THE CURRENT POSITION OF WOMEN IN THE LABOUR MARKET

INTRODUCTION

This paper aims to provide information on the current position of women in the labour market.  Where possible the information used is based on 1993 statistics, with in some cases, comparisons being made between 1991 and 1993.  It is intended that this piece of work will be updated in 1995.

In 1991 the Employment Contracts Act was introduced.  Although this was a significant point in the employment world, this paper does not assume that the Employment Contracts Act is the cause of all the experiences of women in the labour market.  Although this legislation may have some bearing on this, there are a wide range of factors which need to be taken into consideration.  These include wider economic reforms, work place restructuring and changes to education and training policies.

In many cases women's current position within paid employment is linked to their structural position in the labour market, particularly their high representation in part-time and casual work.  A Survey of Labour Market Adjustment  Under the Employment Contracts Act
 carried out in September 1993 reveals that those workers in part-time and casual employment  experience less favourable outcomes than those in full time permanent positions in the labour market.  For example in the past year, they are less likely to have had an increase in their pay, may be less aware of their statutory rights, are more likely not to have a formal contract and are less likely to be involved in discussions around their new contract (if they had a new contract). 

This paper is divided into four main sections, which look at a number of key points pertaining to how women are currently placed in the labour market.  These are:
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earnings;

symbol 183 \f "Symbol" \s 10 \h
occupational segregation;
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employment, unemployment and under-employment trends; and

symbol 183 \f "Symbol" \s 10 \h
industrial relations outcomes.

Also included are three shorter sections covering training and education, EEO programmes and Work/family issues.

 EARNINGS

Introduction

In 1991 two pieces of legislation that could potentially effect earnings levels were introduced.  Firstly, the Employment Equity legislation was introduced and repealed within a short space of time.  As this legislation was so short lived it is difficult to determine the impact it had (if any) on women's earnings.  Secondly, the Employment Contracts Act 1991 was introduced and although it may be difficult to determine whether in fact it has caused pay rates to change, it has altered the mechanism by which pay levels are negotiated.  Both of these factors need to be considered along side the economic and work place restructuring that has been occurring for some time in New Zealand, and internationally.

The gap between women's and men's earnings is most often monitored through hourly ordinary time earnings which controls for differences in average weekly hours and paid overtime.  Such differences occur because men generally work more hours in a week (even amongst full time workers) than women.  Similarly, fewer paid overtime hours are recorded for women.  The gender earnings gap is commonly measured using a ratio of female to male average ordinary time hourly earnings.  According to this measure the earnings gap closed steadily during the implementation period of the Equal Pay Act (1972 - 1977), and has shown little change since this period.  Between 1972 and 1979 women's average ordinary time hourly earnings rose from 69.9% of men's earnings to 79.2%.  By 1987 the ratio had reached 80%, but over the last five years the ratio has scarcely altered, hovering between 80.3% and 81.5%.

Key Points

The Earnings Gap
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In February 1991, women 's average ordinary time hourly earnings were 81.5% of men's.  In February 1993, this ratio had dropped slightly to 80.8%.
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In every industry sector there is a gap between women's and men's average ordinary time hourly earnings, but there are significant differences in the size of the gap across industry sectors.  
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For example, in May 1993, industries with lower than average differences between men and women were building and construction at 93.7%, and forestry and mining at 86.2%.  The business and financial sector ratio, however, was 65.5%.

Hourly earnings
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The survey of Labour Market Adjustments under the Employment Contracts Act shows that over the past year women's hourly rates of pay are more likely than men's to have remained the same.  Women are less likely to have experienced an increase in their hourly rate but they are also less likely to have their hourly rate go down.
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Further differences are shown according to whether or not the employees were permanent or casual.  Permanent workers were more likely to have an increase in their hourly rates of pay.  Amongst permanent workers, 55% of men but only 44.8% of women had an increase in their hourly rates of pay.  Here the difference is masked according to public/private sector with male permanent full-time employees in the private sector being the most likely group to have their hourly rate go up.
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According to this survey the group least likely to have their hourly rate increased were women working part-time in the public sector.
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For hourly paid workers penal and over time rates of pay have in the past been relatively common.  These have become less so since the passage of the Employment Contracts Act
.

