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Women represent 44.9% of Queensland’s employees and make up 55.66% of
Queensland’'s casual workforce. It is reported that the gender wage ratio
between men and women in non-managerial employment has improved since
the introduction of the Industrial Relations Act 1999 (QId), increasing from
83.6% of average weekly ordinary-time male earnings in May 1999 to 87.1%
in May 2001.

Concerns about the continuing disparity between male and female wages in
Queensland led to the Queensland Gover nment commissioning the Queensland
Industrial Relations Commission (QIRC) to undertake a Pay Equity Inquiry.
The Inquiry, which reported in March 2001, follows, and significantly draws
upon, the 1998 Report of the Pay Equity Inquiry in New South Wales.

The Industrial Relations Act Amendment Bill 2001 (QId), introduced into the
Queensland Parliament on 1 November 2001, implements many of the
recommendations of the Pay Equity Inquiry Report by amending the IR Act to —

ensure that awards made by the QIRC contain provision for equal
remuneration for men and women employees for work of equal or
comparable value;

require that the QIRC be satisfied that certified agreements and
Queensland Workplace Agreements allow for equal remuneration for men
and women employees for work of equal or comparable value before they
are certified or approved, as the case may be; and

require that the QIRC make a general ruling at least once every 12 months
about a Queensland minimumwage for all employees.
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1 INTRODUCTION

Women represent 44.9% of Queendand's employees, following the nationd trend that
women make up 44.1% of dl Audrdian employees® 55.66% of Queendand's casud
workforce are women. The highest proportion of femae workersisin the areas of hedlth
and community services; education; and finance and insurance.

It is reported that the gender wage ratio between men and women in non-manageria
employment has improved since the introduction of the Industrial Relations Act 1999
(Qld) (the IR Act), increasing from 83.6% of average weekly ordinary-time male
earnings in May 1999 to 87.1% in May 2001.°

Concerns about the continuing disparity between male and femae wages in Queendand
led to the Queendand Government commissioning the Queendand Indudrid Reations
Commission (QIRC) to undertake a Pay Equity Inquiry. The Inquiry, which reported in
March 2001, follows, and significantly draws upon, the 1998 Report of the Pay Equity
Inquiry in New South Wales.

The Indugtrid Relations Act Amendment Bill 2001 (QId), introduced into the Queendand
Parliament on 1 November 2001, implements many of the recommendations of the Pay
Equity Inquiry Report by amending the IR Act to —
ensure that awards made by the QIRC contain provision for equa remuneration
for men and women employees for work of equa or comparable vaue;
require that the QIRC be satisfied that certified agreements and Queendand
Workplace Agreements dlow for equa remuneration for men and women
employees for work of equa or comparable vaue before they are certified or
approved, as the case may be; and
require that the QIRC make a generd ruling at least once every 12 months about
a Queendand minimum wage for al employees.

2 QUEENSLAND SPAY EQUITY INQUIRY

In September 2000, the Queend and Government issued a direction, under the Industrial
Relations Act 1999 (Qld), to the Queendand Industria Relations Commission to hold an

! Queensland. Queensland Department of Industrial Relations, The Operation of the Industrial

Relations Act 1999: The First Two Years, October 2001, p 12.

#  The Operation of the Industrial Relations Act 1999: The First Two Years, October 2001, p 12.
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inquiry into pay equity in Queendand. This action followed one of the recommendations
made by an independent Industrial Relations Taskforce (established to congder the
Queendand industrid relations system and legidation) which reported in 1998° That
recommendation was that the Queendand Government should review the findings and
decisonsin relaion to pay equity in New South Wales as soon as possible to determine
gppropriate action to achieve pay equity in Queendand.

The Pay Equity Inquiry was conducted by Queendand Indudtriad Reations
Commissioner, Glenys Fischer. The Terms of Reference were to consider and report on

the extent of pay inequity in Queendand;
the adequacy of current legidative arrangements for achieving pay equity; and

to consder a draft pay equity principle (after examining the NSW Equal
Remuneration and Other Conditions Principle and the Tasmanian Pay Equity
Principle) which might be adopted for Queendand.

The Valuing Worth — The Report of the Pay Equity Inquiry (Pay Equity Inquiry
Report) was received by the Queendand Government in March 2001.

The Queendand Inquiry used as a basis, work that had been done by the New South
Wales Indudrid Reations Commission in its 1998 Pay Equity Inquiry Report.* It
generdly supported and adopted the NSW findings as relevant to the Queendand
workplace dtuation. The Queendand Inquiry received 28 submissons which aso
provided the basis of the Report and recommendations.

The Queendand Inquiry also looked a case studies undertaken by the NSW Inquiry to
determine their relevance, in the Queendand context, of assessing pay equity issues. Due
to some limitations with the gpplication of those case studies, the Inquiry undertook its
own case sudy of dentd assigtants to identify aspects of possble undervauation of their
work, and to use the information obtained to help formulate an appropriate draft pay
equity principle for Queendand.

Queensland. Queensland Government, Review of Industrial Relations in Queensland:
Industrial Relations Taskforce Report, December 1998.

*  New South Wales. Industrial Relations Commission of New South Wales, Report of the Pay
Equity Inquiry, Sydney, 1998.
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2.1 BRIEF OVERVIEW OF NEW SOUTH WALES PAY EQUITY INQUIRY

The NSW Report of the Pay Equity Inquiry formed the bass upon which the
Queendand Inquiry was focused, and its findings were largdy supported by it. It is
therefore important that a brief overview of the mgor findings of the NSW Inquiry is
provided in this Section.

The main findings and conclusions of the NSW Inquiry included —

that undervduation of women's work may arise for a number of reasons,
including gender assumptions in work vaue assessments, occupationa
segregation; and other factors such as the poor bargaining postion of femae
dominated occupations and industries (eg weaker union);

that undervauation on the bads of gender was evident in the occupations and
industries consdered in the case studies undertaken by the Inquiry (see Section
2.5 of this Brief);

that remedies to remove undervauation of women's work should be established
within the framework of the exiging indudtrid rdaions sysem in NSW, including
indudgtria  relaions legidation, principles developed by the NSW Indudrid
Rdations Commisson, and the development of case law rdating to equa
remunertion;

that the current provisons in the Industrial Relations Act 1996 (NSW) were
able to fadlitate equa remuneration but amendments (including darifying that
discrimination was different to, and should not be a precondition of, a clam for
equal remuneration) were necessary;

that rdevant industrid principles developed by the Commission were capable of
addressng equa remunerdtion issues but a new equa remunerdion principle
should be developed, via a State Decision, to replace exigting principles which
should gpply to dl of the Commisson’sfunctions,

that the linchpin to the identification, and the remedying of, undervauation of
women’s work is work vaue assessment rather than traditiond job evauation (a
concept explored further in this Brief);

comparisons between female and mae dominated occupations or industries
should not be prerequisites for equa remuneraion clams.

