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1.0 INTRODUCTION — THE QUEENSLAND GOVERNMENT POSITION

Extended working hours has emerged as a dgnificant issue in recent years. In
Queendand done, there are now 450 000 people (27% of al employed persons)
working over 45 hours a week, more than double the 220 000 people (23%) working
those hours in 1981. Of full-time employed persons in Queendand, amost half (46%)
are working more than 45 hours a week, compared with only 33% in 1981. Moreover,
the biggest increase is in those working the upper end of long hours, from 50 to 59
hours a week.

At the same time, there is growing evidence of the negative impact that longer
working hours are having on the hedth and safety of employees and their productivity
in the workplace. Research studies show that longer hours reduce the quality and
quantity of deep that employees need, increase fatigue levels, and reduce aertness.
This in turn reduces workplace performance and productivity, and increases the risk
of accident and injury. The Bureau of Trangport Economics has estimated the costs
atributable to fatigue done to cost the Austrdian taxpayer over $3billion annualy.

The weight of evidence adso suggests long working hours cregte negative
consequences for families and the broader community. Both oversees and Audrdian
dudies suggest that long hours redrict the quantity and qudity of time that parents
want and need to spend with their children. Socid and community life is being
undermined with less time being devoted to voluntary work that supports sporting
clubs and community organisations and maintains the socid fabric of our community.

Working hoursis an issue that needs to be addressed, touching as it does on so many
areas of both work and life in modern society— the quaity of our working lives, our
safety and productivity performance in the workplace, our heglth both at work and at
home, and on the way employees and employers baance their working lives with the
rest of their daly lives.

This case provides an gppropriate and important opportunity for theseissuesto be
examined. Higtorically, the AIRC has played akey role as aforum for determining
working hours arrangements and it should continue to play thet role.

The ACTU application in this matter is seeking an award clause that outlinesthe
factors to be consdered in determining what are unreasonable hours of work, and
compensates employees with extrapaid leave after certain hours have been exceeded.
The details of the daim are outlined in the ACTU submission.

The Queendand Government supports in-principle the gpplication of the ACTU. The
basisfor this position of in-principle support is outlined in the Joint States
Submission. The Queendand Government does not seek to address the details of the
ACTU dam.

In support of this position and to assist the Commission in its ddliberations, this
supplementary submisson will examine:
The Queend and Government gpproach to indudtria relaions;
The nature and dimension of working time changes, particularly the extent and
growth of longer working hours,
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The internationd experience with working hours, and

Theimpact of longer hours on family and community life, productivity and hedth
and sefety.
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20 QUEENSLAND GOVERNMENT APPROACH TO INDUSTRIAL
RELATIONS

It isuseful firgt to condgder the Queerdand Government position inthistest caseina
broader policy and legidative context.

The Queendand Government view of indudtrid relations is shgped by a number of
key themes and objectives. These include the need to:

bal ance economic and socia objectives for employers and employees,

reflect community standards and vaues,

respond to emerging labour market and work patterns, and

help employees and employers balance work and the rest of their daily lives.

The challengeisto provide a sysem of industrid relations that best achieves these
objectives — to find the right mix of policies to help achieve both a compstitive
economy and afar and cohesive society. To do this, policy-makers, legidators, and
practitioners need to understand what is actualy happening in the labour market and
look for appropriate responses.

Much has changed since indudtrid relations legidation was firg introduced in the

early 1900s to regulate standard types of working arrangements. Over the past decade
in particular there have been significant changes to how we live and work. For

ingtance, by the late 1990s, only 37% of the workforce were sill employed ina
‘typicd’ 9to 5, Monday to Friday stylejob.

The nature of employment and work has changed in such away that familiar notions
of standard-time employment are no longer the redlity for large sections of the
workforce. As standard time employment has declined, there has been agrowth in
more precarious forms of non-standard employment. These include higher levels of
casudisation and part-time employment, and the growth of contract employment.
Femade employment has increased dramatically with women comprising more than
45% of the Queendand workforce. New industries have emerged in areas such as
information technology, tddecommunications and bio-technology. Alongside these
developments are broader community shifts such as changes in family structures and
the ageing of the population.

The chalenges posed by these devel opments require responsesin a number of aress,
but industrid relationsis one area that can make a difference with policies and
legidation that reflect and respond to developments in the labour market.

This Commission itsdlf has played akey role in deding with these challenges,
evidenced for example by key test case decisions over recent yearsto provide award
entittementsto carer’ s leave, unpaid maternity leave for casud employeeswith 12
months service, and its ongoing role in setting a living wage for low-paid employees.

With the Industrial Relations Act 1999, the Queendand Government too has put in
place a number of proactive measures to address these emerging labour market
patterns. These include:
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community standards of employment such as annud leave, Sck leave, parentd
and carer’ s leave, and bereavement leave for all employees, whether or not they
are covered by an award or agreement;

ensuring outworkers are defined and protected as employees,

providing long-term casud employees with unpaid maternity leave (an Audrdian
fird a the time); and

empowering the Queendand Indusgtria Relations Commission to declare a class of
contractors to be employees.

The Queendand Government is building on this platform by implementing key
election commitments to improve pay equity between women and men workers and to
introduce awork and family package for casua employees.

The Government has dso established a Work and Family Unit within the Department
of Industrid Relations to help promote a more positive bal ance between work and
family in the Queendand community and is establishing a Minigterid Taskforceto
progress these initiatives.

Inarapidly changing labour market, one of the key trends and devel opments has been
the increase in working hours. The Queendand Government has responded to these
trends and has been active in promoting research on these issues in recent years.

When it first came to office in 1998, the Queendand Government established an
independent and representative Industrial Relations Taskforce to review indudtrial
relations legidation in Queendand in light of developments over the previous decade.

Working hours was just one of many issues conddered by the Taskforce during its
extensve review process. In its report to the Queendand Government in December
1998, the Taskforce found evidence of increasing hours of work and stress associated
with work intengfication, and recommended the Government conduct further research
into the changes in working time arrangements and standards and examine the impact
on work, employment, hedth and safety, and the balance between work and life. The
Government adopted this recommendation.

The Queendand Government submisson to the 1999 Senate inquiry into the federd
Government's falled ‘second wave indudrid relations legidation dso highlighted the
decline of the standard working week as working hours and work intensfication have
increased for many in the workforce.

Conggent with the Taskforce recommendation above and with the Government's
ovn fird term edection commitment to progress research into these issues, the
Queendand Government, through the Department of Indudrid Reations, has joined
with various research centres to conduct the following working time related projects.
research into current working time arrangements in Queendand conducted by the
Audrdian Centre for Industrid Reations Research and Traning (ACIRRT). This
project was findised with the release of areport in April 2001,
research into the impact of extended hours on safety a work conducted by the
Centre for Seep Research at the Univerdty of South Audtrdia;
research into the impact of extended hours on family life conducted by the Centre
for Labour Research at the University of Addade; and
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research into the impact of working time practices on organisations, employees
and thar households, conducted by Griffith Univerdty in patnership with the
Depatment of Indudtrid Redations and funded in pat by an Audrdian Research
Council grant. The project is due to be completed in 2002.

To further discusson on thee issues, the Queendand Depatment of Indudtrid
Rdations organised a working hours conference hed in Brisbane in April this year
and attended by over 100 people from government, unions, employer organisations,
employers and community groups.