Average Total Weekly Earnings 
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The gender gap is wider when measured by average total weekly earnings because on average, women work fewer paid hours and do less overtime than men.  The gap in total weekly earnings is a measure of the gender differences in total gross weekly pay. 
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The ratio of female to male average total weekly earnings (including overtime) has shown slightly greater variation since 1987, fluctuating between 72.4% and 74.7% over the same period.
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Decreases in weekly earnings or take home pay over the past year have been experienced by almost a quarter of casual workers according to the Survey of Labour Market Adjustments under the Employment Contracts Act 1991.

Income

The following section draws on analysis of census income data presented in the Department of Statistics' publication, "New Zealand Social Trends: Work" 1993.  'Income' in the 1991 Census refers to annual income from all sources, not just income from employment.  The groups compared are men and women reported as being in full time employment at the time of the Census.  Underlying the income differences between men and women will therefore be factors such as average hours worked, the number of weeks worked per year, as well as any differences in non-market income.
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There are large differences in median income for men and women in full time employment at the 1991 Census, with men having a higher median income than women across all occupational groups (even in female dominated occupations such as clerical work)
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Maori women in full time employment received a lower median income than their male counterparts.  Similarly, Pacific Islands women received a lower median income than Pacific Islands men. Maori and Pacific Island men and women have a lower median income than all full-time employed men and women
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There are also large gaps in the median income received by men and women in full time employment from the age of 25 years.  Gender disparities are less evident amongst those aged 15-24 years.  At these ages women's income is  likely to be less affected by child-rearing and domestic responsibilities and the ongoing effects of periods of absence from the workforce.

symbol 183 \f "Symbol" \s 10 \h
Higher education is associated with higher income for both men and women in full time employment, but the Census data shows a large gender difference in income even where women and men have similar levels of educational qualifications.  Other studies show differences in work experience and other factors explain part, but not all of this income gap.

In conclusion, women continue to earn less than men whether the measure used is median income or average earnings.  New Zealand is not alone in showing persistent gender differentials in pay, although the size of the earnings gap varies across industrialised countries.

 OCCUPATIONAL SEGREGATION

Introduction

Despite the increasing participation of women in paid work the New Zealand labour market remains segregated along gender lines.  Although measuring changes in occupational segregation is complex and can produce varying results, a number of studies suggest industrial and occupational segregation is reducing slowly.  The segregation of women and men into different jobs within the same occupation is also gradually decreasing in some occupations.

Key Points
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Women and men have different patterns of employment by occupation.  The 1991 Census figures show that a higher proportion of women are employed as clerical workers, sales and service workers, and professionals.  Employed men are more likely to be trades workers, legislators, administrators and managers, and plant and machine operators and assemblers.
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Figures from the Household Labour Force Survey (HLFS) indicate similar patterns exist in 1993.  The December 1993 quarter figures show that women are more likely to be employed as clerical workers (24.6% compared to 4.9% of men), professionals (14.3% compared with 9.2% of men) and sales and service workers (20.5% compared to 8.4% of men).
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The occupational distribution of Maori women is broadly similar to that of women generally, although a higher proportion of Maori women are employed as plant and machine operators and assemblers (10% compared to 4% of Pakeha women), or in elementary occupations (13% compared with 5% of Pakeha women).
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This pattern is even more marked for Pacific Islands women.  Pacific Islands women are more likely to be employed in elementary occupations (13.6% compared with 5% of Pakeha women) and as machine operators and assemblers (14.9% compared with 4% of Pakeha women).
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Young women aged 15-19 years were highly concentrated in two occupational groups as shown in the December 1992 quarter statistics.  Nearly three quarters of those employed were either service or sales workers (42%) or clerks (31%) while only 8% were engaged in the third most common occupational group - elementary occupations.  Young men in this age group were more evenly spread across occupational groups, with the most common ones being trades workers, elementary occupations, service and sales workers, and plant and machine operators.
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Young women in the 20-24 year age group were most commonly employed as clerks (35%) or service and sales workers(21%).  The proportion of the 20-24 year old women who were professionals or technicians and associate professionals was greater than among women in the younger age group, and was also greater than for men in the same age group.
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Women and men also tend to work in different industries.  The 1991 Census figures show that a higher proportion of employed women are in community, social and personal services, wholesale and retail trade, restaurants and hotels, and business and financial services.  Employed men are more likely to work in manufacturing, community, social and personal services, wholesale and retail trade, and restaurants and hotels.
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Again the December 1993 HLFS figures show that women are more likely to be employed community, social and personal services (39.7% compared to 19% of men), wholesale and retail trade (23.5% compared to 19.5% of men) and business and financial services (10.9% compared to 8.9% of men).