2.2 BRIEF HISTORY OF PAY EQUITY ATTEMPTS

The Queendand Pay Equity Inquiry Report considered a 1917 decison which
edtablished a precedent for Queendand. That was that equa pay would apply only
where the work performed by women was the same in class, qudity and quantity as that
of men and the work produced the same profit to the employer (ie the work had to be



Page4 Queensland Parliamentary Library

‘the same’).” Over subsequent years, Queendand femae employees did not do wel in
atempting to achieve pay equity and fdl behind their counterparts employed under
federal awards. The principle of ‘equa pay for equa work’ adopted by the
Commonwesdlth in 1972 was not taken up in Queendand until amendments were made to
the Industrial Arbitration Act 1916 in 1975. However, by mid 1975, Queendand
followed the Commonwedalth Commission’'s lead and increased the female Guaranteed
Minimum Wage to 100% of the maerate.

However, the problems regarding pay equity, a more complex issue than equd pay,
remained.’ The Pay Equity Inquiry Report, like the NSW Inquiry, treated the concept
of ‘pay equity’ as having a broader meaning than ‘equa pay’ asit alows examination of a
range of forms of remuneration (not just a basic ordinary wage) and comprehends the
idea of equd remuneraion for men and women doing work of equa or comparable
vaue.

The Pay Equity Inquiry Report noted that dthough legidation engbling the QIRC to
make orders for equa remuneration on gpplication has existed for some six years, the
powers have been used only on two identifiable occasions. For various jurisdictiona
reasons, the gpplications failed.”

2.3 OBSERVATIONSAND FINDINGS CONCERNING THE PAY EQUITY GAP

The conclusions and recommendations of the Pay Equity Inquiry Report have formed
the basis of the amendments to the IR Act proposed by the new Bill. The Miniger for
Industria Relations, the Hon G R Nuttal MP, is reported as seeing the Report as
providing a solid base on which to move ahead, dthough he consdered that pay equity
would have to be targeted in stages.®

Thefindings of the Pay Equity Inquiry Report include the following —
the evidence presented to the NSW Inquiry and the gtatisticd and other materia
examined indicated a gender pay gap exists in Queendand. However, its precise
gze is difficult to ascertain and varies according to the measurement tool used
(see the next bullet point) and industries and occupations examined (eg femde

> Pay Equity Inquiry Report, p 22-23; Industrial Arbitration Act 1916 (Qld), s8(1).
Pay Equity Inquiry Report, p 26.
Pay Equity Inquiry Report, p 26.

®  Sean Parnell, * Unions backed in pitch for equal pay’, Courier-Mail, 31 March 2001, p 7.
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casua educational professonds and eementary sdes workers fare wel but
femde casud hedlth professonds do not);®

the gender pay gap is 11%, if measured on hourly earnings for al employees.
Both the Queendand Inquiry and NSW Inquiry conddered that such
measurement (ie hourly earnings for al employees) might produce a more
accurate calculation of the pay gap, as it looked a overtime as wdl as ordinary
hours, and took into account al employees not just full-time employees. The gep
is around 17% if based on a cdculaion using full time employees and ordinary
hours,

it gppears that women employees, particularly part-time and casua employees,
are not doing as well as men under the enterprise bargaining system;*

factors that appear to have an impact on the extent of the pay gender gap include
the poor barganing podstion of women; occupationd segregation; and
undervaluation of work performed by women. Thiswas dso found by the NSW
inquiry on the evidence and materia beforeit;™

athough the extent of pay inequity in Queendand is Smilar to that in NSW, it
gopears tha Queendand legidation better facilitates achieving pay equity.
However, some reforms to provisons of the IR Act are needed.

It is interesting to note that, in a recent survey on wage disparity conducted by a leading
recruitment firm, TMP Worldwide, around 80% of male and 40% of femae respondents
did not think there was any difference in wages between men and women. However, the
older and more senior a woman was in the workplace and the higher her wage, the more
likely shewasto believe that a discrepancy exists.™

24 KEY RECOMMENDATIONS

the Pay Equity Inquiry Report made 20 recommendations, and the key
recommendations benefiting women employees include —

that amendments be made to the IR Act —

10

11

12

Pay Equity Inquiry Report, p 50.
Pay Equity Inquiry Report, p 51.
Pay Equity Inquiry Report, p 51. NSW Report of the Pay Equity Inquiry, Vol 1.

Michelle Hele, *Women get fewer perks with wages', Courier- Mail, 3 October 2001, p 12.
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to enable the QIRC to refuse to certify agreements or to gpprove
Queendand Workplace Agreements that do not contain provisions about pay
equity;

to enable the QIRC to specify a minimum wage gpplying to al employees,
including those not covered by awards or agreements,

to give ‘remuneration’ a broad meaning to reflect the ILO Convention 100,
Article 1(a);

that the QIRC adopt a draft equal remuneration principle to be used in exercisng
powers relating to equal remuneration;

that the Government begin an education campaign on award requirements,
indudgtrial  entittements, and workplace hedth and safety issues amed a
telemarketing and call-centre employees and employers (those occupations being
relatively new o that award coverage and entitlements might take some time to
be understood by employees and employers);

that the Government provide matching funding to assst unions or employer
organisations in ‘femaé€ occupations or indudtries with low membership to
conduct resource intensive pay equity cases.

In responding to the Pay Equity Inquiry Report recommendations, the Queendand
Government made a commitment to implement al recommendetions.

Augrdian Industry Group State Director, David Whiting has commented that the concept
of pay equity was not new but that the recommendations would assist the enforcement of
exiding legidation. He was, however, reported as being opposed to unions being given
financid assgtance to conduct cases for pay equity while the Minister for Indudrid
Relations has expressed a belief that unions were under-resourced in that fight.*

2.5 RELEVANCE OF NSW CASE STUDIES TO QUEENSLAND

The first Term of Reference required the Queendand Inquiry to consder whether case
sudies into the undervauation of women's work undertaken as part of the NSW Inquiry
were relevant to determining the extent of pay inequity in Queendand. The Queendand
Government commissoned university researchers (Griffith University) to undertake a
project to consder this matter further. Section 4 of the Pay Equity Inquiry Report sets
out the sudies, the university research, and the rlevant findings.

The NSW Inquiry was asked to determine whether work in femade dominated
occupations and indudtries is undervaued in terms of the remuneration paid relative to

3 Sean Parnell, * Unions backed in pitch for pay equity’, Courier-Mail, 31 March 2001, p 7.
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work in comparable mae occupations and industries.  Seven case dudies were
undertaken —

child care workers,

clerica employees vs metal tradespersons,
librarians vs geoscientidts;

hairdressers, beauty thergpists vs motor mechanics,
nurses vs cod miners,

outworkers; and

seafood processors.

The leve of undervauation based on gender was measured using indicators such as.
femae characterisation of work; no work value assessments having been conducted by
the Industrid Relations Commission; low or wesk unionisation; lack of, or inadequate
recognition of, quaifications; lack of training or career path; alarge casua component.

