisdictional coverage constitutes our fourth finding. Far from
creating a ‘simpler’ system there is a lack of certainty about issues related to
the negotiation of entitlements such as wages, penalty payments and working
hours. Under previous regulatory frameworks, industry standards were
established in awards and this approach provided highly public and accessible
sources of information about wages both within and between occupational
classifications. The increased practice of individual bargaining, particularly
formalised AWAs with their confidentiality provisions, has curtailed the free

flow of information to employees and employers. This in turn is constraining

vii
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the efficiency of the labour market. When considered against the extension
of managerial prerogative and lack of understanding or information amongst
some employers about fair wages and efficient processes to handle
employment matters, it is apparent that the lack of institutional support and
information may be contributing to inefficient labour market outcomes and

lower productivity.

While there are many recommendations that could potentially flow from this report,

we have concentrated on two key matters.

Our first recommendation concerns data. Governments have a role to play in
ensuring that legislative reforms are in the public interest. To do this they need to be
able to adequately monitor the effects of the reforms. With this in mind we
recommend that the WA government lobby for a comprehensive, national data
collection that facilitates a detailed analysis of wages and employment conditions for
employees working under varying forms of employment contract in different

industry and occupational sectors.

Our second recommendation pertains to information. The current complexities and
confusion suggest to us that there is a need amongst employees and employers for
clear and concise information on how to negotiate and vary individual (formal and
informal) employment contracts. We see ample scope for collaboration between
bodies such as the Small Business Development Commission, the Fair Employment
Advocate, the Department of Consumer and Employment Protection and the Office

of Women'’s Policy to prepare and deliver such information.

viii
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| Introduction and Background to this Report

In November 2005 the Federal Government introduced a package of significant legislative
changes to the framework of workplace relations in Australia through the Workplace
Relations Amendment (WorkChoices) Bill 2005. The changes, which mostly came into effect in
March 2006, go far beyond the earlier ‘radical’ reforms made under the Workplace Relations
Act 1996. In introducing the bill the government argued that the new regulations would:
...to create a more flexible, simpler and fairer system of workplace relations for Australia.
The Bill will carry forward the evolution of Australia’s workplace relations system to improve
productivity, increase wages, balance work and family life, and reduce unemployment (The

Parliament of the Commonwealth of Australia, 2004/05).

At the time of introduction there were concerns as to the possible effects of the reforms
on particular groups of vulnerable or ‘at risk’ workers such as women in low paid jobs with
weak bargaining power. The Human Rights and Equal Opportunity Commission, the
National Foundation for Australian Women and the VWomen’s Electoral Lobby subsequently
jointly commissioned a report examining the ways in which women’s labour market

experiences under WorkChoices might be monitored (Preston, Jefferson and Saymour, 2006).

The resulting report, frequently referred to as the “WESKI report” documented the extent
to which existing national statistics could provide accurate indicators of women’s labour
market experiences under WorkChoices. The report also assessed the extent to which
existing data could effectively monitor the stated goals of WorkChoices, such as
improvements in the balance between work and family. The key finding was that whilst
some high quality, nationally representative data did exist, it was not sufficient to provide an
adequate account of the wide ranging changes to the arrangement of working conditions

that might be negotiated under the 2006 regulations.

One of the reasons for the gaps in existing data bases is that existing data collections were
not designed with the new regulatory framework in mind. This has been recognised by the
current Minister for Employment and Workplace Relations. Senator Joe Hockey has stated

on several occasions, there is a need to develop data that allows us to “compare apples with
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apples” (ABC Online 2007). This is a challenge when, for example, “some individuals that
have signed AWAs have traded off access to penalties... and in return have received access

to say, a bonus pool” (Hockey: ABC World Today transcript 2007).

In the recommendations section of the WESKI report the authors called for, amongst other
things, the collection of comprehensive, detailed indicators of employment status that are
comparable across time and a an on-going, comprehensive national program of case study
and interview-based research to further understand the effects of WorkChoices and to assist
with the development of working definitions of flexibility, simplicity and fairness that reflect
the perceptions and needs of a diverse range of employers and employees and allow their

monitoring over time.

This report documents the findings from interview-based research with low paid workers in
Western Australia. The project has also been designed with the goal of facilitating the
development of a national report that summarises findings from similar projects (using
similar methodology) in Queensland, New South Wales, Victoria, South Australia and
Australian Capital Territory (Elton, et al. 2007). This project therefore has the goal of being
an autonomous but complementary component of a larger program of qualitative research

to gain insights into the operation and effects of the WorkChoices legislation.