As part of its second term eection commitments, the Queendand Government will be
addressing working time arrangements through the development of industry codes of
practice, building upon the successful workplace hedlth and safety modd for
establishing industry and occupationd standards. The codes will outline achievable
standards of reasonable working hours that take account of industry and employee
needs, hedlth and safety factors and fair community standards.

The Queendand Government will assess the outcome of this case as abasis for
proceeding with this election commitment for industry codes of practice.
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3.0 THE EXTENT OF WORKING TIME CHANGES AND LONGER
WORKING HOURS

Any case for changes to current regulatory arrangements for working hours must be
based firg around an understanding of the hours that are actudly being worked in
Audrdian workplaces and how these have changed over time, as wel as who is
working these hours and why.

To develop a Queendand perspective on these working time issues, the Queendand
Government commissoned ACIRRT to conduct research into current working time
arangements in Queendand. The key findings from the ACIRRT research ae
presented below.

For purposes of comparison, the submisson then provides an overview of the
internationd experience with working hours.

3.1 What hours are being worked?

The growth in extended hours of work is pat of a wider shift away from the
traditional 35-40 hour week. The ACIRRT report illustrated the diversty in working
time arangements with three disinct working time regimes having emerged: those
working standard hours (between 35-44 hours a week); those working part-time hours
(less than 35 hours a week) and those working extended hours (more than 44 hours a
week). The report showed Queendand is a the forefront of these changes with a
higher proportion of both part-time and extended hours workers than the nationd
average.

The ACIRRT report identifies a clear trend toward longer hours over the last 20 years.
From 1981 to 2000, the total number of people in Queendand working more than 45
hours a week has increased by 105%, compared with a 73% increase in the total
workforce over that time. In Queendand, 450 000 people (27% of dl employed
persons) are now working over 45 hours a week, more than double the 220 000 people
(23%) working those hoursin 1981.

Examining the soread of hours of full-time workers separately can draw an even more
tdling picture. Of full-time employed persons in Queendand, dmost hdf (46%) are
working more than 45 hours a week, compared with only 33% in 1981. Furthermore,
of those working long hours (ie. more than 45 hours), the biggest increase is in those
working the upper end of long hours, a 50 to 59 hours. There are now 162 000
employed persons in Queendand working these hours, compared to 69 000 in 1981.
The relaive growth in the number of people working these hours has been far greater
in Queendand (136% increase) than it has been nationdly (94% increase).

Ancther dimenson to hours being worked is unpaid overtime. Approximately one-
fifth of Queendand wage and sdary earners work unpaid overtime in a usua week.
The mgority of these people (61.1%) were not compensated by either an alowance or
‘time off in liew. Those working paid overtime accounted for 11.8 per cent of
Queendand workers.
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3.2 Who is working longer hours?

The magority of these persons working extended hours are wage and sdary earners
(60%). The ACIRRT Report highlights the typica characteristics of the Queendand
worker undertaking extended hours of work. Overwhdmingly the employee is likely
to be mae (80%) and is most likely a manager or adminidrator (27%), or ese fdls
into the category of tradesperson (19%) or a professona (15%).

While the mining industry has the highest average hours of work per employee (54
hours) in Queendand, it employs a rdaivey smal number of workers and an
extended hours worker is more likdy to work in either wholesde and retal trade
(21%), community services (13%), or manufacturing (13%).

These findings indicate that working hours is an issue that impacts a wide cross
section section of the workforce across both blue-collar and white-collar occupations
and industries.

Although only a smdl percentage of the tota workforce, employers (both sdf-
employed and managers) are aso frequently undertaking extended hours of work.

As might be expected, many extended hours workers are Situated in the upper end of
the income scde with 45% earning more than $41 600 per annum. However, well
over a quarter of employed persons working long hours (28.6%) earn less than $30
000 per annum.

3.3 Why are people working longer hours?

There is condderable evidence that in many cases workers are not voluntarily
working extended hours. Using ABS survey materid, the ACIRRT report showed that
of those working long hours most are doing 0 based on ‘expectations of the jab,
rather than through choice.

In a 1999 survey of wage and sdary earners, no one doing 49 hours or more
responded that it was because of their own choice. Income did not appear very often
as the reason for employees working these hours either (7%). The mgor reasons cited
were the expectations of the job (33%) and the need to get the job done (39%) (p. 54).

These reaults are reflected in the fact that a Szesble mgority (61%)of those working
more than 49 hours a week indicated they would prefer fewer hours and one in five of
those workers would be prepared to work fewer hours for less pay. Equivalent results
are evident for those working 41-48 hours a week. Another telling result is that no one
in the survey working 35 or more hours a week would prefer more hours than they
were currently working.

The clear pattern from the survey results is that the nore hours that people work, the
greater the likelihood that their expressed preference will be for fewer hours.
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40 AN OVERVIEW OF THE INTERNATIONAL EXPERIENCE
4.1 Trends in working hours

In most OECD countries the length of the working week has re-entered public debate.
Audrdia and the United States have the highest proportion of men working 50 or
more hours a week of any OECD country'. The long-term trend of dedlining average
annua hours has dowed in dmos adl OECD countries and in some cases has
reversed®. During the 1980s, overtime was averaging between 3 and 4 percent of total
hours in Europe but was over 8 per cent in the United States (US), United Kingdom
(UK) and Japar®. However, the mgority of the last decade (i.e. 1990s) saw hours of
work seadily increase in countries such as Hungary, Sweden and the US. Japan and
Korea' are the only countries in recent years to have experienced a downward shift in
trend, while France, Germany, Itdy, the Netherlands and Norway have al
experienced declining working hours but a a dower rate. These changes in annud
hours in Europe to some degree reflect the increased proportion of part-time workers.

Amongst European Union countries the UK has the highest proportion of full-time
employees working more han 46 hours per week®. Whereas 12 per cent of employees
across European Union countries on average are working more than 46 hours per
week, in the UK the proportion is close to a third. Long working hours are aso
particularly prevaent in Greece, Irdland, Italy and Portugd.

TABLE 1: Average proportion of full-time employees usually working more than 46 hours and
above per week, by industrial sector (per cent) in the European Union.
Industrial sector Proportion of full-

time employees
Mining and quarrying 214
Manufacturing 14.8

Electricity, gas and water 104
Construction 7.2
Wholesale and retail trade, repairs 14.6
Hotels and restaurants 25.1
Transport and communication 16.9
Financial intermediation 9.6
Real estate and business activities 14.2
Public administration 7.3
Other services 10.1

Source: Eurostat, 1997. Labour Force Survey Results 1996, Office for Official Publications for European
Communities, Luxembourg.

As expected, in every country in the Euro Union a higher proportion of mde
employees work longer hours than womer?. This overdl trend disguises differences
by occupation but is condgtent with datigtics in the Audrdian labour market. In terms
of industry sectors associated with long working hours, smilar to Audrdia, the
mining sector has a high proportion of employees working long working hours in
European countries. The hotds and restaurants sector of Europe has the highest

! Jacobs J.A. and Gerson K., 2000.

2 Evans JM., Lippoldt D.C. and Marianna P., 2001.

% Golden, 1998.

* K orea has since exhibited an increase in annual hours worked in the most recent period.
® Kodz, Kersley, Strebler and O’ Regan, 1998.