The NSW Inquiry found the work of al of the sdected groups (gpart from nurses and
clerical workers about whom it had insufficient evidence) was undervalued.

The NSW Inquiry found that traditiond work value assessments have developed from
mae dominated industries and occupations where many skills can be readily identified
and, therefore, readily vaued (eg technicd skills). Skills found in femae dominated
industries and occupations often require a range of interpersond and professond skills
that are not eadily equated with skills found in technical occupations. The Report gave
the example of child care workers where it is easy to see many of the skills exercised by
women as an extenson of that exercised in a domestic context — ie minding children —
when the job actudly requires much more —ie the development of children.*

The Griffith University research examined Queendand equivadent occupdtions.® It was
found that most of the issues arising out of the NSW case studies aso gppeared in the
Queendand context, including undervauation of the work, absence of work vaue
assessments for many years, low levels of union membership or a wesk union; lack of
recognition of skills or qudifications. This might, it was conddered, suggest that
undervaluation contributes to the gender pay gap in Queendand.

14

NSW Industrial Relations Commission, Report of the Pay Equity Inquiry, vol 1, pp 254-2565.
" The Queensland university researchers did not look at clerical workers or nurses in detail
because the NSW Inquiry found problems with the evidence upon which to draw proper
conclusions.
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For example, when librarians were consdered (the NSW Inquiry focusing on librarians
within the State Library of NSW, while the Griffith Univerdty research focused on
libraries in the Queendand State public sector), it was found that the award pay rates for
Queendand public sector librarians were less than that of amilarly qudified professonds
(mainly scientists). It was aso observed that the lesser position of librarians was not
addressed when degree qudifications became mandatory nor was it addressed by
separate work value exercises or assessments. It was revealed that the apparent opening
up of career dructures in the new award system in the 1990s has ill left librarians
concentrated at lower levels. There was aso a problem of inadequate career paths. Any
work vaue increases that have been granted to the public service in generd were carried
through to librarians without separate examination of their work.™

It has been noted that when the library field was a mae-dominated one, it was well pad
but as women infiltrated it, real pay rates declined. As at June 2000, 83% of the
professon in Queendand were women. The result is made more regrettable, according
to Commissoner Glynn who headed the NSW Inquiry, by the fact that the need for
librarians to embrace new technologies and keep up with information advances has
actualy increased work vaue™

The Pay Equity Inquiry Report concluded, however, that while the Griffith Universty
research findings had much to commend them and the submissons to the Inquiry raised
issues that were worthy of further investigation, there was not enough scrutiny and
andysis to enable endorsement by the Inquiry. However, despite the limitations, the
Inquiry was gble to find that undervaluation of work seems aso present in Queendand
and to be afactor in pay inequity.™

The findings of both inquiries appear to support a view espoused by author, Clare
Burton, that discrimination againgt women in the workplace can be traced to the point a
which women and men are given different tasks which results in ‘custodid’ socidisation’
for women while men have more chdlenging work. The result is that the vaue atached
to women'swork is lower than that for men.”

16

Pay Equity Inquiry Report, pp 85-86.
Y Phil Teece, ‘All eyes on library workers as test case looms’, Incite: News Magazine of the
Australian Library and Information Association, November 2001, p 40.

18

Pay Equity Inquiry Report, p 101.
9 C Burton, Women’'s Accommodative Strategies in the Labour Market, 1996 cited by Jocelyn
Scutt, ‘ Restore the worth to women’ swork’, Australian, 21 September 2000, p 35 (edited version
of the Clare Burton lecture on 19 September 2000).
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2.6 QUEENSLAND PAY EQUITY INQUIRY CASE SrtuDy -— DENTAL
ASSISTANTS

The Queendand Inquiry decided to do its own case study of dentd assgtants — a
predominantly female occupation. This was examined in Section 5 of the Pay Equity
Inquiry Report. The case study involved a hearing in which documents were examined
and witnesses heard as well as the convening of an informal conference. The results were
not intended to be comprehensve as only a representative sample of employees and
employers was considered.

One of the ams of the study was to analyse, assess and vaue the work in a gender
neutrd way by ‘unpacking’ the work, skills, and respongbilities. The study carefully
examined: the nature of duties performed (with close scrutiny of those that might be seen
as ‘routiné but might actualy be moderately complex); skills (with emphasis on looking
a ‘soft’ kills to ensure that typicd femae abilities — eg interpersond skills — were not
downplayed); knowledge and training; responsbilities that might be unacknowledged;
working conditions (eg exposure to dangerous instruments or hazardous waste).

The study highlighted a number of skills and respongbilities that may not be objectively
seen as part of the vaue of the dental assstants work. For example, most assstants
have delegated responsihility for quite important matters, particularly for infection control
and prevention of cross contamination which needs some understanding of anatomy,
pathology etc., and of disease tranamisson and effects. They need consderable
knowledge about materials and equipment used and why they had to be used in a certain
way. The redlity appears more rigorous than the award position description which says
that dentd assdants must maintain ‘cleanliness, care and Seilisation of surgery
equipment’. The success of a procedure aso owes much to the assstant’s anticipatory
skillsto assgt the dentist during the relevant procedure as well as dexterity in coordinating
ingrument exchange etc.

The use of ‘soft’ skills are particularly important, especidly interpersona skills to ded
with, and provide information to, patients from diverse backgrounds who might be
nervous, aggressive, or require specia trestment. In addition, the value of domestic skills
in keeping the reception area clean and tidy have been undervaued as ‘basc’ yet such
are important to the patient’s perceptions of the cdeanliness of the environment in which
they are to be treated. Such ‘softer’ skills have traditionally been seen more as attributes
of women than as skills and have failed to be recognised properly in job evauations and
classfication systems as a component of work vaue®

20

Pay Equity Inquiry Report, pp 133-134.
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While the study did not seek to establish the existence or extent of undervauation of
dental assstants work, it was found to have demonstrated the need in pay equity cases
to carefully consder the nature of the work, skills and respongibilities in a gender neutra

way.

Similarly to the conclusons drawn in NSW Inquiry, the Queendand Pay Equity Inquiry
found that fundamenta to identifying and remedying undervauation is work vaue
assessment rather than job evauation.

A work vaue assessment dlows for the taking account of a variety of ills,
responsihilities and conditions of work that may not have been previoudy considered eg
‘softer’ kills, delegated responsibilities, interpersond skills, organisationa skills that may
have traditiondly been regarded as attributes rather than skills or have not been
recognised at dl under traditiond job evauation systems. In the NSW Inquiry, the view
was expressed that the methodologies used in job evauation (eg the Job Evauation
Management System (JEMS) process used in the public sector to classify positions) may
be inadequate in assessng work vaue because certain sills and responshilities are
weighted more heavily than typicadly femde skills and respongibilities®

The Inquiry dso consdered the study as showing that contextua matters such as the
compoasition of the workforce, the extent of unionisation and agreements and the leve of
casudisation were dso factors to be consdered. Award histories might aso be
important in showing the femae characterisation of an occupation or the absence or
infrequency of job evauations.