Specifically, the study aims to assess the impacts of changes to work regulation on women
employed in sectors that have traditionally relied on awards for defining their conditions of
employment. The study aims to communicate the experience of change in a number of real
life situations. In doing so, it aims to generate a rich understanding of the social and
economic implications that flow from policies that change the institutional arrangements
relevant to establishing minimum conditions of employment. The findings from this study
will not address the gaps in existing statistical data collections but will augment our reading

and understandings of the quantitative data that are already available.

In presenting the findings this report is organised as follows. Section 2 provides an overview
of recent regulatory changes impacting on the WA labour market. Section 3 describes
recent employment and wage trends as a way of providing some context to the study.

Section 4 presents the findings from in-depth interviews with 22 women selected primarily
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from the following low paid sectors: child-care, aged-care, cleaning, hospitality and retail.
Section 5 offers a summary and discussion and some policy recommendations. The research

design and methodology is detailed in appendix documents.



A Study of Low Paid Work and Low Paid Workers in Western Australia

2 IR Systems

2.1 Federal Jurisdiction

The Australian system of industrial relations is widely regarded as unique, with its
uniqueness owing much to the constitutional constraints and the limitations placed on the
Federal Government to legislate directly for all employees on employment matters. An IR
system has thus been created under the Industrial Powers or the Arbitration Powers
(Section 51 (xxxv)) of the Constitution. The Australian Industrial Relations Commission
(AIRC) and its predecessors has been an important institution within this system, with their
key objective being the ‘settlement and prevention of industrial disputes, particularly those
extending beyond any one State’. Historically the AIRC has adopted a highly centralised
arbitral model as a way of minimising ‘invidious comparisons’ and minimising industrial
disputation. The industrial awards (the product of this arbitral model) specifying the pay and
conditions for numerous occupational classifications have generated a highly egalitarian
wages system and relatively compressed pay scales. Within the Federal jurisdiction only

named respondents to awards are covered by their provisions.

Unlike the Commonwealth Government, the State Governments do have powers to
legislate directly on employment matters. Historically, however, the States have largely
followed arrangements at a Federal level, namely vesting power in State industrial tribunals
to make and vary Awards. One of the main differences between the State and Federal
jurisdictions concerns ‘common rule’ provisions. Whereas within the Federal jurisdiction
only named respondents to the award are bound by the award, within the State the
‘common rule’ provisions enable more widespread coverage. At the State level, for example,
employers of particular occupational groups (eg. Shop Assistants) are bound by occupational
Awards even if they are not an explicit named respondent to the Award. Employees within
these occupational groups are similarly covered by the provisions of the relevant

occupational Award.
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Whilst the highly centralised arbitral model of industrial relations served Australia well
throughout much of the last century, by the mid 1980s the general consensus supported a
more decentralised system. At the Federal level this was initially pursued through two-tier
pay bargaining and in 1991 via enterprise bargaining. In 1993 under pressure to permit non-
union bargaining the Federal Australian Labor Party (ALP) used the ‘Corporations Power’ of
the Constitution to introduced non-union collective agreements (known as s|70LK
agreements), although the particular requirements for the ratification of an sl|70LK

agreement acted as a deterrent to their up-take.

In 1996 the new Liberal-National Coalition (Howard) Government used the Corporations
Power to further decentralise pay bargaining and deregulate the labour market. Amongst
other things the 1996 Workplace Relations Act (WRA) introduced the option of individual
bargaining (in the form of Australian Workplace Agreements or AWA:s) for employees in
‘constitutional corporations’ (eg. incorporated companies). The WRA 1996 also converted
all industrial awards to minimum awards and reduced the set of ‘allowable matters’ (ie.

matters which could be bargained over and specified in awards) to twenty.'

On 30th June 1999 the government sought to introduce further industrial relations reforms
via the Workplace Relations Legislation Amendment (More Jobs, Better Pay) Bill. In moving
the bill the government invoked the need for a more flexible workplace relations system to
maintain Australia’s competitiveness and enhance the employment competitiveness of the
unemployed (Reith, 1999). The bill, as noted by Chin (2005) “...set out a comprehensive
blueprint of the Government’s ambitions for workplace relations reform...”, this included
further promoting individual bargaining, restricting the right to strike and restricting access

to remedies for unfair dismissal.

