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text at a glance
Industrial Relations: A Contemporary Approach 3e is a pedagogically rich learning resource. The features of
the book that are laid out on these pages are especially designed to encourage and enhance your acquisition
of the principle tenets of industrial relations.

in the text

part opener and chapter opener 
Part openers display the series of chapters to come. 

The chapters have been grouped together thematically in
each part.

Chapter openers present a list of learning objectives that
set out what you should be able to achieve after completing

the chapters. Revisit them after completing the chapters to
assess your competency.

introduction
The introduction to every
chapter sets the theme for that
chapter and provides a brief
precursor for the material to
come.

boxed features

IR news
This boxed feature appears in every chapter and provides a
relevant news story about an IR issue that has appeared in

the press. On page 45 explore the controversy created by the
ALP's proposal to give holiday and other leave entitlements

to casual workers.

work story
This box enhances your understanding of the chapter theme
by presenting you with fictional characters and hypothetical

issues that affect these characters in the workplace. On page
90 read about Susie’s first-hand experience of new public-

sector management and its industrial relations consequences.

part one
the nature and

context of

industr ial
relations

The changing nature of
work and employment

chapter 2

learning objectives
After reading this chapter, you should be able to:

o Explain the changes that have occurred in the Australian labour
market.

o Outline the reasons for the casualisation of the labour force
and the decline in ‘standard’ jobs.

o Document and explain the rise in the
intensification of work effort.

o Describe the effects of ‘downsizing’ and
‘delayering’ on employees.

o Identify the factors associated with a
rise in ‘earnings’ inequalities in
Australia.

o Distinguish between ‘numerical
flexibility’ and ‘functional
flexibility’.

part one the nature and context of industrial relations

4

introduction
Everyone who derives an income through work or who becomes involved in the
organisation and management of employees at work is immersed in the practice
of industrial relations. The overall quality of the employment relationship and changes
in industrial relations can have an important effect on the overall performance of an
organisation. At the same time, the terms and conditions of employment directly affect
the quality of employees’ working lives and their capacity to enjoy many aspects of their
lives outside of work. These issues of ‘efficiency’ and ‘equity’—the contributions of
industrial relations to the wellbeing of work organisations and even the national
economy on the one hand, and the consequences of changing industrial relations for
employees on the other—are central themes in recent national policy debates, in strate-
gic deliberations in company boardrooms and in more everyday discussions in cafes and
around kitchen tables.

A recent policy controversy in Australia, for example, has been the protection of
employee entitlements. The failure of large corporations, like HIH Insurance or Ansett
Airlines, has meant that employees may not have received accumulated entitlements like
long service leave, holiday pay and superannuation because secured creditors gained first
access to the remaining assets of those corporations. During 2002, a national policy
debate unfolded that focused, on the one hand, on the capacity of alternative schemes
proposed by different political parties to deliver protection to employees and, on the
other hand, on the likely impact of increased costs and regulations that arose from those
schemes on the efficiency of viable ongoing companies (Baird and Burgess 2003). A
prime example of the efficiency–equity theme at the company level came from an
announcement—in August 2003 by the chief executive officer (CEO) of Qantas, Aus-
tralia’s largest domestic and international airline—of a strategic move by Qantas to
ensure that one-quarter of its workforce work on a part-time or casual basis. This ambi-
tion, which the CEO regarded as necessary for the viability of the airline in a constantly
changing marketplace, has been disputed by trade union representatives as an unac-
ceptable impost on the wages and employment security of employees (see the Qantas
case study at the end of Chapter 5). On a more mundane but no less important level,
many of the decisions of courts and tribunals—like payments to former employees for
unfair dismissals or compensation to employees who are subject to discrimination—are
publicised by popular television programs and become ‘hot’ topics of discussion in
forums far beyond the workplaces involved.

At the core of industrial relations are different views about the most effective way to
manage the relationship between an organisation, its employees and their representatives
as well as parallel arguments about how governments should frame laws and policies to
best encourage efficient and equitable industrial relations within organisations. At one
extreme, many managers say that employees are their organisation’s greatest asset and
that, given the right environment, market forces and rational calculation, managers will
invest in and properly maintain this precious asset to the mutual benefit of all. Govern-
ments increasingly see their main responsibility as withdrawing from direct interference in
the employment relationship and providing a flexible and decentralised environment that

Casual alternative

The proposal by the federal ALP to give cas
workers holiday and other entitlements, as outlin
by Labor’s workplace relations spokesman, Cr
Emerson, reflects a long-held view that any w
that is not full-time and not permanent is someh
illegitimate.

This is a view that ignores simple mathemat
appears out of step with community expectati
and seeks to impose one model of operations o
business.

Workers are attracted to casual jobs.They nor
ally receive 6% to 11% higher pay than full-tim
and are paid on the spot. Under most awards, fu
time entitlements equate to about 19% of work
weekly pay.Award casual loading is mostly betw
25% and 30%, putting casuals’ income way in fr
of full-timers. Casuals are paid their entitlement
cash each week.
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The ‘new’ public-secto
local council

Susie, our human resources officer at a Victorian
sector management and its industrial-relations co

Susie had only just joined the council as
Liberal–National Coalition Government passed its
This legislation placed a legal requirement on V
private sector to deliver a proportion of its servic
words, councils had to identify the various service
ming pools, home care etc.) and call for tenders 
(i.e. council employees) could win those tenders,
by external private-sector organisations (see Teich

The Kennett Government’s expectation was t
result in improved efficiency by ‘adopting new tec
eliminating waste, over-servicing and shirking’ (ib

In the case of Susie’s employer, the Happy V
lished a split between ‘purchasers’ and ‘providers
priority services to be ‘privatised’, developed qua