® Kodz et. al., 1998.
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proportion of employees working long hours, while in Audrdia this sector is typicaly
coupled with part-time postions and casuds.

The figures in Table 1 are averages and therefore do not indicate the high degree of
variaion across individual European countries. For ingance in the UK just over 45
per cent of full-time employees in the mining and quarrying sector usudl)/ work more
than 46 hours, compared to the average of 21.4 per cent across the EU’. Examination
of the digribution of workers undertaking long hours by occupationd mix reveded a
gmilar pattern to that in Audrdia, with managers and professonas being among the
most likdy to be working long hours. However one-third of machine and plant
operators in the European Union are dso working over 48 hours a week 8, indicating
that the occupationa mix included both white collar and traditiond blue-collar jobs.

There are a variety of likey reasons for the pervasveness of long working hours.
These include workload and work pressures, the growing expectations of customers
(for example 24-hour sarvice); redtructuring, downdzing and leen daffing, the
introduction of new technology (for example technology which has dlowed the
introduction of 24 hour operations in manufacturing); an increase in project and
contract-based work linked to short lead-in times and tight deedlines; and an increased
need for travel as a result of a greater geographic span of area in work. Flexible forms
of working time, which have been adopted by companies to meet the evolving needs
of business, are increasing in the European Union as evidenced by Table 2.

TABLE 2: Percentage of companies that have changed their use of flexible forms of working time
over the last three years.

Country Increased Unchanged Reduced Not used
flexibility flexibility

Denmark 1

Finland 62 24 0 12
France 19 46 1 24
Germany (W) 55 27 1 14
Ireland 25 27 1 31
Italy 32 22 0 36
Netherlands 43 38 0 14
Norway 23 59 1 10
Sweden 35 52 1 10
United 30 31 1 32
Kingdom

Source: Cranfield School of Management, 1995. Price Waterhouse Cranfield Project 1995 Survey
Results, Centre for European Human Resource Management, Cranfield School of Management.

While flexible forms of working time have been explored in rdaion to baancing the
commitments of work and family, some view the increased flexibility as evidence of a
shift in the bdance of indudtria power. It has been argued that the driving force
behind a flexibility approach to working time has been the pressure of companies
seeking to lower costs and extend opening hours rather than being promoted by
employee needs (L ehndorff, 2001).

Indications of the emergence of a long hours culture amongst workers has surfaced
with the OECD (1998) seeing dgns that unpad overtime is dso on the rise in
European countries. A culture of long hours could be driven by expectations of

"Kodz et. al, 1998.
8 Kodz et. a, 1998.
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management, peer pressure from colleagues, the desire to demongrate commitment or
seek recognition, a sense of job insecurity, and a wish to increase ther incomes

through paid overtime,

In the European Union working-time policy expliatly links average hours, variability
of hours and wages. The policy discusson in many ways can be seen as having
shifted from one that origindly sought to improve worker conditions with minima
harm to industry competitiveness to the reverse dtuation, of seeking to enhance
competitiveness with minimal harm to worker conditions®.

4.2 Regulation and legislation

In dl the OECD countries hours of work are determined by a blend of regulations and
collective bargaining. Three groups of countries emerge where each of these is
paticulaly dominant'®. Countries where the influence of legidation is particularly
drong include, France, Portugd and Spain. While in Denmark, Germany, Itay and
the UK collective bargaining is more influentid. Working arangements are a
combination of the two in Belgium, Greece, Irdand and the Netherlands. However,
the US relies on monetary rather than statutory deterrents to excessive work hours'?, a
dtuation that contrads dakly with the legidated datutory limits on weekly and
overtime hours in Canada and most countries of Europe. The OECD (1998) found “a
tendency for those countries where collective bargaining is more developed to have
shown afagter decline in working hours’.

Policy initistives around the organisation of working time have been explored in a
number of countries to varying degrees, with France being the most notable given
their 1982 legidation reducing hours and their more recent introduction of the 35-hour
week3. The law on negotiated workweek reduction in France tes three objectives; (1)
job credtion, (2) competitiveness and (3) improved working conditions and a better
balance between work and persond life.

It is too early to comprehensvely evduate the workweek reduction, however the
French Government have undertaken initid surveys that highlight the benefits to
employees and employers™®. Among their survey outcomes were the following results
for employees.
- 85 per cent believe the 35-hour week is good for them persondly;

86 per cent felt the shorter week improved their persond and family life;

74 per cent bdieved it dlowed them more time for persona growth and

development;

68 per cent thought it helped them better organise their schedules; and

50 per cent thought it created better morae a work.

° Golden, 1998.

19 Evanset &, 2001.

Y The Working Time Directive represented the first general regulations regarding working time to be
introduced in the UK.

12 Golden, 1998.

13 Minister for Employment, French Government, 2001.

14 Minister for Employment, France.
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Chief Executive Officers (CEOs) were dso surveyed in relaion to their perception of
the impact of the changes in the workweek to ther companies. The key findings
included:
- 84 per cent of CEOs who signed a work hour reduction agreement under the first
law™ are satisfied with the results
81 per cent found that it had led to better labour relationsin their company; and
65 per cent thought it improved the way they organise their work.

Europe's Conciliation Committee'® in April this year agreed to extend the Working
Time Directive to cover workers in the sectors and activities currently not included in
the Directive (for example, doctors in training and offshore workers). The European
Union's Working Time Directive, passed by the European Parliament, includes
provisions such as, a minimum daily rest period of eeven consecutive hours, a bresk
if the working day is longer than sx hours, a minimum rest period of one day a week;
a maximum average working week of 48 hours (including overtime); four weeks of
paid annud leave and; no more than eight hours night work during a 24-hour period.

The OECD (1998) noted that across OECD countries the reduction in hours of work
tended to be associated with countries with well-developed systems of collective
barganing. The modd vdue for usua hours worked tends to be higher in those
countries where arrangements are set by law, France being a notable exception. The
moda vaue for usuad hours of work reported by men in most European countries is
40 hours aweek.

4.3 Trends in hours constraints

Two questions arise from the examination of changes to working hours and these are
the extent to which employed people have a preference for reduced hours of work (or
part-time work) and the extent to which they would be prepared to trade off part of
their earnings (or increases to earnings) in exchange for reduced hours. Hours
condraints, meaning the dedre of individuds to work more or less hours than they
actually work, has been analysed by a number of researchers'’.

Table 3 below, is a summary of a literature survey on internationad hours congraints.
The sudies reviewed here indicate a mixed response to the question of whether
employed people prefer a reduction in ther hours of work. Underemployment
appeared to be a characteristic in the labour markets of a least severd countries, with
a couple of dudies concluding underemployment (people wishing to increase their
hours) was more common than overemployment (people wishing to reduce ther
hours). Some dudies specificaly explored people's preferences for hours given
specified consequences for their incomes. The impact of working hours on income
appears to weigh heavily on people' s preferences for hours.

15 Thislaw wasintroduced 13 June,1998.

16 |ts members consist of representatives from the European Parliament and the Council of Ministers.