! 1. Classification of employees and skill based career paths; 2. Ordinary time hours of work and the

times in which they are performed, rest breaks, notice periods and variations to working hours ; 3. Rates of pay
generally (including hourly rates and annual salaries), rates of pay for juniors, trainees and apprentices, and rates
of pay for employees under the supported wage system; 4. Incentive-based payments (other than tallies in the
meat industry), piece rates and bonuses. 5. Annual leave and leave loadings; 6. Long service leave; 7.
Personal/carer's leave, including carer's leave, sick leave, family leave, bereavement leave, compassionate leave,
cultural leave and other like forms of leave; 8. Parental leave, including maternity leave, paternity leave and
adoption leave; 9. Public holidays; 10. Allowances; 11. Loadings for working overtime or for casual work or
shift work; 12. Penalty rates; 13. Redundancy pay; 14. Notice of termination; 15. Stand-down provisions; 16.
Dispute settling procedure; 17. Jury service; 18. Type of employment, such as full-time employment, casual
employment, regular part-time employment and shift work; 19. Superannuation; and 20. Pay and conditions for
outworkers.
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The bill failed to win the support of the Australian Senate and was rejected. Smaller bills
were subsequently used to make incremental changes to the federal IR system. In October
2004, following a ‘historic fourth term’ election win (including in the Senate) the Coalition
Government was in a position to further deregulate the labour market. Two important
pieces of legislation were thus introduced in November 2005 to come into effect in 2006:
the Workplace Relations Amendment (WorkChoices) Bill 2005 was introduced on the 2™
while the Employment and Workplace Relations Amendment (Welfare to Work and Other
Measures) Bill 2005 was introduced on the 9th of November.”? WorkChoices passed
through the Senate on the 2™ of December (one month after being introduced) and both
bills received Royal Assent on 14 December 2005. WorkChoices came into effect on 27th
March 2006, while the welfare-to-work reforms came into full effect on 20th of September
2006. One of the more contentious provisions in the welfare to work reforms is the
requirement that single parents in receipt of parenting payment are required to undertake a

minimum of 15 hours of paid work per week once their youngest child turns six.

The key changes brought about via WorkChoices include the overriding of the separate State
industrial relations systems by the Federal jurisdiction. Although all the State governments
objected to this roping in the government’s position was upheld in a High Court challenge.
Using the Corporations Power of the constitution the government determined that all
constitutional corporations would automatically come under the Federal jurisdiction and,

therefore, the provisions of WorkChoices.

Other significant provisions within WorkChoices include the:

e Primacy given to individual bargaining (Australian Workplace Agreements — or
AWA:s) over collective bargaining.

e Pairing back of the minimum protected standards to five conditions which are now
provided for within the legislated ‘Australian Fair Pay and Conditions Standard’
(AFPCS). The five standards include: (i) a minimum hourly rate; (ii) ten days sick
leave, (iii) four weeks annual leave (two of which can be cashed out); (iv) unpaid
parental leave; and (v) a maximum number of weekly working hours. Employers

now only legally have to provide employees with these five minimum conditions.

2 For details of various pieces of IR legislation discussed see

http://www.workplace.gov.au/workplace/Cateqgory/Legislation/WRAct/.
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e Secrecy of individual agreements (AWA:s).

e Removal of the ‘no disadvantage test’ which was originally included to ensure
conditions within formally registered AWAs were no worse than the award. Political
sensitivity has subsequently seen the introduction of a new ‘Fairness Test’, operable
from May 2007 for collective agreements and for people earning less than A$75,000
on an AWA.

e Limits on the requirement to offer AWAs on the same terms to comparable
employees (opening up potential for greater discrimination between workers doing
similar work).

e Limits on pattern bargaining, union rights of entry and union involvement in

negotiation.

Under WorkChoices the wage setting function in the Federal jurisdiction no longer rests with
the AIRC. Responsibility is now vested in a new institution known as the Australian Fair Pay
Commission (AFPC). The changes have also seen the removal of the skill-based career
classification (and pay) structures from awards. These classifications have been migrated
over to a new instrument known as the Australian Pay and Classification Scales (APCS).

The AFPC, not the AIRC, has responsibility for setting and adjusting rates in the APCS.

As a new institution the AFPC does not, as yet, have a set of wage fixing principles to guide
it in its determination. The AFPC does, however, have a set of obligations that it must

follow when setting wages. It must, for example, have regard to:

e The capacity for the unemployed and the low paid to obtain and remain in
employment

e Employment and competitiveness across the economy

e Providing a safety net for the low paid

e Providing minimum wages for junior employees, employees to whom training
arrangements apply and employees with disabilities that ensure those employees are

competitive in the labour market.