symbol 183 \f "Symbol" \s 10 \h
The gender classification method of monitoring changes in occupational segregation is used by the Department of Statistics in "New Zealand Social Trends: Work."  In looking at changes in occupational segregation, the figures suggest that there has been a small increase in the proportion of women in "mixed" occupations (where women are between 33% and 66% of all workers), and a modest decrease in the proportion of women in "female" occupations (where women comprise 67% or more of all workers).  However this type of analysis is somewhat problematic because the proportion of the labour force which is female has increased substantially.

symbol 183 \f "Symbol" \s 10 \h
Vertical segregation refers to the concentration of men and women in different jobs within the same occupations.  Although comprehensive data are not available, a number of studies of particular occupations suggest vertical segregation may be reducing in some occupations.  Nevertheless, substantial segregation does remain in some occupations.  In a recent study of the legal profession men were three times as likely as women to be full partners, and women had more years experience than men as associate partners
. 

EMPLOYMENT, UNEMPLOYMENT, AND UNDER-EMPLOYMENT TRENDS

Introduction

According to the official figures the trends in employment and unemployment appear to be improving for most of those in the labour force, although this varies according to different groups.  For example, the employment of Pakeha women has increased by less than 1% whilst the employment for Maori women has increased by 14%.  

It must be taken into consideration when looking at the unemployment figures in particular, that the statistics may under-estimate the extent of unemployment amongst women.  The official statistics which measure unemployment are taken from the Household Labour Force Survey (HLFS).  These require that a person be actively seeking work and available for work within the next week to be described as unemployed.  As women are most often responsible for childcare and other household duties, they may not be immediately available for work or may not be actively seeking work.  The New Zealand Employment Service (NZES) statistics may also significantly under-represent the number of women who are unemployed, as many women do not register with the service.  This may be partly because they may not be eligible for the unemployment benefit or they may not believe they have a good chance of being offered a job through NZES. 

The issue of under-employment also has the effect of obscuring the true level of women's need for employment.  Under-employment refers to those who have some paid employment but are in fact seeking either more hours or full time paid work.  Many women, particularly those whose income is considered secondary to the primary income earner, may take employment for fewer hours than they ideally want in a way that the primary income earner would not.  The figures given below indicate that there has been a substantial increase in the levels of under-employment over the last 5 years with the number of females seeking more hours of employment rising dramatically.