2.7 DRAFT EQUAL REMUNERATION PRINCIPLE

The Terms of Reference required the Pay Equity Inquiry to consider the pay equity
principles developed by the NSW and Tasmanian Indudtria Relations Commisson to
ascertain their relevance for a pay equity principle for Queendand. It was aso asked to
prepare adraft principle which would need to be adopted by the Full Bench of the QIRC
before it can be implemented (see s 288 of the IR Act). Such a Principle would provide
guidance to the QIRC and the parties concerning how pay equity isto be achieved.

The New South Wales Indudrid Reations Commisson developed the Equal
Remuneration and Other Conditions Principle on 30 June 2000 as part of the
Wage Fixing Principles. It appliesonly to awards® There is no power provided for the

2 NSW, Report of the Pay Equity Inquiry Vol Il, p 246.

% Although, since the Principle was developed, the Commission has amended the principles for

approving enterprise agreements to require that it take into account whether the agreement
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Commission to make equal remuneration orders, as exigts in the Queendand IR Act; and
the Commission decided that ‘remuneration’ in the NSW IR Act should be given a
narrower meaning than has been recommended by the Pay Equity Inquiry Report for
Queendand. Those limitations led the Queendand Inquiry to congider that the NSW
Principle had limited relevance to Queendand.”

The Tasmanian Indudtrial Relations Commission adopted the Pay Equity Principle on
6 July 2000 as part of its Wage Fixing Principles. Although the Tasmanian Industrial
Relations Act 1984 has no powers concerning pay equity or equa remuneration for men
and women employees for work of equa or comparable vaue, the Commission relied
upon its generd powers of equity, good conscience and the merits of the case, and the
public interest as the basis for founding the Principle® It too, is limited to awards but is
broader than the NSW Principle.

The Pay Equity Inquiry consdered that despite legidative differences between the
Queendand IR Act and indudrid reations legidation in NSW and Tasmania, the
Principles developed in those states do provide guidance in developing a draft principlein
Queendand. However, the outcomes of the dental assstants case study were regarded
as of mogt assstance in formulating a practica and workable pay equity principle. That
case study showed that a pay equity principle needed to be based on elements of work
vaue and other factors such as award histories; union membership; casudisation rates,
existence of agreements; and composition of the workforce.

Accordingly, the Pay Equity Inquiry Report recommended that a draft Equd
Remuneration Principle be adopted by the QIRC.* It is intended to apply in the context
of the Commisson’s powers over awards, equa remuneration orders; arbitrations of
disputes over equa remunerdtions, or vauations or assessments of work in ‘femaée
occupations. If satisfied that an inequity exigts, the QIRC can provide remedies such as
reclassfication of work or wage increases. Claims brought under the Principle will be
considered on a case-by-case basis. Certified agreements and QWAS have not been
included in its context because the legidative reforms to the IR Act will implement
mechanisms for ensuring equa remuneration in those agreementsiis provided for.”

provides for equal remuneration for men and women employees for work of equal or comparable
value.

23

Pay Equity Inquiry Report, p 135 and Appendix 10.

24

Pay Equity Inquiry Report, p 135 and Appendix 10.

25

Pay Equity Inquiry Report, Recommendation 17; pp 141-142.

26

Pay Equity Inquiry Report, p 145.
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The Principle will require the QIRC to consder —

the value of the work — nature of the work, skills and respongbilities, conditions
of the work;

other relevant features — eg unpaid overtime; self-funded training.

The Commission can dso consider whether, in the history of the award, the leve of pay
has been affected by the gender of the workers.

2.7.1 Application of the NSW Equal Remuneration Principle — Library
Workers

The firs pay equity test case under the NSW Equal Remuneration Principle is
currently being brought in the NSW Indugtrid Relaions Commission by the Professiona
Officers Asociation (PSA). The test case was given impetus from the NSW  Pay
Equity Inquiry which found that public sector librarians were disadvantaged in the pay
stakes and their work undervalued (see Section 2.5). 1t has been identified as suitable for
a test case by the NSW Government which may well assgs in a favourable outcome
being secured.

The proposed Library and Archives Award will cover library workers across a wide
range of public sector agencies. The PSA is claming an average wage increase of
around 13% with increases at some classfication levels a around 17%. The employer
has offered around 9%.”" Proceedings are consderably advanced and a result is
expected by the end of the year.

3 LEGISLATIVEIMPLEMENTATION OF RECOMMENDATIONS

The Industrial Relations Act 1999 (QId) will be amended to apply the legidative reform
recommendations of the Pay Equity Inquiry. It is understood that there has been
extendve consultation in relation to implementing those recommendations and dl of the
organisations and persons who made submissions to the Inquiry were invited to provide
further comment. Those comments were consdered in developing the Indudrid
Rdations Act Amendment Bill 2001 (Qld) to implement the necessary changes® The
amendments introduced by the Bill assst in promoting pay equity in a number of ways
explained below. They will commence on 1 May 2001 to dlow time for adjustment.

# ‘Library workersin NSW equal pay test case’, Australian Library and Information Association,

12 November 2001, downloaded from the ALIA website at http://www.alia.org.au/employment.

% Industrial Relations Act Amendment Bill 2001 (Qld), Explanatory Notes, p 4.
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3.1 OBJECTS

The objects of the IR Act are amended by cl 4 to separate s 3(c) into two separate sub-
sections.  The wording is dtered so0 that the objects will now include preventing and
diminating discrimination in employment (hew s 3(c)); and ensuring equa remuneration
for men and women employees for work of equal or comparable vaue (new s 3(d)).
Section 273(2) of the IR Act requires the QIRC to perform its functions in a way that
furthers the objects of the Act (ie to further, inter dia, the object of ensuring equd
remuneration).

3.2 ‘REMUNERATION

The term ‘remuneration’ is not defined in the IR Act (or in the NSW IR Act). The
previous Workplace Relations Act 1997 (QId) did, however, provide that the provisons
for equa remuneration orders in the Act were to give effect to conventions including the
ILO Convention 100 (the Equal Remuneration Convention of 1951). Article 1(a) of that
Convention defines ‘ remuneration’ broadly —

Artice 1

a) theterm ‘remuneration’ includes the ordinary, basic or minimum wage or
salary and any additional emoluments whatsoever payable directly or
indirectly, whether in cash or in kind, by the employer to the worker and
arising out of the worker’s employment.
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Article 1(b) then provides that —

(b) the term ‘equal remuneration for men and women workers for work of
equal value' refers to rates of remuneration established without
discrimination based on sex.

The Pay Equity Inquiry Report found that legidative reform was needed in the interests
of certainty as it was unclear whether the IR Act 4ill incorporated the ILO Convention
meaning of ‘remuneration’ or whether it is intended to have a narrower meaning.
Accordingly, it was recommended that the IR Act be amended to provide that, for the
purposes of equa remuneration orders and for any other matter involving pay equity or
equa remuneration, ‘remuneration’ bears the meaning of 1ILO Convention 100, Article
1(a). The NSW position isto prefer the narrower interpretation, based on the provisons
of theIndustrial Relations Act 1996.