The development of the APCS and the vesting of responsibility for wage setting in the AFPC

means that nationally co-ordinated arbitrated bargaining (eg. national wage cases) are very
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much a thing of the past in Australia. The change is expected to see greater variation in

wages across industries, occupations and States as well as within organisations.

2.2 Western Australia

Western Australia was the first State to legislate for compulsory arbitration, although as
Plowman (2002:5) notes, “The Industrial Arbitration Act 1900 was passed against the wishes
of employers”. Although the State systems were, for a while, the dominant jurisdictions the
Federal system gradually grew in importance, particularly with respect to wage
determination with the State tribunals, such as the WAIRC, eventually flowing through the
National Wage Case decisions of the AIRC, thus bringing about considerable uniformity in

the Australian wage structure and minimising differences between States.

Just as WA was the first to legislate for compulsory arbitration, WA was also amongst the
first (along with Victoria) to introduce provisions for individual bargaining. The first wave of
reforms, commonly known as the ‘Kierath reforms’, were introduced in 1993 following a
State election victory by the Liberal Government earlier that year. The 1993 reforms were

the first in a series of WA reforms aimed at deregulating the labour market.

In the 1993 reforms individual bargaining was introduced via WA Workplace Agreements
(WAWA:s). Under WAWA:s individuals could sign an individual agreement as a way of
opting out of the existing system. WAWAs were underpinned by a set of minimum
conditions as specified in the Minimum Conditions of Employment Act 1993 (the MCE Act).?
The minimum conditions required that: (a) the agreement not be in place for more than five
years; (b) be written; (c) contain a dispute resolution procedure; and (d) be signed by both
parties. Agreements were secret documents although they were registered by the
Commissioner of Workplace Agreements provided that it was compliant with the
provisions of the legislation and the Commissioner was assured that parties had not entered
into the agreement under duress and that they understood their rights and obligations.

Introduction of ‘second wave’ and ‘third wave’ reforms commenced in 1995 and concluded

in 1997 following passage of the Labour Relations Legislation Amendment Act 1997. Each

3 The Industrial Relations Act 1979 (the IR Act) continued to supporting collective bargaining and the

activities of the WA IRC
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wave focussed on the curtailment of union access and organising rights and each met with

weeks of industrial unrest.

Although researching the content of WAWAs was constrained by the secrecy provisions,
research by Ford (1998) and ACIRRT (1996) suggests that several WAWAs were minimal in
content. Many Award conditions were not covered in the new WAWAs and were, as a
result, traded away / lost. There was no requirement for WAWAs to include a wage
increase during their life and subsequent research by ACIRRT (1999) also revealed that a
sizeable proportion of WAWAs had either increased the span of ordinary hours (often to

more than 40 hours per week) or did not include any provisions relating to hours of work.

The Australian Labor Party won government in WA in February 2001 and in 2002, via the
Labour Relations Reform Act 2002, abolished secret WAWAEs, restored union rights-of-
entry provisions and restored the WAIRC as an independent umpire. Individual Employer-
Employee Agreements (EEAs) were introduced for those wishing to pursue individual
bargaining with the no disadvantage test being applied with reference to the relevant award.
The MCE Act was retained providing legislated minimum standards for employees. As part
of the change the weekly divisor for calculating the hourly rate of pay was reduced from 40
to 38. Since July 2006 the WAIRC has, following amendments to the IR Act been able to
make a ‘State Wage Order’ to determine the rates of pay for the purposes of the MCE Act

and State awards.

Table 2.1 below shows the current distribution of WA employees between the Federal and
State jurisdictions. It is apparent from these data that around 60 per cent of employees in
the State are covered by the Federal IR provisions. The remainder (40 per cent) fall within
the State IR jurisdiction. Of the latter, around 80 per cent are employed in the private
sector (WAIRC 2007), with many clustered into sectors where pay and conditions are
informed by the Award. As DOCEP (2007) noted in their submission to the recent State
Wage Case, at May 2006 “...57.2 per cent of all Australian employees in the
Accommodation, cafes and restaurants sector were paid exactly in accordance with the rate
of pay specified in an award — making this industry by far the most award-reliant.”. In Retail
trade the corresponding share was 28.7 per cent. It is clear from Table 2.2 that the majority

of employees in WA are not covered by a written formalised (i.e. registered) agreement
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with many remaining on the award or covered by informal (eg. verbal) agreements or
common law contracts.