Key Points

Employment
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Total female employment increased by almost 1% between the June quarter of 1991 and the same quarter in 1993.

symbol 183 \f "Symbol" \s 10 \h
Employment of Pakeha women increased by less than the average over two years, while employment of Maori women increased by 14%.
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In comparison, male employment increased by 2.25% over the two years
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Male Pakeha employment increased by 2.8% while Maori male employment increased by 2.3%.
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The employment of young women has fallen in the 15-19 year age group. Here, female employment decreased from 58 200 in the December quarter of 1991 to 54 900 in the December quarter of 1993.  However, in the 20-24 year age group employment has increased, although only very slightly.  In this age group female employment rose from 86 300 in the December quarter of 1991 to 86 800 in the December quarter of 1993.  These figures need to be treated with caution as the decrease in the youth population will have some impact on these rates.
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The number of women who are employees remained largely unchanged between 1991 and 1993.  The number of women who are self employed increased over the same period.  A similar trend is evident for males, with the number of employees remaining unchanged and an increase in the number of self employed.

Unemployment
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The total number of unemployed women fell  from 67,500 to 62,000 between the June quarter of 1991 and the December quarter of 1993.
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The unemployment rate for women declined from 9.5% in the June 1991 quarter to 8.5% in the December 1993 quarter.
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The unemployment rate for Pakeha women remained largely unchanged, while the unemployment rate for Maori women fell from 24.6% to 24.2%. 
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In the December 1993 quarter the unemployment rate for men was 9.7% (the total unemployment rate was 9.2%).
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The female unemployment rate in the 15-19 year age group has fallen from 20.9% in the December 1991 quarter to 19.1% in the December 1993 quarter.  The male unemployment rate for this age group has fallen from 23.1 % to 21.4%.  Although these rates have fallen, they are still more than twice that for the total labour force (8.4% for females and 9.8% for males in the December quarter of 1993).
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In the 20-24 year age group, the female unemployment rate has risen slightly, from 13.4% to 13.6%.  Although these rates are also higher than those for the total labour force, they are significantly lower than those in the 15-19 year age group.

Under-employment
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Between the 1986 and 1993 March quarters of the HLFS there has been a significant increase in the proportion of both female and male workers seeking longer hours.  Over this period the number of female workers seeking longer hours increased from 12.7% to 27.6%.
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A similar trend was evident in the number of part-timers seeking full time work.  Between March 1986 and March 1993 the number of women part-timers wanting full time work increased from 2.3% to 4.7%. 
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Under-employment is reported by women service workers.  In a 1993 survey of the Service Workers Union's women members, it is reported that 60% of the respondents would work extra hours if they were offered them.

 Part-time, casual and temporary employment
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A Survey of Labour Market Adjustments under the Employment Contracts Act 1993 shows that 24.6% of female employees were permanent part-timers in August/September 1993.  Only 4.2% of male employees were permanent part-timers.
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12.7% of female employees were employed in casual (mostly part-time) work whereas 6.7% of males were employed in casual work.
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The Quarterly Employment Survey figures show that the ratio of part-time to total employment has increased.  The proportion of part-time to total jobs increased from 31.7% in February 1987 to 41.8% in February 1993 for women, and from 7.3% to 15% for men.
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A New Zealand Nurses Organisation publication on the casualisation of nursing reports that between 1990 and 1993, 'the actual number and full time equivalent of casual registered nurses employed by area health boards rose 41.4% and 37.3% respectively. 
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Enroled nurses have also experienced increased casualisation with a rise of 42.3% in the actual number of casual enroled nurses employed between 1990 and 1993
.

INDUSTRIAL RELATIONS OUTCOMES

Introduction

Industrial relations outcomes for women are related to their structural position in the labour market.  According to the Survey on Labour Market Adjustments under the Employment Contracts Act 1991, the outcomes in employment contracts for women are similar to those men in a similar labour market position.  It appears that this may be due to the fact that women are more likely to be part-time and casual workers, and are clustered in certain occupations, that their industrial relations outcomes may be distinct from that of men's.  An example of this is that  part-time and casual employees achieved less favourable pay outcomes in the year to September 1993 than did full time permanent employees.