7 Four theories essentially explain the hours constraints faced by workers and these can be summarised
as; (1) long-term contracting, (2) mismatching in hedonic models of the wage/hour locus, (3) models
with rigid wages and (4) hours as a screening device (Sousa-Poza and Henneberger, 2000).
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TABLE 3: An Empirical Review of Hours Constraints in countries of Europe and the United

States.
Author Data Country Results
Kahn & Lang Panel Study of USA Close to half of sample wanted to work either
(1992) Income Dynamics more or less, constraints were more likely to
(1981-82) be underemployment
Kahn & Lang Canadian Survey of Canada Similar results to above, underemployment
(1995) Work Reduction being more common than overemployment
Bl & International Socid USA & Underemployment is more common than
Freeman Survey Programme Germany overemployment
(1995
Klauder Soziodkonomische Germany Three quarters of the male population would
(1998) Panel (1993) (East & likelonger working hours.
West)
Dathe (1998) EC ad hoc Labour European Large proportion of German workers prefer
Market Survey (1989 countries increase in earnings at current workload, than
& 1994) reduction in working time at current wages. In
other European countries, overemployment
was more common
Euwals & van Dutch Socio- Netherlands Overemployment is more common than
Soest (1999) economic Panel (Unmarried  underemployment
(1988) workers
only)
IImakunnas &  Finnish Labour Force Finland Marginal difference between overemployment
Pudney Survey & Housing and underemployment, the former dlightly
(1990) and Population larger.
Census (1980)
Stewart & British household Great A large proportion of overemployed workers
Swaffield Panel (1991) Britain
(1997)
Ramirez Swiss labour Force Switzerland  The portion of workers wanting to work less
(1998) & Survey (1995 & is greater than the portion wanting to work
SousaPoza &  1998) more.
Hennberger
(2000)
SousaPoza & International  Social W. In all countries the proportion of individuals
Henneberger  Survey program Germany, wanting to work more (and earn more) was
(2000) (1989) UK, USA, larger than those wanting to work less and
Austria, earn less). With the exception of W Germany,
Hungary, alarger proportion of men than women would
The like to work more and earn more. In most
Netherlands, countries, a larger proportion of women than
Italy, men would like to work less and earn less
Northern (especialy in the UK).
Ireland,
Norway
European International Survey Thethen 12 38% of workers said they would prefer a
Commission (1999) member reduction in working hours to an increase in
(1995) countries of  pay, 56% indicated a preference for more pay
the and 6% gave no opinion.
European
Community
Atkinson Employment Options EEC Substantial interest both in shorter hours of
(1999) of the Future (1998) member work and in increased levels of part-time
countries working.
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5.0 THEIMPACT OF LONGER HOURS

The previous sections have examined the factud materid to present a picture of what
hours are actudly being worked in Queendand and Audrdia, who is working them,
and aso why these hours are being worked. Internationa trends were aso examined.

To understand the full extent of the issue, it is necessary to examine what impact these
hours are having.

To do this, the Queendand Government commissioned two further research projects,
as referred to previoudy in the submisson. One project has been undertaken by the
Centre for Seep Research a the University of South Audtrdia to look at the impact of
extended hours on workplace performance, productivity and hedth and safety. The
other project conducted by the Centre for Labour Research a the Universty of
Addaide focused on the impact of extended hours on family and community life.

5.1 Impact of long hours on workplace performance, health and safety, and
productivity

The research paper from the Centre for Slegp Research, Counting the Costs, presents
compeling evidence of the negative impact that longer working hours are having on

the hedlth and safety of employees and their productivity in the workplace, and the
need to re-assess the true cost of present working hours arrangements.

In quite smple terms, Counting the Costs makes the point that longer hours reduce the
quaity and quantity of deep that employees need, increase fatigue levels, and reduce
dertness. This in turn reduces workplace performance and productivity, and increases
the risk of accident and injury.

The effect of reduced deep can arise from ether the length of working hours — once
employees work more than 48 hours per week the increased competition between
degp and other activities of daly living results in sgnificant reductions in deep - or
the timing of the work and deep periods. Research shows that shiftworkers as a group
obtain ggnificantly less deep than those working equivaent hours that do not intrude
on the typical deep period (p. 14).

Problems with hedth and safety, fatigue and loss of productivity can be caused not
just by long hours. They can dso be caused by hours that are unpredictable and
irregular.

5.1.1 Performance and productivity

The impact of fatigue on performance and productivity is now wel-established. As
Counting the Costs explains, up until the late twentieth century, much work was
relatively unskilled and increased hours of work did not necessarily impact negatively
on work peformance. Much of the research indicated that many typicad workplace
skills were not unduly affected by faigue and there was little performance imparment
provided an employee could stay awake.

This is no longer the case. The research shows that fatigue related errors are common
well before the point a which an individua can no longer maintain wakefulness. This
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reflects the increasing cognitive demands placed on employees with jobs/tasks in the
contemporary labour market requiring much higher levels of dertness.

As identified in research on this subject, there are numerous dimensions of workplace
performance that are susceptible to the effects of fatigue. Counting the Costs cites a
review by Harison and Horne (2000) that highlights the following areas where
fatigue has deleterious effects on performance:

the ability to comprehend complex Stuations without distraction;

monitoring events and improving Srategies,

risk assessment and accurate prediction of consequences,

thinking lateraly and being innovative;

persond interest in the outcome;

controlling mood and behaviour;

monitoring persona performance;

recollection of timing of events; and

effective communication (p. 16).

These ills are widdy applicable across many if not al occupations, and the research
results cited in Counting the Costs, usng smulated studies, indicate both specific and
generd effects of fatigue on these key dements of workplace performance.

A key point the report makes about productivity is that workers do not maintain the
same leve of productivity regardless of the number of hours worked, particularly as
jobs become more skilled and require higher levels of dertness. There is a point
where the value of extra time spent a work becomes questionable both for the
employer and employee.

Studies cited in Counting the Costs report employee productivity per hour for 10 to 12
hour shifts is sgnificantly lower than for an 8 hour shift. One study found workers on
10 hour shifts reported sgnificant performance imparment for aertness, memory and
attention compared to 8 hour shifts.

Further andyds of the rdationship between working hours and productivity is
outlined in section 5.2 below.

5.1.2 Safety at work

High fatigue levels have dso been shown to incresse accident risk. One particular
sudy indicated that an exponentid increase of accident risk occurred beyond the
eighth hour & work. Another study has found a sgnificant increase in fatal accidents
in workplaces after the ninth hour of work.

The report contains numerous examples of fatigue related risks and accidents in the
workplace, incuding severd mgor indudtriad accidents. Counting the Costs cites
research conducted by MMI Insurance that indicates that approximately 30% of their
long haul road transport accidents are fatigue related and these accidents conditute
nearly 80% of their overdl cost clamsin this sector (p. 30).
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As the report notes, accidents are not only a risk a work but in transt between work
and home as employees working long hours drive home after having accrued a
sgnificant deep debt (p. 21).

As a point of reference, the effects of fatigue on performance are compared to the
effects of acohol intoxication. Research shows fatigue is 4 times more likey to be a
cause of workplace impairment than drugs and acohal.

Counting the Costs emphasises the sgnificance of fatigue as a safety issue associated
with long working hours:

‘In humans, fatigue delays response and reaction times, negatively impacts on
logical reasoning and decision-making and impairs hand-eye co-ordination —
all critical safety issues in the workplace. A significant body of research has
concluded that fatigue is rapidly emerging as one of the greatest single safety
issues now facing industry... It is our belief that extended hours of work are
one of the principal contributory causes of sleep loss and subsequent fatigue
related accidents and injuries’ (p. 22).