Table 2.1: Distribution of WA employees Between the Federal and State IR Jurisdictions

Employee Group Proportion of all WA Proportion of all WA
employees — May 2004 employees — May 2006
Subject to the federal IR 59.9% 61.4%
jurisdiction
Incorporated 46.6% 48.8%
Federal Government 2.0% 1.9%
State Corporations 8.5% 8.3%
Local Government 2.8% 2.3%
Subject to the WA IR jurisdiction 40.1% 38.6%
Unincorporated 31.5% 30.7%
State Government 8.6% 7.9%
All employees 100% 100%

Source: DOCEP 2007.

Table 2.2: Methods of Pay Setting in Western Australia, May 2006

Arrangements Coverage
Federal certified agreements 25.3%
State industrial agreements 12.8%
Australian Workplace Agreements (AWAS) 5.8%
Employer-Employee Agreements (EEAS) 1.2%

Other arrangements
State or federal awards only (11.1%)
Common law contracts
Above award payments 54.9%
Unregistered individual and collective agreements
Working proprietors setting their own rate of pay

Source: DOCEP 2007, based on unpublished data from ABS 6306.0

2.3  Summary

Within Western Australia the majority (60 per cent) of employees are covered by the
provisions of the Federal jurisdiction, provisions which, since the mid 1990s have
increasingly prioritised individual bargaining over collective and limited the role of third
party (union and tribunal) involvement in agreement making. The latest reforms introduced
via WorkChoices are particularly radical and contravene basic ILO conventions, such as the
right to bargain collectively. The pairing back of the minimum conditions to five allowable
matters together with the unfair dismissal provisions and the removal of the no disadvantage

test have significantly weakened the protections afforded to many, and to low paid workers
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in particular. The new fairness test recognises growing community concern with the

weakened bargaining position of many.

Although WorkChoices has only been in effect since March 2006 it is apparent from the
above that arrangements deregulating the labour market have been incrementally adopted
since the early 1990s. In Western Australia the first wave of deregulation occurred in 1993
and although re-regulated in 2002, the increasing importance of the Federal jurisdiction over
this period means that WA has, effectively, operated in a deregulated context for a decade

or more.

Within the State less than half (45 per cent) of employees are covered by formal, written,
agreements. The remainder are covered by common law contracts, and unregistered
(informal) individual and collective agreements (including above award payments). A small
proportion (I 1.1 per cent) of WA employees are covered by only an award. Deregulation
has contributed to greater variability in methods of pay setting and agreement making within
the State potentially engendered a degree of confusion as to jurisdiction of coverage as well
as employer responsibilities and employee entitlements. As will be seen later in the report
there appears to be particular ignorance amongst low paid workers as to their method of
pay setting and the form and scope of their agreement. The majority appeared to be on
verbal agreements and, consistent with the statistics in Table 2.2 above, few had formally
signed an employment agreement. Ignorance amongst the low paid workers would appear
to be linked, in part, to confusion amongst the employers of low paid workers as to their

responsibilities and requirements within the IR system(s).
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3 Trends in the WA Labour Market

As at May 2007 there were 1,676,000 people in the civilian population aged |5 years or
more in Western Australia, of which 1,136,200 (or 10.4 per cent of the national labour
market) were either employed or unemployed (representing a participation rate of 67.8 per
cent). Within the State men accounted for 55.5 per cent of all labour market participants,
with 86.7 per cent of all employed men employed in a full-time capacity. VWomen, in
contrast, were more evenly distributed between full-time and part-time work. At May 2007

52.5 per cent of all employed women were employed full-time.

In the remainder of this section we review recent trends in the WA labour market, paying

particular attention to employment growth and wages growth.

3.1 Employment Growth

Between 1994 and 2007 total employment in WA increased by 49.1 per cent. The majority
of new jobs within WA have been filled by women, with sectors such as Property and
business services and Retail trade amongst those exhibiting strongest growth (see Table
3.1). Between them they generated one third of all new jobs since 1994. Employment
growth has also been particularly strong in the part-time sector of the labour market (see
Figure 3.1). By May 2007 29 per cent of all employees in WA were employed on a part-
time basis; 75 per cent of the part-timers were women. Relative to the national average

women were slightly over-represented in part-time employment in WA (see Table 3.2).
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Figure 3.1

Employment Growth, Australia and WA (seasonally adjusted, annual average
increases)
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Table 3.1: WA Employment Growth (1994-2007) and Employment Shares at 2007

Industry

Employment

as share of Share of
Industry (sorted by total employment Total Women in
growth in descending order) Total Part-time Employment, the Industry