Much of the information in this section is drawn from a report to NACEW on a Gender Analysis of the Survey of Labour Market Adjustments Under the Employment Contracts Act 1991
, which gives the most recent statistical information on factors such as:
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contract structure
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contract settlement
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contract provisions
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representation and levels of unionisation

Key Points

Contract Structure
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The Survey of Labour Market Adjustments under the Employment Contracts Act 1991 shows that women are slightly less likely than men to be on individual employment contracts.  Only 42.3% of women as opposed to 48.3% of men were on individual contracts.  This may be due to the fact that large numbers of the public sector respondents, in which collective contracts were significantly more likely to be found, were women (for example, teachers and nurses).
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Casual workers (64% of whom were women) were more likely not to have a formal contract.  33.7% of casual workers did not have a formal contract, compared with 22.8% of all workers.  Just over 9% of casual workers compared with 3.5% of all workers did not know what type of contract they were employed under. 
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Part-time workers were also less likely to have formal contracts.  31.1% of part-timers (79.6% of whom are women) did not have a formal contract and 5.5% did not know what type of contract they were employed under.

Contract Settlement
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Since September 1992, 42% of all those surveyed had new contracts settled.  Women were less likely to have settled a new contract than men but they were more likely to have had some form of discussions over a new contract over that time.
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Where a new contract has been put in place within the past year, 82% of the respondents reported that there had been discussions or negotiations, although it is unknown as to how substantive these discussions were.  20% of women compared to 13.7% of men reported that they did not take part in or were not represented in the discussions over their new contract.  The reasons put forward for this did not vary greatly between men and women with about half of both groups reporting that their employer did not want them to, they didn't know that they could take part, or that no negotiations were offered.
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Women were more likely than men to report that they did not feel free to choose which type of contract they were covered by.  Female casual employees in particular appeared to feel less free  to choose their contract type with 40.9% of men and 54.1% of women casual workers not feeling free to choose.  The majority of respondents said they were simply not offered a choice.

Contract Provisions
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In most cases women and men reported that their conditions of work had either stayed the same or were not applicable.
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Women were generally more likely than men to report that the following conditions were not applicable to them, or they had never had them:


sick leave, extra annual leave for long service, child care provisions, extra annual leave for shift work, health and safety provisions, redundancy, employer contributions to superannuation, medical insurance, and saving up of leave.
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In some cases this probably reflects the structural position of women in the labour market which means that they are not in jobs where these conditions apply.  This may be the case with factors such as annual leave where the necessary one years service is not applicable for many casual workers.  
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In other cases however responses suggest a lack of knowledge or information about the legislative minimum conditions of employment.  Here, the responses to the questions on parental leave and bereavement leave in particular suggest a lack of awareness about legal minimum entitlements in these areas as a high proportion of respondents stated that these conditions were not applicable to them
.
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The provisions within the 14 regional contracts that now exist for public sector nurses indicate that penal rates were reduced between 1.8% and 14% in the move from one national award to these regional contracts
.

Levels of Unionisation
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Of those employees covered by new contracts, 42.9% of women compared with 49% of men were represented by a trade union.
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Male, permanent and full time employees were more likely to be represented  by a union than female, casual and part-time employees.  Casual and part-time employees were more likely to hold their own negotiations.
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Women were more likely than men to negotiate on their own behalf or be represented by a group of nominated employees.
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Women in the private sector may be considerably less likely to be represented by a union as given the already noted fact that a high proportion of the public sector employees were women, and public sector employees were more likely to be represented by a union.
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Women were slightly more likely to report that they felt free to choose their representative.

symbol 183 \f "Symbol" \s 10 \h
For those respondents that did not feel free to choose their representative the majority of men and women replied that they were not given a choice.   Women were also more likely to report that they did not know they could choose, they felt intimidated by their employers, or that minority interests were not represented. 