5.1.3 Health

The negative hedth outcomes associated with long working hours are dso well-
documented, with clear evidence that employees working more than 48 hours per
week are at Sgnificantly grester risk of poor hedlth, safety and socid outcomes,

Genadly spesking, it is conddered dedrable for an individud’'s hedth and well being
to achieve a badance between deep, socid activities, and work, and the evidence
outlined above suggests that long working hours are preventing this from being
achieved.

While there is no specific disease or condition associated with long hours, they are
linked with various lifestyle diseases. In one study of 203 Japanese workers who had
died from cardiovascular attacks, it was reveded that over two thirds of the workers
worked in excess of 60 hours a week; 50 overtime hours a month; or more than haf of
their fixed holiday breaks before the attacks (p. 24).

The report provides evidence from a substantid body of literature that has indirectly
linked long working hours with negative heath outcomes such as:

heart problems and high blood pressure;

negetive effects for pregnant women and fertility rates,

gastrointestind disorders,

psychologica wdlbeing;

circadian disruption, including effects on eating and deep; and

weight gain from unbadanced nutrition and irregular meds and poor physca

exercise (pp. 23 and 24).

Counting the Costs dso draws out evidence on the ingppropriate coping strategies
used by workers to ded with the stress associated with extended hours of work,
including increased acohol consumption, smoking, and ceffeine intake. Many of the
short-teerm coping  drategies,  while  providing  short-term relief,  become
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counterproductive in the long term. That is they are increasingly unsudainable from a
hedlth perspective.

The point made throughout in Counting the Costs is that while extended hours of
work may provide a limited short-term benefit to employers — in the short-term it is
chegper to have existing employees working longer hours on paid or unpaid overtime
rather than employing more people — it is not a sustainable work practice when the
longer term cods associated with absenteaam, daff turnover, reduced safety,
accidents and injury, and disability clams related to stress and burnout are taken into
account (p. 21). These consequences need to be consdered when deciding the
appropriateness of current patterns of long working hours.

5.2 Working hours and productivity: an economic analysis

The impact of longer hours on productivity has been a traditiondly complex and
controversgd question in economics. Much of the conflict arisng from this debate has
gemmed from the difficulty in determining a time frame around which to measure
productivity changes. For ingtance, a short-teem view may yidd vedly different
conclusons in terms of the impact of extended hours on productivity than a long-term
view, when the fuller consequences of working extended hours have begun to
materidise.

5.2.1 Theoretical review

The sudy of the reationship between work intensty and fatigue owes much to SJ
Chapman's'® theory of the hours of labour, where in 1909 Chapman demonstrated
market failure in the determination of working time'®. This argument initidly involves
the establishment of a concept of ‘optima hours. The man points of this argument
can be summarised as follows:
- a mass of evidence indicating that reductions in hours of work had not led to
proportionate declines in output;
modern industry fatigue was incressngly less physcad in nature and more a
combination of psychologicd and physologica as a result of specidisation and
increased need for mental concentretion;
the reduction of hours adlowed better-rested workers to produce as much or more
in the shorter hours;
the totd vaue of the output would initidly rise as the working day increased but
eventudly the totd output as well as the output per hour would decline as the
working day became 0 long that it prevented adequate recovery from fatigue for
workers,
this is the case because, beyond a certain point, each additional hour of work
would be contributing to the output of the current day’s totd output but a the
expense of the following day’ s output capacity; and
the intendty of the work involved would dictate the point a which tota output
beginsto fal and thus the length of the ‘optima’ working day.

The second hdf of this argument explores whether the free market can arive a the
‘optima’ length of day, and can be summarised as follows:

18 Chapman, 1909.
19 Walker, 2001.
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the maintenance of a long-term optimum by employers would require short-term
resraint;

eech individua employer could never be certain of regping the benefit of ther
retrant as another firm could potetidly entice the employer's wel-rested
workers away with awage premium;

therefore the optima output work time is aform of investment without equity;
samultaneoudy, Chapman (1909) assumed that workers would choose a longer
working day than was prudent (athough not as long as the working day preferred
by employers), primarily because of a genera short-sghtedness that would mean
workers would congder their immediate earning capacity more than thelr long-
term earning capacity”®; and

the outcome in a free market Stuation would therefore be one where employers
and employess acting in sdf-interest would each tend to sdlect a working day that
was longer than the ‘optimal’ hours.

Curioudy, dince this early work by Chapman, economics has frequently assumed that
market forces done will ddiver the optima length of work time despite never having
discredited Chapman's arguments. Economidts have dtempted to edimate the
optimum output week, udng andyds of long-term productivity trends. For example,
Denison (1962) edtimated the optimum output week to be close to 48.6 hours,
suggesting that moderate reductions in work time beow this amount could be offset
by gans in productivity up until the point of maximum hourly productivity, which he
predicted b be 33.9 hours™. Reductions in work time below this point, he projected,
would result in amore than proportionate fal in output.

Since the 1960s the exploration of reduced working hours has concentrated on the
prohibitive nature of fixed labour cogts, which imply an incresse in average hourly
labour costs with the reduction of hours of work and therefore negative employment
effects’?. However Walker (2001) argues that the cost per unit of output is vastly
more relevant than the average hourly cost of labour. He contends “If hourly
productivity increases more than hourly labour codts, the net result is a decrease in
unit labour cogts’. The difficulty with this in practice is that employers would incur
hourly cost increases immediately, whereas the productivity adjusment would only be
redised over an extended period of time. Returning to Chapman’s theory of hours,
given the high fixed costs of labour, the investment by employers in reducing working
hours is even greater with the time it will take to achieve productivity gains®>. Walker
(2001) concludes that fixed labour costs do indeed impose a formidable barrier to
reducing working hours but that contrary to popular thought, this is not because of the
increased unit labour codts but rather the intrindc risk in inveding in potentidly
mobile workers.

5.2.2 Studies on productivity and hours

20 Chapman (1909) considered three elementsin gauging the optimal day for the worker; 1) the wage,

22 the marginal value of leisure and 3) the disutility of work.

2 Walker , 2001.

2 Hart, 1987.

2 The time taken for a return on this investment would be dependent upon four factors; (1) the ratio of
fixed costs to variable costs, (2) the size and timing of wage hikes, (3) the size of the productivity gains
and (4) thetime it takes to achieve them.
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The bulk of literature that discusses the detrimental impact of longer workweeks on
productivity is based on case sudies and anecdotal evidence. For example Schor
(1991)'s Overworked American relied on daa collected through workers sdf-
edimating the number of hours they had worked. Criticism centred on the opportunity
in her methodology for recal bias. Schor's results, which indicated that American
workers were working 163 hours more in 1990 than in 1970, attracted much
discusson. However recent work by Bluestone and Rose (2000), using United States
Pand Data on Income Dynamics and Current Population Surveys, confirms increasing
trends in long hours in the United Sates. Ther andyss paticularly highlighted the
long hours worked by families, with ther findings lending support to the idea that
“working wives increased their time in the pad labour force to maintain rather than
improve the family's standard of living’?*. Among Schor's other conclusions were
that reduced working hours improve productivity through the following mechanisms:

improved commitment and motivation,

reduced absentesism and turnover,

reduced stress and fatigue,

diminishing returns from additional hours, and

reductions in unproductive or idle work time.