Employment  Employment  May 2007 at May 2007
Growth (%) Growth (%) (%) (%)

Property and Business Services® 189.5 *226.3 115 39.0
Construction® 185.3 *197.4 7.7 135
Government Administration and
Defence 176.6 *A72.7 5.3 "52.9
Retail Trade® 161.6 *185.2 14.8 57.6
Personal and Other Services® 159.7 *223.5 3.9 "52.2
Health and Community Services 156.8 175.6 10.5 “82.0
Mining 153.9 112.5 5.1 18.4
Communication Services 153.9 *185.7 1.6 26.8
Cultural and Recreational Services® 153.7 *198.5 2.6 "54.8
Total 149.1 177.1 100 46.0
Accommodation, Cafes and
Restaurants® 145.1 138.8 4.6 "62.6
Electricity, Gas and Water Supply 137.6 *200.0 1.3 18.8
Transport and Storage® 130.8 *370.0 4.1 29.1
Education® 130.7 142.2 7.6 "69.5
Manufacturing 127.0 109.3 9.4 22.4
Finance and Insurance 123.7 162.5 3.3 63.5
Wholesale Trade® 107.4 *178.0 4.4 27.4

Source: ABS Labour Force Data. Note: * indicates sectors with below average male wages growth
between 1994-2007 (see Figure 3.5 below); * indicates above average part-time employment growth;
*indicates industry sectors where women are over-represented relative to their share of the total WA
workforce.
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Table 3.2: Employment shares in Australia and WA, May 2007

Employed - Employed - Employed - Employed - Employed —
full-time, part-time, full-time, part-time, total,
Males Males Females Females Persons
Australia
Total ("000) 4908.8 853 2621.2 2070.8 10453.8
% share 47.0 8.2 25.1 19.8 100.0
Western Australia
Total ('000) 523.4 88.8 252.4 234.8 1099.4
% share 48.5 7.7 22.7 21.2 100
WA % Australian LM 10.7 10.4 9.6 11.3 10.5

Source: ABS 6202.0

Figure 3.2 shows movements in the WA seasonally adjusted unemployment rate. At May
2007 the WA male unemployment rate was equal to 3.0 per cent and the female rate at 3.6

per cent. As illustrated below, these rates are amongst the lowest ever recorded.

Figure 3.2

Movements in the seasonally adjusted unemployment rates, WA & Australia, 1992-2006
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Strong employment growth combined with low unemployment has also contributed to
strong growth in the labour force participation rate. By May 2007 the seasonally adjusted
male and female participation rates were equal to 75.4 and 60.2 per cent, respectively. As
shown in Figure 3.3 Western Australia has one of the highest participation rates, especially

for women. It is interesting to also note, consistent with trends at the national level, a fall in
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the share of WA women participating on a full-time basis. The drop-off is particularly

marked after January 2001

Figure 3.3

Australian and Western Australian Female Participation Rates, 1992-2006
(Seasonally Adjusted)
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3.2 Wage Movements in Western Australia

Figure 3.4 shows movements in the gender wage ration (GWR) and in the wage relativities
of adults employed full-time in WA and Australia over the period 1991 to 2007. It is
apparent from this diagram that men in WA have, since the early 1990s, been in receipt of a
wage premium relative to their national counterparts. At February 1991 the WA male (full-
time employee) / Australian male (full-time employee) premium was 1.2 per cent (measured
using seasonally adjusted average weekly ordinary time earnings (AWOTE)). By November
2006 the corresponding premium was 7.9 percent. WA women have, in contrast, trailed
behind women nationally. At May 1993 the shortfall was equal to 0.7 per cent, by February
2005 it had widened to a shortfall of 7.4 per cent and by February 2006 was equal to 4.5 per
cent. It is beyond the scope of this paper to account for these trends, although it is worth
noting that the recent convergence in the earnings of WA women employed full-time
relative to Australian women employed full-time has come at a time when fewer WA
women are working full-time. The convergence may, thus, reflect in part compositional

differences, with more highly paid full-time women remaining in full-time employment thus
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raising the overall average. A more useful picture on trends in wage relativities would come

from a data set that included time-series data on hourly wages. Unfortunately these data are

not available within Australia to enable such comparisons.

Figure 3.4

WA and Australian Wage Relativities, 1991-2007
Average Weekly Ordinary Time Earnings for Adults Employed Full-Time
(Includes Managerial and Non-Managerial)
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Figure 3.5 shows wages growth between 1994 and 2007 disaggregated by industry sector.
To facilitate comparisons the computations are base