TRAINING AND EDUCATION

Introduction

Over the past several years there have been a range of reforms in the post compulsory education and training (PCET) sector.  Any consideration of changes in women's access to and participation in post compulsory education and training during this period should take into account these reforms.  These changes include the introduction of:
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the equivalent full time student (EFTS) funding system for state tertiary institutions
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reductions of per student levels of Government subsidies for tertiary institutions
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the study right policy
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abolition of standard tertiary fees
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parental income testing of student allowances
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a Government funded student loan scheme
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the national qualifications framework
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the industry skills training strategy
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increased funding for Private Training Establishments
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the Training Opportunities Programme

Key Points

Women's participation in university education
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Women outnumber men as students but not yet as numbers graduating.
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Women are more likely to be studying part time or externally.
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Women are more concentrated in traditionally female fields of study.

symbol 183 \f "Symbol" \s 10 \h
Women are less likely to enrol in post graduate programmes.
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Some women have begun to move into traditionally male disciplines such as engineering, agriculture and commerce but these remain the domain of men.

Women's participation in polytechnic education
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Women's participation in polytechnic education has increased dramatically.  The shift of previously community based training such as nursing into polytechnics has contributed to this growth.

symbol 183 \f "Symbol" \s 10 \h
Only a small percentage of all apprentices are women and the vast majority of these are studying hairdressing.
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Women tend to be older than their male classmates, more likely to be in full time study and concentrated in a limited range of programmes such as nursing, secretarial and service trades.

Women's participation in Access and TOPS

symbol 183 \f "Symbol" \s 10 \h
The Access training programme was designed to enhance the work readiness and employment opportunities of individuals with low qualifications, in particular those from disadvantaged groups.  This programme was replaced at the beginning of 1993 with TOPS.
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Virtually equal proportions of females and males took part in Access in the four years from 1989 to 1992.
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However changes in the eligibility for unemployment benefit for 16 and 17 year olds (December 1990) resulted in a disproportionate number of young Access trainees being male.

Maori women in tertiary education
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The improved participation of women in tertiary education does not extend to Maori women.
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Maori women are more likely to leave secondary school early and with few formal qualifications, entering directly into the tertiary sector is a limited alternative for them.
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The development of pre-entry courses designed to prepare Maori students for tertiary study and to equip them with the skills necessary for success in academic life has made tertiary education more accessible to these students.
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There has been increased participation of Maori women in universities although they are still under represented when compared to the proportion of Maori women in the population.
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Maori women tend to be concentrated in undergraduate certificates and diplomas and they appear to be not continuing on into higher level courses.

symbol 183 \f "Symbol" \s 10 \h
There are relatively few Maori women at polytechnics.

EEO PROGRAMMES

Introduction

As the timing of the repeal of the Employment Equity Act was so close to the introduction of the Employment Contracts Act 1991, it is difficult to distinguish between the impact of each.  It is likely that they had a compounding effect on the implementation of EEO programmes over this period of time.  In the Public service these factors appeared to have some short-term negative impact on the implementation of EEO programmes during 1990 and 1991.  However the separate legislative base for EEO, and the monitoring of the implementation of the EEO programmes which has continued during this time has minimised this impact.  There is no monitoring of EEO in any other area, therefore it is difficult to assess what has happened.  However the information that is available strongly suggests that for most organisations, little effort is being put into implementing EEO programmes.

Key Points 

Public Service
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The key legislative impact on EEO came from the State Sector Act 1988.  Therefore a legislative basis for EEO in the public service has remained throughout the last five years.
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The immediate consequence of the repeal of the Employment Equity Act was that fewer resources were put into EEO.  For example the transfer of resources and the down-sizing of the State Services Commission EEO unit which occurred when the Employment Equity Commission was established and was not rescinded when the Employment Equity Commission was disestablished.
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Concern was expressed by both EEO practitioners and some Chief Executives that a mixed message was coming from the Government as to their commitment to EEO during this time.
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There was a marked slowing down of the progress in EEO during 1990 and 1991.
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While the results of the State Services Commission's review of EEO progress to June 1993 is awaiting publication, the results appear to indicate that there has been an increase in the proportion of management who are women and that the proportion of women in the under $30,000 salary band has decreased.
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The Centennial of Women's Suffrage provided a focus for specific action for women across the public sector.  This included many affirmative action initiatives such as a tertiary study award, women's seminars, videos and a series of publications.  The overall conclusion was that the progress indicated in the previous year's report has continued.
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The Government has recently signalled a continued commitment to EEO in the public service by increasing the resources within the State Services Commission to promote and develop EEO in the public service.