Clause 36 of the Bill amends Schedule 5 (the Dictionary) to provide that
remuneration, for a provison reating to work or equa or comparable vaue, includes—
(a) thewage or sdary payable to an employee; and

(b) amounts payable or other benefits made avalable to an employee under a
contract of service.

3.3 ‘EQUAL OR COMPARABLE VALUE’

The requirement throughout the new provisons is to ensure equa remuneration for men
and women employees for ‘work of equa or comparable vaue'. The incluson of the
term ‘comparable’ suggests that the work need not be the ‘same and would seem to
enable condderation of ‘work vaue (a concept explored throughout this Brief) across
different awards or different calings, not just of smilar work.”®

3.4 CONTENT OF AWARDS

Part 2of Chapter 5of the IR Act deds with the QIRC's powers regarding awards
made by the Commission in relation to employers and employees in Queendand.

At present, s 126 states that the QIRC must ensure that an award, among other matters,
does not contain discriminatory provisions, and provides for secure, relevant and
congstent wages and conditions.

29

NSW Report of the Pay Equity Inquiry.
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The Pay Equity Inquiry Report considered that other provisions regarding awards (eg s
128(1)) suggest that award rates have to be fixed on the basis of equal remuneration for
men and women employees for work of equa or comparable vaue. In addition, it
seemed that the objects of the IR Act in s 3 combined with ss 125 and 126 required the
QIRC to ensure that awards did contain provisions for pay equity. However, the Report
concluded that it would be preferable if specific reference to the issue was made
expressy in s126. Consequently, the Inquiry recommended that s 126 of the IR Act be
amended.®

Clause 10 of the Bill will insert into s 126 of the IR Act a new requirement that the
QIRC must ensure that an award provides for equal remuneration for men and women
employees for work of equa and comparable value. The Minister for Industrial Relations
explained that new awards will be necessary to comply with this principle and existing
awards will have to be reviewed through the legidative award review process.®

Section 19(3) of the NSW Industrial Relations Act 1996 requires the NSW Industria
Reations Commisson, in its three yearly review of awards, to take account of any issue
of discrimination under the awards, including pay equity. That provison seems broader
than the current s 126 of the Queendand IR Act.* However, in 2000, a Full Bench of
the NSW Indudrid Reations Commisson found that in reviewing an award, the
Commission was not to embark on a wide investigation into the operation of a particular
award or industry and was limited to pay equity within the particular award in question. It
was not to consider the way in which other persons to whom the award does not apply
are remunerated.®

3.5 CERTIFIED AGREEMENTS

A certified agreement is an agreement about the relationship between an employer and a
group of employees (eg State public servants, employees of a single or multi-employer)
and may be made between an employer, on the one hand, and one or more employee
organisations or the relevant current employees on the other. The QIRC has power to

30

Pay Equity Inquiry Report, Recommendation 3, p 60.

¥ Hon G R Nuttall MP, Minister for Industrial Relations, Industrial Relations Act Amendment Bill
2001 (QIld), Second Reading Speech, Queensland Parliamentary Debates, 1 November 2001, pp
3340-3344, p 3340.

¥ Queensland. Queensland Industrial Relations Commission, Pay Equity Inquiry Discussion

Paper, October 2000.

¥ ReEqual Remuneration Principle [2000] NSWIRComm 113, paras 108-109, 110.
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assist the negotiation process and may step in to conciliate and, if necessary, arbitrate on
various issues if the process faters, and may make a determination.

Where an agreement is reached, an application must be made to the QIRC to certify the
agreement within 21 days of it being sgned by the paties. A hearing, a which al
rlevant employee organisations are entitled to be heard, must take place before the
Commission can certify the agreement.

Section 156 of the IR Act sets out the matters about which the QIRC must be satisfied
that the agreement provides for before it can certify it. Those include compliance with
procedura requirements; approva by a mgority of relevant employees, provisions for
dispute resolution procedures; that it does not disadvantage employees by resulting in a
reduction in the employees entitlements or protections under an award, agreement or
legidation etc.

The Pay Equity Inquiry Report noted that it is not dways the case that an agreement
will contain provisons for equa remuneration for men and women employees for work of
equa or comparable vaue because many are built on parent awards that might
themsealves express gender based undervaluation. In addition, the process of negotiation
usudly entails the employees and unions seeking increased wages while the employers are
pushing for increased efficiency and productivity. In that context, classfication and wage
rate structure does not usudly enter into the equation. The Inquiry found that neither the
NSW nor the Queendand IR Act provisions made adequate provision for ensuring equa
remuneration in such agreements.

In March 2000, a Full Bench of the NSW Industrid Relations Commission issued a set
of principles about gpproving enterprise agreements which included a requirement that the
Commission take into account whether the agreement provides for equa remuneration.
Note, however, that the requirement is only that the matter be ‘taken into account’ not
that the Commission must refuse gpprovd if the agreement does not do so.*

Consequently, the Inquiry recommended that s 156 of the Queendand IR Act be
amended to make explicit provison for agreements, other than multi-employer
agreements, to contain pay equity provisons for al men and women employees of the
employer. Such amendment to require equa remuneration for al employees of the
employer, not just those under the agreement, would ensure that the requirements are not
got around by employers making a number of agreements where one agreement might be
made with mae employees and another with femae employees®

¥ pay Equity Inquiry Report, p 62.

% Pay Equity Inquiry Report, pp 61-63, Recommendation 6.
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A proposed new s 156(1)(1) will be inserted by cl 18(1) to apply to agreements other
than a multi-employer agreement or project agreement. The QIRC must be satisfied
about additiond matters before certifying an agreement. Those matters are —

the employer remunerates, or will, because of the agreement if it is certified,
remunerate dl men and women employees equdly for work of equa or
comparable value; or

the employer is implementing equa remuneration for work of equa or
comparable vaue for dl men and women employees.

A proposed new s 156(1)(m) will provide that for a multi-employer agreement (ie two
or more associated employers) or a project agreement (ie an agreement for a project eg
amagor condruction), the QIRC must be satisfied, before certification, thet the agreement
provides for equa remuneraion for adl men and women employees covered by the
agreement for work of equal or comparable vaue.

Thus, for multi-employer and project agreements, it is necessary only that the agreement
ensure equa remuneration for those employees covered by the agreement rather than for
al employees of the rlevant employer, as with norma agreements. That is to overcome
the complex practicd difficulties of determining whether an agreement provides for equa
remuneration for al employees of dl the multi-employers in a joint venture or common
enterprise as they may well have a broad range of business activities®

Note aso that s 9 of the Industrial Relations Regulation 2000 will be amended to
date that the affidavit accompanying the agreement which is sought to be certified, setting
out relevant information about the agreement, must aso establish what steps are being
taken to ensure equa remuneration has occurred or will occur.”