These arguments are Smilar in nature to those of the efficiency wage theorigts. For
ingdance, a firm that offers more attractive working hours would compete better
agang other firms in drawing the more productive and therefore more desrable
employees to work in ther firm. If the firm is ale to sdect better workers then
theoreticaly, supervisory costs will be lower and management efficiency should be
improved.

The United Kingdom's (UK) Department of Trade and Industry commissoned a
study by the University of Warwick®® to assess the initid impact of the Working Time
Regulations?® (Neathey and Arrowsmith, 2001). Their research project is an example
of a case-dudy agpproach to exploring issues around working time. The research
project involved a two-stage process, detailed case studies were undertaken of 20
organisations  roughly sx months after the implementation of the Regulations,
followed by interviews with 15 of these organisations where particular concerns had
been identified. The Regulations covered a range of matters including the setting of a
limit for a 48-hour week average (however workers could voluntarily agree to remove
this limit), rest, recuperation and holiday entittements, night work measures, and
working time records.

The research project found that some firms experienced an increase in efficiency by
moving from a seven-day working period to a sx-day working period as a result of
the implementation of the Regulations (however it is not dear if in dl cases this dso
involved a reduction in working hours rather than a compressed working week). In
addition to this, a number of firms were reported to have sad that the need to comply
with the Regulations had “encouraged them to take a more flexible and/or Strategic
gpproach to the organisation of working time” and had aso raised the profile for the
importance of working time in terms of worker hedth and sdfety (Neathey et 4d,

24 Bluestone and Rose, 2000.
% The Industrial Relations Research Unit.
26 The Regulationsrepresented the UK response to the European Union Working Time Directive.
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2001). However, the most common response to the Regulations, reported by
organisations in this survey, was to persuade employees to sgn forms opting-out of
the 48-hour limit. The concern that the Regulations would introduce inflexibility and
become an adminigrative burden for employers has not borne out in practice The
Regulations have had little impact on costs for employers and nor have they broken
the pattern of long working hours, as the 48-hour week is effectively circumvented by
employers through their use of employee opt-out provisons®’. Full-ime employees
(both mde and femde) in the UK work substantidly longer hours on average than
their counterparts in other European Union countries.

These dudies contribute insght to the potentid disadvantages of extended working
hours, while an econometric gpproach provides datistical srength to the examination
of these issues. The most recent econometric study located that investigates the impact
of longer hours on productivity is the paper by Shepard and Clifton (1999)*, provides
datigica evidence of the effects of overtime hours on worker productivity based on
data from 18 American manufacturing industries®®. For the vast majority of industries
examined, the results of the dudy indicated that the use of overtime hours in fact
lowered average productivity*°.

The edimaes for the effect of overtime hours on productivity varied across the
different specifications and esimation techniques. The results of this study suggested
a negative impact on productivity of between 2 and 15 per cent for a 10 per cent
incresse in overtime, across industries®™. However, the mgority of Statisticaly
dgnificant results (usng the varying agpproaches) indicated that indudtries experience
aproductivity decline of 2 to 4 per cent for a 10 per cent increase in overtime.

Certain indudries productivity was found to be more affected by the increese in
overtime than others (across the different gpproaches), particularly petroleum and the
chemica industry. Others like, paper products and transportation equipment appeared
to be virtudly impervious to the effect. The regresson results in this sudy are not

27 EIROnline, May 2001.
8 Shepard et al.’s most recognized study is their Drug testing and productivity (1998) which also
applies a production function model in order to estimate the impact of drug testing programs on
Eroductivity in organisations.
® This study uses estimates of factor-augmented production functions. A production function
estimation examines data on inputs and outputs. Previous use of such functions have included studies
estimating the effect of factors such as unions, employee ownership, profit sharing and worker
participation on productivity. Productivity is notoriously difficult to measure from an economic point
of view and particularly difficult to capture in the services sector where input and output data is not
readily identified. This is most likely the reason behind the use of data from the manufacturing sector
for this study. In specifying the model Shepard et a controlled for factors such as changes in
technology and varying rates of capacity utilisation that may have led to correlation problems and
which would effect productivity. Several alternative specifications and estimation techniques were used
including correctionsfor:

autocorrelation,

heteroskedacity,

rates of capacity utilisation, and
possible endogeneity of the constructed variable representing use of overtime hours.
30 Thiswas measured as output per worker hour.
31 The study used aregression that assumes constant returns to scal e the coefficients on the log of
overtime
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such that they could be used to predict which industry will experience a decline in
productivity with increased working hours.

5.3 Impact on families and communities

Employees have alife outsde work, whether thet involves their family
responghilities, socid and community activities, sudy commitments or just persond
relaxation. They are likely to be happier and more productive at work, and in their
lives if they have time to balance these various activities, and society asawhole is
likely to be the better for it.

Evidence, both anecdotal and research based, suggestsit has become increasingly
difficult for workersto achieve this bdance in an environment of longer working
hours that has devel oped over recent years.

To examine these issues further, the Queendand Government commissioned Dr
Barbara Pocock of the Centre for Labour Research at Adelaide University to conduct
research into the effect of long hours on family and community life. The weight of
evidence brought together in this report by Dr Pocock suggests long working hours
are cregting negative consequences for families, relationships, and the broader
community. The key findingsin her report are discussed below.

5.3.1 The importance of time for children

The Pocock report identifies time as a critica factor in enabling people to balance
their work and family commitments. It followslogicdly from this that long working
hours present a mgjor problem for employeesin finding the time they need to nurture
relationships with ther children.

Pocock reports on the results of a US study by Galinsky which includes a
comprehensive look a the views of children and a comparison of their views with
those of their parents. The study illustrates the importance of parents and children
sharing time together, but not just *qudity time - quantity of time aso matters.

“ This finding under mines the quality time argument that some use to
rationalise limited family time. It suggests that parents who work long hours
face a major difficulty in giving children what they need (and what parents
also want to give): time together. Galinsky’ s study suggests that children also
need ‘quality time’ —which she calls focussed time, when the parent has good
attention for children. But a first and necessary condition is time itself, the
thing that parents working long hours have least to offer....

These results suggest that hang around time that is not rushed is very
important. When children have less rushed time with their parents they tend to
see them more positively. Spending focused time with children also emerges as
very important. This focus means * being attuned to the child's cues and clues.
It means paying attention...being responsive'.

The results have particular implications for parents who work long or
unreasonable hours. These parents are more likely than most to be rushed, to
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be time pressured and to be less likely to have good focused attention for their
children. They are also more likely to be stressed and tired. Each of these
factors stands out as an issue affecting the quality of life for children” (pp. 17-
18).

These obsarvaions highlight the pervasve impact of longer working hours on family
life as the hours impact initidly on the welbeng of the parent who is working the
hours, but then the effects are fet by their children aswdll.

As Pocock notes, recent Audtraian research into the effects of long hours on children
and paent/child reationships supports the findings from the US, especidly the
ggnificance of time spent together to both parents and children. The research involved
interviews with parents and children from 47 families in Mdbourne. While this study
found time was only one of the criticd factors that influence qudity of family life it
was a mgor and recurring theme in the interviews and nearly dl children referred to
the impact of work on the time that parents spent with children (p. 20).

It is clear from the research that while work generdly has an impact on family life and
the time that families spend together, problems become more apparent when longer
hours are worked.