Wider State sector (excluding the Public Service)
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There is no monitoring of EEO in the wider State sector, so it is more difficult to assess what has happened to EEO programmes in these organisations during this time.
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The available information is largely anecdotal and the picture that emerges is varied.  A few organisations have implemented active EEO programmes.  However many have not.  In sectors such as health, the implementation of EEO seems to have deteriorated.  Indicators such as the number of full time EEO practitioners working in the sector have slipped markedly.
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Some provision for EEO has been included in the Health and Disability Act, however no-one has responsibility for monitoring the implementation of programmes or progress in this area.

Private Sector
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Again, lack of formal monitoring makes it difficult to assess what has happened in this area.
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During this time, the Government has signalled its support for EEO through the establishment of the EEO contestable fund.  This fund aims to encourage the developments of resources or programmes which will encourage the implementation of EEO.  The Government also established the EEO Trust which has the responsibility to promote EEO, in particular to private sector employers.  Both of these were established with a limited life.
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It is difficult to judge the impact of these initiatives.  Anecdotal evidence suggests that there are a few private sector organisations which are persuing EEO, but most are not.

WORK/FAMILY ISSUES

Women's labour force participation is significantly affected by their family responsibilities.  Work/family initiatives are becoming increasingly common in New Zealand and there are key benefits to organisations that introduce measures designed to assist workers with family responsibilities.  Overseas experience has demonstrated that such benefits include improved ability to recruit staff, increased retention rates, lower absenteeism and improved productivity.

The following statistics give some indication of the extent to which work/family issues impact on people in the paid work force.
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12% of women who left jobs in 1993 and are still unemployed, did so because of family responsibilities, as did 3% of unemployed men.  One in eight women available for work are not seeking it because they are unable to find suitable childcare (Household Labour Force Survey, 1993).
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25% of parents surveyed in 1990 said a household member could not take on a job or training because they had to mind primary school age children (Research and Statistics Division, Ministry of Education, 1990).
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53% of largely private sector employees surveyed last year said they frequently experience conflict between their work demand and personal/family responsibilities (A Day In The Life: Working in New Zealand in the 1990's, Towers Perrin Fleet and Partners, 1993).

�  A Survey of Labour Market Adjustments under the Employment Contracts Act 1991, prepared for the Department of Labour Industrial Relations Service by Heylen Research Centre, November 1993


� A Survey of Labour Market Adjustments under the Employment Contracts Act 1991: Gender Analysis - Report to NACEW. Rose Ryan, Industrial Relations Centre Victoria University of Wellington, January 1994


� "Women Lawyers in New Zealand: a survey of the legal profession"  Gill Gatfield and Alison Gray, November 1993


� Casualisation within Nursing - The Limitations of Unfettered Flexibility, New Zealand Nurses Organisation 1993


� A Survey of Labour Market Adjustments Under the Employment Contracts Act 1991: Gender Analysis of the Employee Survey - Report to NACEW, Rose Ryan, Industrial Relations Centre Victoria University of Wellington, January 1994


� Just over a quarter of all respondents reported that parental leave was not applicable to them, but the proportions were considerably higher for exactly those same groups that considered other types of leave were not applicable.  Although only slightly less than 10% of the sample responded that bereavement leave was not applicable, 42% of casual and 26.8% of part-time employees reported that this type of leave was not applicable to them.


� Myths and Reality: The Effect of the Emploment Contracts Act on Nurses in New Zealand (1991-1993), New Zealand Nurses Organisation 
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