In addition, the QIRC must, in deciding whether or not to certify the agreement, consder
any relevant indudtrid instrument (eg an award) to decide whether the instrument provides
for equa remuneration for men and women employees covered by the insrument for
work of equa or comparable vaue: proposed new s 156(3). However, the QIRC
cannot review the relevant instrument, because its role at this juncture is to consder the
agreement rather than delay matters by reviewing the instrument. Such a congderation of

% pay Equity Inquiry Report, p 64, Recommendation 7.

37

See Pay Equity Inquiry Report, p 64, Recommendation 8.
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awards etc should occur in other types of proceedings (eg reviewing of awards by the
Commisson).®

Section 157 sets out the circumstances in which the QIRC must refuse to certify an
agreement. A proposed new s 157(5) will ensure that the Commission will so0 refuse
where a provison of the agreement seeks to prohibit or restrict an gpplication being made
for an equa remuneration order in Chapter 2, Part 5 (see Section 3.8).* This amendment
is based on a recommendation of the Pay Equity Inquiry Report which sought to
overcome the uncertainty about the reading of s 157(1)(a) of the IR Act. It provides that
the QIRC mugt refuse to certify an agreement where a provison is inconsstent with
Chapter 2 Part 5. The doubt involved whether or not the current provison actualy
enabled the Commission to refuse to certify an agreement if it sought to preclude an
application for an equa remuneration order.® Note that an agreement cannot be certified
if it isinconsstent with a prior Chapter 2, Part 5 Order.

3.6 QUEENSLAND WORKPLACE AGREEMENTS

A Queendand Workplace Agreement (QWA) is an agreement made between a single
employer and a single employee. However, there are a number of workplaces in which
they are not permitted to operate — eg government departments, public service offices,
the parliamentary service: s192(3).

Under the IR Act, the Government imposed redtrictions on the gpprova and use of
QWASs in order to give greater protection for individua employees, particularly those
who are young or low paid, whose bargaining position may not be as strong as that of a
collective group of employess* QWAS have recently declined in popularity with
Queendand workplaces tending to opt for collective bargaining procedures. A report
commissioned by the Queendand Department of Employment, Training and Industria

¥ Industrial Relations Act Amendment Bill 2001 (QId), Explanatory Notes, p 10;
Hon GRNuttall MP, Industrial Relations Act Amendment Bill 2001 (Qld), Second Reading
Speech, pp 3340-3341.

¥ Industrial Relations Act Amendment Bill 2001 (QId), ¢l 19.
40

Pay Equity Inquiry Report, p 62-63, Recommendation 5.

*' The Operation of the Industrial Relations Act 1999: The First Two Years, October 2001, p 8.
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Rdations identified that around hdf of QWASs were in femde dominated indudtries,
particularly child care and red edtate sales.”

The amendments to the QWA approva process implement recommendations of the Pay
Equity Inquiry Report that explicit provison needed to be made for QWAS to contain
pay equity requirements before they can be approved by the Commission.®

A QWA must contain provisons covering a number of matters before it is approved by
the QIRC: s193. Aswadl as provisons about discrimination, a QWA will have to make
provison for the remuneration of the employee covered by the agreement on the basis of
equa remuneration for the employee for equa remuneration for work of equa and
comparable vaue peformed by other men and women employees of the employer:
proposed new s 193(1)(b). Agan, the afidavit accompanying the QWA in the
goplication seeking gpprova from the Commission has to contain information about the
steps the employer has taken, or will take, to comply with that new requirement.*

Under the gpprova provisons in s 203 of the IR Act, a proposed new s 203(7) will
enable the QIRC to condder, but not review, any rdevant industrid instrument to decide
whether the QWA complies with the equa remuneration requirement.®

3.7 MINIMUM WAGE GENERAL RULINGS

Under s 287 of the IR Act, the QIRC may make generd rulings about a Queendand
minimum wage, whether or not it is the subject of an industrid award, agreement etc.. In
doing so, it conducts a hearing a which dl interested persons must be given a chance to
be heard. The generd ruling made as aresult of this process is published in the industria
gazette.

A proposed new s 287(2) will beinserted (by cl 25) to ensure thet the Full Bench of the
QIRC makes a generd ruling about a Queendand minimum wage for dl employees a
least once each cadendar year. Note that it does not matter that the employees are not
covered by any award or agreement. There are anumber of female dominated sectorsto

“2 Australian Centre for Industrial Relations Research and Training, Trends in Queensland

Workplace Agreements: Developments since the amendments to the Workplace Relations Act
1997 and the introduction of the Industrial Relations Act 1999, Department of Employment,
Training and Industrial Relations, March 2000.

Pay Equity Inquiry Report, pp 66-67, Recommendations 10-11.

“ Industrial Relations Regulation 2000, s 13 will be amended to include that.

*Industrial Relations Act Amendment Bill 2001 (Qld), ¢l 21.
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which awards or agreements do not apply (eg home-based industries such as domestic
cleaning).

The minimum wage ruling can be made ether on gpplication but if there is no application,
the QIRC must do so on its own initiative.®®

Thus, under the new changes, the Commission must make such a generd ruling rather
than being given a discretion to do so.  In introducing the Bill, the Minigter for Indugtrid
Relations gtated that the new mandate will enable greater protection for the low paid and
most disadvantaged workers. He noted that the power to make a genera ruling about a
minimum wage has not been utilised since it was introduced in 1999 and the minimum
wage set each year through the * state wage case’ by way of a statement of policy applies
only to employees covered by awards and only when application is made to incorporate
the statement of policy into the award.”” Thus, asthe Pay Equity Inquiry Report found,
the effect of the Queendand legidation is that employees not covered by an award are
not guaranteed a minimum wage, a podstion which the Inquiry congdered to be
unacceptable and possibly in contravention of internationa obligations®  Accordingly, it
was recommended that s 287 of the IR Act be amended to actually require the QIRC to
make a generd ruling about a Queendand minimum wage at least once each caendar
year to cover all employees.®

The Inquiry consdered but did not adopt the modd existing in Western Audtraia where
the Minimum Conditions of Employment Act 1999 provides for a minimum rate of pay
for employees for a 40 hour week. The Commission must review that rate annudly and
make a recommendetion to the Miniger who then determines the relevant rate. The
conditions are implied into every award, agreement or contract of employment. The
Inquiry considered that while this WA modd had its dtractions, the power to fix a
minimum wage should be retained by the QIRC which has wage fixing as one of its main
functions®

“  Industrial Relations Act Amendment Bill 2001 (QId), Explanatory Notes, p 11.

* Hon G R Nuittall, Industrial Relations Act Amendment Bill 2001 (QId), Second Reading Speech,
p 3341.