For example, a 1999 Audrdian survey of over 2000 respondents by Glezer and
Wolcott found that about haf of employed men and women working 41 or more
hours a week fet work interfered with home life. Less than a quarter of women and
the small proportion of men who worked less than 30 hours a week fdt that was the
case (p. 7). Clearly, those who are working bnger hours are more likely to fed the
time squeeze interfering with home life,

These reaults are reflected in evidence cited above that many working long hours
would prefer to work fewer hours.

Stress and tiredness are key problems identified in the research which affect those
who ae working longer hours, paticularly in demanding, high-pressure jobs. Pocock
quotes Galinsky:

“ employees who work fewer hours, who work fewer days per week, who
travel less frequently, who do less work at home before or after their
workdays, and who experience less job pressure typically experience less
stress at work. Some of these numbers are very dramatic: only 15 percent of
employed parents who work fewer than 35 hours a week report a large
amount of stress at work compared with 36.5 per cent of parents who work
more than 50 hoursa week ” (p. 18).

Again, the impact of long hours on working parents, in turn, impacts adversdy on the
relationships between parents and their children:

“This stress has a very significant impact on views of children who are very
alert to the stress and tiredness of their parents and name these issues most
frequently as the downside of their parents’ working lives. [So much so that]
children of parents who work longer hours don’t want to Dllow in their
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footsteps: they plan to work fewer hours and they do not like what they see of
the effect on their parents. Work demands, including long hours and travel,
affect our moods, and that the moods experience while we are working seem
more durable and more likely to spill over into our moods at home” (pp. 16-
18).

The date or feding often described in the Pocock report is one of employees feding
overwhelmed: a combination of both long hours and a feding of job overload or being
overworked. Pocock refers to a US study of 1003 employees that found 45 per cent
of those working 50 or more hours a week experience high levels of feding
overworked versus only 6 per cent of those working fewer than 20 hours per week (p.
9).

“ This study finds that feeling overworked is associated with significant
personal and work effects. The more overworked people feel, the more work-
life conflict they experience; the less successful they feel in relationships with
their spouse or partner, children and friends; the more likely they are to be
neglecting themselves;, and the more likely they are to lose sleep because of
their work. Those feeling overworked experience worse health and a lesser
ability to cope with everyday life events’ (p. 10).

“ [This can have a] potentially lethal effect especially when these hoursarein
combination with long hours of family care: Vernarec (2000) for example sets
out instances of nurses, who having spent the day with children are then asked
to work extended long hours in paid work with risks to the health and welfare
of patientsas a result” (p. 12).

The feding of being stressed and overworked is linked dso to lack of control over
working hours, with employees working more hours than they would prefer. As noted
in the Pocock report

“In general, higher levels of job-related stress were associated with employees
working more hours than were preferred, and having no influence over start
and finish times of work. Conversely, higher levels of job satisfaction were
linked with working the weekly hours employees preferred” (p. 10).

Providing some control of working hours would aso give parents greater capecity to
be there for ther children a specid events and specid occasons. This is identified as
a cucdd isue in the literature surveyed in the Pocock paper (p. 17/18). A smilar
issue is identified in the Dawson paper, with the concept of the ‘psychosocid vaue of
time’ (p. 30).

This recognises that the value of time is not congant. For each individud certain
times of the day, week or year have inherently more or less psychosocid vaue than
others. Dawson gives the example of an employee who has footbal practice on a
Tueday night and nothing planned on Wednesday. For tha individud, having
Tueday night off work will be of more vaue to them than having Wednesday night
off. Smilaly, for a parent, it is paticulaly vduable to have time off when ther child
is participating, say, in a sporting event, or a mudcd, or recaving an avad a a
presentation ceremony.
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Pocock brings these findings together, highlighting the importance of time and the
dangers of stress and tiredness, asfollows:

“In sum, this research raises significant concerns about the effect of
long/unreasonable hours upon the quality of relationships between children
and their working parents. They key thing that children need from their
parentsis time — both hang around time and focused time. This is exactly what
parents working long hours lack: enough time and enough fresh attention to
be fully focused upon children. Further, children are very concerned and alert
to the stress and tiredness of their parents. They rate these effects very highly
in terms of the negative outcomes of their parents’ work. This study shows that
work arrangements that create stressed and tired parents —and long hours are
clear contributors — create serious consequences for children. They make the
crucial task of having ‘warm and responsive’ relationships between parents
and children more difficult” (p. 19).

Just as time, or the lack of it, has a mgor impact on family reationships between
parents and children, it can dso have a profound impact on relationships between
couples, particularly those with children. Long working hours and the effects of
overwork described above decrease the time, and the quality of time, that couples
spend together. In one US study reported in the Pocock paper, the effects were
reported as follows:

“..partners felt less loving, saw themselves as less able to take the spouse's
perspective, saw the spouse as less able to take their perspective, and reported
more conflict (p. 21)”.

Another dimenson of the problem is that long hours often adds to the continuing
imbaance in domestic work fdling to women, an issue identified as a mgor factor in
marita dissatisfaction. Long hours for either women or men are likely to exacerbate
the pressures that this issue create in families and rationships.

5.3.2 Impact of changing family structures

The issue from the evidence above is that parents working bng hours are less able to
offer the children the quaity and quantity of time they need. This does not suggest of
course that time pressures are a completely new phenomenon. However, it is clear that
working time issues have become more widespread and more pronounced, a primary
reeson for this being the changing dructure of Audrdian families, paticulaly the
growing number of sole parent and dua earner households.

In Audrdia today, there are 25 million families in Audrdia with dependents. ABS
figures cited by Pocock show that about 11 per cent of families are headed by a single
parent, 90 per cent of whom are women. The traditiond mae breadwinner family
dructure characterises less than a third of households with dependents in Audrdia,
down from 53% in 1981. The dominant mode is now the dud eaner household
mode: in 64 per cent of couple households with dependents both parents were in the
labour forcein June 2001 (p. 6)
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This change in household dructure, when combined with the increase in hours of
work that has occurred, has highlighted working hours as a mgor issue across the
community. This shift has come through in the US where the growth in two-income
households has amplified the sense of ‘time poverty by generdisng this effect across
the workforce so that more people experience the pressures that arise from devoting
more joint time to work’ (p.13).

Agan, such pressures for families are not entirely new. Time demands are placed on
every parent and, as Pocock notes, dua income households in particular may well
have adways experienced these problems and been pushed for time. However, the
soread of dua earner households means that a far greater proportion of families are in
this pogtion, thereby contributing to the widespread perception of a time squeeze for
families. It is not likely that the move towards dud income earner households will be
reversed and therefore while working hours continue to increase, these problems and
time pressures are likely to remain.

5.3.3 A critical aspect of the work and family balance

As Pocock dtates, hours issues are a critical aspect of work/family life. Where the fit
between family life and the demands of paid work can be happily accommodated, red
benefits arise for both households and workplaces (p. 4).

In recent years, there has been a growing recognition of the need to find this balance
with the development of family friendly changes in Audrdian workplaces. However,
as Pocock discusses, there is a debate over how effective these workplace leve
initistives have been. Perhgps more sgnificantly, the exigence and success of some
good polices on family friendy meatters may have overshadowed the family
unfriendliness of other changes, like the extent and impact of intengfication of work,
the spread of unsociable hours, job precariousness, and the growth in long hours of
work which occur at the core of the employment contract.

These arguments are borne out in a study cited by Pocock of around 3000 working
parents and 1700 non-parentsin the US that found that:

“of greatest importance in predicting conflict between work life and
family/personal life were job characteristics...specifically employed parents
experienced less conflict and less stress when they had greater job autonomy,
less demanding and hectic jobs and more job security” (Galinsky, Bond and
Friedman 1996). Compared to the fundamental characteristics of jobs
(including job demands and control over work schedules) factors like special
family policies or fringe benefits made little difference to work/family conflict.

This suggests that factors like long or unreasonable hours are likely to be
associated with greater stress, conflict and poor coping among those work
them and that — further — the effects of these job characteristics outweigh
family friendly programs and policies which do not address the fundamental
characteristics of jobs like how hectic and demanding they are and how the
hours are scheduled ” (p.12).
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These conclusons are consgent with findings reported earlier in the submisson that
show that problems for employees of feding overworked, feding sressed, or seeing
work interfere with home life become more and more apparent as their hours of work
increase.

5.3.4 A public or private issue?

The fact tha the basic problems with long and unreasonable hours have been
overlooked while flexible initiatives to promote family friendliness have proliferated
leads to another key dimension of the working time issue explored in the Pocock
paper. This is the tendency for working time and working hours issues to be trested as
whole series of individud privete issues, rather than amgor public issue.

This submisson argues that for progress to be made in addressng long and
unreasonable working hours it needs to be recognised as a community issue. The
impact of long hours is not just confined to the individud employee who works those
hours. As demongtrated above, it extends to the family and friends of the employee,
and ultimately unreasonable hours of work impacts on the ability of employees and
their families to contribute to society. This argument recognises that the impact of
long working hours occurs on a number of different levels, dl of which, ultimaely,
arefdt by the community asawhole.

At one levd, the impact of long working hours is fet by individuds who experience
the damage to ther personad hedth and well-being, their performance and motivation
at work, and the lack of time for persond interests outside of work. When these issues
dfect as many individuals as they do in Audrdia today, this becomes a mgor
community issue.

As shown above, the impact of long hours flows through to family life. Again, this is
fdt in various ways. It is fdt privatey by the families tha have one or more parents
working long hours, particularly as reationships between parents and children suffer
under the strain of not having enough time to spend together.

However, this drain on families dso has wider implications. The paper by Pocock
identifies the importance of families as a socid inditution supporting the socia fabric
of the community and the economy by reproducing, rasing and socidisng children to
become active members of society, providing labour for the workforce, and providing
a basc unit of consumption The role played by the family in providing these basic
building blocks of society can be undermined by the growth of longer working hours.

Theimpeact of longer working hoursis then felt more widely again when one
consders the capacity of individuas and families to participate in society.

Our society draws much of its vitality and cohesion from the participation of
individuad and familiesin wider community life— such as voluntary work in schools,
community organisations, membership of sporting clubs, and caring for extended
family (thisis particularly Sgnificant in light of an ageing population, where many
workers aso have the additiona responghility of caring for ederley family
members).
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This argument is developed in the Pocock paper. It rests on an underganding of the
importance of socid cepitd and socid coheson, concepts which encapsulate the mix
of socid reationships, inditutions, networks and activiies that sustain  our
communities and bind them together.

Centra to ideas of socid capita, civil society and community is the question of the
level of participation by citizens and community members. A number of factors may
contribute to participation levels in voluntary and community work, but again time is
a factor and long working hours reduces the time and energy people have outsde of
work for other activities,

Pocock observes:

“ For parents and especially and especially women, increasing hours of work
hinders the production of human and social capital. The web of social
relationships with extended family members, members of clubs, churches and
community organisations that form social fabric become increasingly difficult
to maintain for both women and men working long hours’ (p. 25).

5.4 Why are these hours still being worked?

Having looked at the research available on the negative impact that longer hours are
having, a question worth examining iswhy, in the face of this evidence, are these
types of hours are till being worked. Counting the Costslooks at the possible
reasons. One involves the psychology of risk (p. 27). Smply this meansthat for an
employer or employee to make a decision about working longer hours the benefits
such as more pay and more production are immediate, while the potentia cost or risk,
such as an accident, may not happen at al or not for sometime.

“ Because an individual has a low probability of an accident or injury, the
correctness of the decision to work the additional hoursis frequently
reinforced. It is only on the relatively few occasions when a catastrophic event
occursthat oneindividual or organisation realises the total cost for which
many others may have received the benefit” (p. 27).

This short-term outlook is exemplified by an interesting finding from research into the
impact of 12 hour shiftsin regiona mining communities. The research found that
workers will support longer hours and 12 hour shifts, at least & firgt, but they may
change their views 12 or 18 months later for reasons as Smple as the fact that no loca
gporting teams are being filled, and as the impact on the socid fabric of the
community sartsto befdt.

Asobserved in Counting the Costs, in some cases employers are sarting to take into
account the cost of long working hours on their own operationsin terms of
productivity and hedth and safety. However, the true costs of longer working hours
are il being overlooked because many of the costs can be passed on the community
or taxpayer — the organisation can reap the short-term benefits of longer hours, while
families and the community beer the codts.
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Therefore, it could be argued that a present many organisations are profiting directly
from the short-term benefits of longer working hours, while the costs have been
passed on to the families and communities that support those workers. This ability to
trander codts to the community crestes a dgnificant disncentive to recognise and
manage the problem.

The argument dso is that the costs of longer working hours, while congderable in
both economic and socid terms, are not easly captured or quantified. However, the
Bureau of Transport Economics have estimated the costs attributable to fatigue aone
to cogt the Audrdian taxpayer over $3billion annualy, while the potentid benefits of
reasonable hours of work include;

increased unit productivity per employee per hour;

reduced stress, improved morale and commitment;

reduced cogts through improved occupationa health and safety record,;

increased ability to attract and retain staff; and

improved corporate citizenship and enhanced corporate image (p. 35).

In effect, what this saysisthat these costs need to be taken into account when looking
at what are unreasonable hours of work. The true costs of longer working hours need
to be assessed and if longer hours are having this impact across the workplace and the
wider community then there is a dlear imperative for dl parties to examine and
consider appropriate responses and solutions to provide a better balance for dl
concerned.
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6.0 CONCLUSION

This submission has shown that long hours are being worked by a sgnificant number
of Audrdians and thisis having an identifiable impact on hedth and safety,
performance and productivity, and family and community life.

Ohbvioudy there are arange of factors that influence the quaity of family life and
relaionships, productivity, and hedth and safety matters. However, the research
suggests long hours are amgjor contributing factor.

Based on this evidence, long working hoursis a significant community issue that
needs to be addressed.

When the true costs of extreme or unreasonable hours are taken into account, it is
clear that extreme or unreasonable hours are neither hedlthy nor sustainable.

The baance between work and life needs to be returned to our workplaces and our
community. Working time arrangements must take account of work, families and the
community. They must dso ensure safer and hedlthier workplaces.

Working time arrangements now vary from industry to industry and occupation to
occupation and it is clear that aone szefits dl approach to working conditionsis not
feasble. Working time arrangements need to take account of industry and employee
needs, hedth and safety, and fair community standards.

To this end, the Queendand Government provides in-principle support for the broad
direction of the ACTU claim, as outlined in the Joint States Submission.
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