Pay Equity Inquiry Report, p 77.
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Pay Equity Inquiry Report, p 79, Recommendation 14.
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Pay Equity Inquiry Report, p 79.
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3.8 EQUAL REMUNERATION ORDERS

Note that Chapter 2, Part 5 dlows the QIRC to make any order it congders
appropriate to ensure men and women employees covered by the order receive equal
remuneration for work of equa or comparable value. Such order is made only after
gpplication by: an employee to be covered by the order; industrid organisation; State
pesk council; the Minigter; or the anti-discrimination commissoner. The order would
gppear to prevail over other indudtrid instruments eg awards and agreements.

The Pay Equity Inquiry Report noted that no equivaent exidsts in the NSW Industrial
Relations Act 1996, where the Commisson’s power in relation to pay equity isonly in
the context of making, varying and reviewing awards and it is not permitted to consider
the remuneration of employees not covered by the relevant award under review. The
NSW Report of the Pay Equity Inquiry did not make any recommendetions about its
adoption in that State. The Queendand provison is not limited to the exisence of an
award or to persons covered by it.

The Inquiry found that equa remuneration orders have great potential for ensuring pay
equity and could, for example, be used to order a party to an award to re-classfy a
‘fema€e position to correct gender based underva uation in that pogtion.®

The Queendand Pay Equity Inquiry Report noted aso that no applications had been
made under the Queendand provisions as a the time of reporting.

4 CONCLUSON

In his speech introducing the Bill, the Hon G R Nuttal MP said that the Bill built on the
far and baanced platform established by the IR Act which had, as its centrepiece,
reforms aimed at ensuring greater pay equity for Queendand women workers and an
extended work and family package to give grester surety and security for casud
employees with family respongihilities™
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Pay Equity Inquiry Report, p 56.

> Hon G R Nuttall MP, Industrial Relations Act Amendment Bill 2001 (Qld), Second Reading
Speech, p 3344.
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APPENDIX A —MINISTERIAL MEDIA STATEMENT

The Hon. Gordon Nuttall MP
Industrial Relations
30 March 2001

QUEENSLAND WOMEN STILL FIGHTING 32 YEARS ON

A report commissioned by the Beattie Government has found that 32 years
after a decision to grant equal pay to all Australians, women are still paid
only 83% for the same work as men.

Industrial Relations Minister Gordon Nuttall was handed the Pay Equity
Inquiry report today by author, Industrial Commissioner Glenys Fisher.

"Thirty-two years on, women in the workforce in Queensland are still
earning 11 to 17 per cent less than men doing the same work.

"While there have been some advancements, there is clearly scope to
improve wages for many Queensland women workers who are a growing
proportion of the workforce," he said.

"Enterprise bargaining isn't reaching the large numbers of women employed
in industries like hospitality and retail, or casual employees.

"What's worse for women in Queensland is that we have the highest rate of
casual employment in the country - 30% of our workforce are casual
workers, and almost 40% of those casual workers are women."

Mr Nuttall said the report recommends the Queensland Industrial
Relations Commission be given new powers to investigate pay equity in
agreements struck between employers, unions and employees.

"It also recommends the QIRC use its powers to set a minimum wage
standard for the 17% of workers currently not covered by a minimum wage,
like nannies and domestic cleaners, and that the Commission be required to
review this annually.

Mr Nuttall said the report especially highlighted pay inequity for women in
new growth industries, such as telemarketing and call centres.

"While this Government has already agreed in principle to support the
ACTU Code for call centres, we will now be taking a much closer look at
enforcing entitlements in all these new growth industries.”

He said the report also found that so-called ‘'softer skills' like
communication, and organisational skills were not being considered in
evaluating wages for women.

"The report recommends establishing a pay equity wage principle to set
strict criteria and ensure that work undertaken by women is valued in the
same way as the work in male dominated occupations.”

"The Inquiry found that while Queensland has the most advanced pay equity
legislation in the country, it's not being used to its full potential,” Mr
Nuttall said.
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The Pay Equity Inquiry was commissioned in October last year, to
investigate the extent of pay inequity in Queensland, the adequacy of the
current legislation, and make recommendations to address the problem
areas.

Commissioner Fisher, the first woman appointed to the QIRC, considered
submissions from key union and employer groups, the Anti-Discrimination
Commission and other community organisations such as the Working
Women's Service.

"This report will be an important milestone in the pursuit of equal pay for
women in Queensland,” Mr Nuttall said.

"The Government is committed to pay equity for women, and as such we
made a clear election commitment to implement the recommendations of
this Inquiry.”

"I will be talking to the key stakeholders in preparing a submission to
Cabinet so that we can bring in reforms by the end of the year."

Media contact: Leisa Schultz on (07) 3225 2017 or 0419 746 093.
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APPENDIX B —-NEWSPAPER ARTICLES

Title Unions backed in pitch for equal pay.
Author Sean Parnell

Source Courier-Mail

Date Issue 31/03/01

Page 7

Women in Queensland earn up to 17 per cent less than men doing the same
job, with the state's burgeoning call centre industry among those showing
the highest level of pay inequity. The pay equity inquiry, in a report
released yesterday, found the enterprise bargaining system did not deliver
equal pay packets for women and recommended unions be given financial
incentives to step up the fight.

The State Government, which commissioned the report, will call on the
Queensland Industrial Relations Commission to set minimum wage
standards for workers such as nannies and domestic cleaners.

Industrial Relations Minister Gordon Nuttall said yesterday that he would
give the QIRC the power to investigate pay equity in enterprise bargaining
agreements in line with the report's recommendations. Mr Nuttall said pay
equity would have to be targeted in stages but the report provided a "solid
base on which to move ahead".

"It will be an important milestone in the pursuit of equal remuneration for
women workers in this state,” Mr Nuttall said.

The report found "softer skills" were often regarded more as attributes than
skills and were therefore undervalued in the workplace. It recommended
the full bench of the QIRC make a statement of policy to deal with pay
equity matters and the Government adopt an Equal Remuneration Principle
and introduce amendments to the Industrial Relations Act.

The report also recommended the Government give "matching funding” to
unions which take up the equity fight for women whom they traditionally
under-represented.

Australian Industry Group state director David Whiting said yesterday that
he was opposed to unions being given financial incentives and believed
many employers - particularly those with large numbers of women casuals -
would feel an impact on their margins. Mr Whiting said the concept of pay
equity was not new but the recommendations would help enforce existing
legislation.

Mr Nuttall said he believed unions were under-resourced to fight for pay
equity. However, Queensland was fortunate to have some employers who
recognised the value of all workers. He said the recommendations would be
taken to Cabinet and the report adopted "lock, stock and barrel”.

The report, presented yesterday by Industrial Commissioner Glenys Fisher,
found the gender pay gap was between 11 and 17 per cent.

"For many women in industrially weak workforces, a reason for low pay is
that they are unable to enforce their existing entitlements,” the report said.

Copyright Provision: Copy recorded for Parliamentarians only.
Disclaimer: No responsibility istaken for any transmission errors..
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"In particular, the inquiry considers the cases of telemarketing and call
centres which are new, growth industries.”

Title Women get fewer perks with wages.
Author Michelle Hele

Source Courier-Mail

Date Issue 03/10/01

Page 12

Women are partly to blame for their earning less than men, according to one
of Australia's leading recruitment firms.

TMP Worldwide chief operating officer Leanne Warner believes women are
"less adept” than men when it comes to negotiating salary and promotions.

"My experience is that both men and women are becoming much savvier at
negotiation than they were years ago, but the men tend still to be smarter
when negotiating their perks and conditions,"” she said.

The results of a national survey on wage disparity by TMP released
yesterday found that the majority of men did not believe there was any
difference in the level of pay between the genders.

But women typically earn about 85 per cent of a man's salary, according to
figures from the Australian Bureau of Statistics. About 80 per cent of men
and 40 per cent of women who responded to the survey did not think there
was any difference in wages between the sexes.

The older and more senior a woman in the workplace, and the higher her
wage, the more likely she was to feel that there was a discrepancy in pay
packets.

About 80 per cent of women at CEO or board level believe that women are
paid less than men, while at an administrative level the figures drops to
about 50 per cent.

Queensland Council of Unions general secretary Grace Grace said that in
awards and agreements pay levels were usually the same for men and
women.

Ms Grace said the disparity happened when women were paid less than
men with similar skill levels, but working in different industries. Over-
award payments, fringe benefits and bonuses helped push men's wages
higher than women's.

"When you take all of those into account, that is where women are not paid
the same,” Ms Grace said.

She said there were more women working in lower levels, while men
outnumbered them in the senior higher-paying positions.

She agreed that when it came to negotiating personal agreements, women
often were not offered some of the benefits male employees were.

Copyright Provision: Copy recorded for Parliamentarians only.
Disclaimer: No responsibility istaken for any transmission errors..



RECENT PARLIAMENTARY LIBRARY RESEARCH PUBLICATIONS 2001

RBR 2001/30

RBR 2001/29
RBR 2001/28
RBR 2001/27
RBR 2001/26
RBR 2001/25
RBR 2001/24

RBR 2001/23
RBR 2001/22

RBR 2001/21

RBR 2001/20
RBR 19/01

RBR 18/01

RBR 17/01

RBR 16/01
RBR 15/01

RBR 14/01

RBR 13/01
RBR 12/01
RBR 11/01
RBR 10/01
RBR 9/01
RBR 8/01

RBR 7/01
RBR 6/01
RBR 5/01
RBR 4/01
RBR 3/01
RBR 2/01
RBR 1/01

RB 4/01
RB 3/01

RB 2/01

RB 1/01

RESEARCH BRIEFS

The Guardianship and Administration and Other Acts Amendment Bill 2001:
Withholding or withdrawing life-sustaining measures for an adult with impaired
capacity

The Prostitution Amendment Bill 2001 (Qld)

The Ombudsman Bill 2001 (Qld)

A New National Scheme to Regulate Gene Technology in Australia: The Gene
Technology Bill 2001

Environmental Protection Legislation Amendment Bill (No. 2) 2001: Encouraging
Recycling and Waste Minimisation Practices to Extend the Life of Landfill Sties
The Health Legidlation Amendment Bill 2001 and the amendments to the Mental
Health Act 2000

‘Paddock to the Plate’ (Part 2) - Amendment of the Food Act 1981 (QId) by the
Health Legidation Amendment Bill 2001 (Qld).

Duty and the Beast: Animal Care and Protection Bill 2001

Government Funding for Non-Sate Schools: the Education (Accreditation of Non-
Sate Schools) Bill 2001

Accreditation of Non-Sate Schoals: the Education (Accreditation of Non-Sate
Schools) Bill 2001

Penalties and Sentences (Non-Contact Orders) Amendment Bill 2001

Current and prospective treatments for heroin dependence in the light of a recent
national evaluation (the NEPOD Report)

Community Benefits Associated with the Gaming Machine Industry: The Gaming
Machine Amendment Bill 2001

The Emergence of Community Style Banking as a Response to the Closing of Bank
Branches

High Court Abolishes Negligence Immunity for Highway Authorities

Greenhouse Gases Emission Abatement and Carbon Credits — Australia’ s Response
and the Queendand Forestry and Land Title Amendment Bill

Regulating Pay Day Lending: The Consumer Credit(Queensand) Amendment Bill
200

The Allocation of Parliamentary Seats for Indigenous Minority Groups
Employees and the Internet — Issues for Public and Private Sector Employers
Valuers Registration Amendment Bill 2001

The New South Wales-Queensland Border Rivers Amendment Bill 2001

The Dating Game:  The Introduction Agents Bill 2001 (Qld)

Dangerous Goods Safety Management Bill 2001: Implementing the National
Approach to the Handling of Dangerous Goods

The Future of the Kyoto Protocol: The Lead Up to the Resumed Climate Change
Talksin Bonnin July 2001

The Status of Children Amendment Bill 2001

The Crimes at Sea Bill 2001: National Legidation for Crimesin Australian Waters
Innovation Srategies of the Queensland and Commonwealth Gover nments

Drug Courts

E-Democracy and Election Campaigns. Recent Case Sudies from USA and
Developmentsin Australia

E-Voting: Electionsvia the Internet?

RESEARCH BULLETINS

Violence in the Mass Media: Are There Negative Consequences?

Towards improved Public Health: The Tobacco and Other smoking Products
(Prevention of Supply to Children) Amendment Bill 2001

Towards the ‘ Smart Sate': The Electronic Transactions (Queensland) Bill

Laws against inciting Racial or Religious Vilification in Queendand and Australia: the
Anti-Discrimination Amendment Bill 2001

Nov 2001

Oct 2001
Oct 2001
Oct 2001
Oct 2001
Oct 2001
Oct 2001

Sep 2001
Sep 2001

Sep 2001

Sep 2001
Aug 2001

July 2001
June 2001

June 2001
June 2001

June 2001

June 2001
June 2001
May 2001
May 2001
May 2001
May 2001

May 2001

April 2001
April 2001
Mar 2001
Mar 2001
Feb 2001

Feb 2001

Jun 2001
April 2001

April 2001
Mar 2001

Research Papers are available as PDF files:
to members of the general public abstracts are available on the parliamentary web site, URL,
http: //www. parliament. gld. gov. au

http://www. parliament. gld. gov. au/Library/Query. exe— ResearchPubs -Library




A complete listing of research papersis available at the following site: http://www. parliament. gld. gov.
au/parlib/research/index. htm

Parliamentary Library - Research Publications & Resources Telephone (07) 3406 7108
Orders may be sent to Maureen McClarty, Maureen. McClarty@parliament. gld. gov. au

Copyright Provision: Copy recorded for Parliamentarians only.
Disclaimer: No responsibilitv istaken for anv transmission errors..



This Publication:

RBR 2001/31 Pay Equity — The Industrial Relations Act Amendment Bill
2001 (Qld)

Related Publications:

RBR 2001/32 Casual Employment and the Industrial Relations Act
Amendment Bill 2001 (QId)



