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~ e Objective:To facilitate an unc erstanding OfL,.--

organisational behéviour by analysing
workplace flexibility including rlghti:aﬁ'g and

/' the |nflu\epce of unlons{ \ J
e Outcomes: Participants will be able to

‘Sigez
]




DOWRSIZANG

e 70 become snlhz%{r insize by L
reauctions In. p rsanne/ Corpar.a{ons
P continued to. do W/7.S‘/Ze after the. f-
- economy, recovered. \

e http://www hefreedlctlonary com/downsizing, Retrieved 15.2.2006
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DOWRSIANGEPOSIUVE

L

. Cameron, for exa/;w/e defines.downsizing as a L __
positive and purposive strateqgy: /

‘a set of organ/'zati&a/ activities undeﬁakeg on the
_ part-.of management mj an organization ana .
/ ' des/gnég [0, Improve: organizational efficiency, J
proauctivity, anay/or competitiveness” (Cameron,
1994:194); .
Downsizingiiusiaefineaial/synto. the category. of
manageenRIonISIoIacileviiig aesired change,
much liker fightsizngsanasreengineering .

° Reference: Cameron; KeS:, Ereeman; Sds and Mistiray AKe (2991)) “Best practices in white-collar
downsizing: Managingjcontradictions;, SAcademy ot iManagementiexecutive 5(3), pp. 57-72.
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RIGNLSIANG

e Downsizing a éo pany’s'workforce to\%s/,
the point whereLthe numoer of\\
Py employees remg/h/'/}g /S deemed to be f
"right” for the company’'s current
conaition...

|
o sides




RIGNLSIANG

e Example Citation; | L
o "Downsizing beém popular a-few
/years ago. lo replace layoffs, bur then |
people started. thinking do WﬂS/)/'ng was
(oo nebaz‘i /e, he says. From -#—zaz:

N JSllde 6




mlevde e Weriiofea

a variety or aifferent ways to de.gg_r/be a

o wide range. of farm%~ or work f
h‘""“orgambé tion which, although rére/y
new. i themselves, have. increasingly
been. Int; e mia 1980s.

e The word ’ﬂe)g/bfz/ﬁ)ﬁs\c Irrently used in.




mlevde e Weriiofea

="

- e [hese include t/Je so-called internal’ \ __
flexibility" brought about by multi-skilling —
which enables workers to. be shifted from. Job

/  [o job as required; and the use of a variety. |
‘or casual, on-call, temporary and p&)rt—t/'me
staff. The.word'/s also used' to aescrive the
/rcreasing use.or subeantracting ana or
Nomeworks BeLIWwliarnawithout the

/atter arée ort ¢ ma;/
flexibiity/. &

/—"/ e httpr//dspace.draliprpex. coni/town/parade/hgs4/statuse . hitm
X
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mlevdola Werciores

.-""_.--.-.

-~ e Governments ;/1/ awide-are \\
/nvestigating ways or proa’ucvng skillea,
flexible workiforces )‘haz‘ facilitate ™ |

/ ---~---..econ0/%/c compet/tlveness ana Y)/gh /
standards or living. Enterprises,
regions, ar lries are. creating
Integrated \Workiereceraeyvel/opment
strategies, acloss aviumber of policy
areas. -

- o OECD (2003). Educationiolicy/Anzlysis: Relrieved 16 FelSFUqry from

o NttpH/Www/oecd.org/dataeecu/is/sAA880 6192, pdf
._ slide 9
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WEIKE=NEeVE

."x

o S/gmund Freud nominated work and L
Jove as the two ssent/a/ /ngrea’lggts or

/o d happy and well-a justea’ personality. f-
JUSt as. satisfaction in love requ)res
work, 5o, /1. turn, we can argue that
WOork satisiactio/i requires love or wiat
we o IiG J/’f/.—' rfor Usito feel complete.

"y
e (Excerpt: Paul Stevens * The Searchifor:Meaning in\Work?AAGG Journal, Vol 13'No 4 pp24)

b
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<Soowsine iel Pltin) Ene)lish

e Sacked " / Sy '" \t/

® gor rid off |
/™., boated’\out ) \ : f

o kicked. autf ' :

o SHowr. thelaos

e [a/d offi teriaren.

® 4/5/mIsseq

~® supliacted’ <
e _ Marion Haas & Shane Hendersc - MW




[1plefs Elple]

emorun;

e Down c%’e,g/eé?éd ) not L

wantea L/seless sum/da/\

/e fajlure don't fit //7) a’e<7701"ed ;‘
1ot part of team/society

Slide 12
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e iowiedgerNomacs ancihie
Nervgtisly Egggloyec

e Change Aut0n|7at on Te finology \g/
Inaustrial Relations G/oba//sdg‘@n

B

! N/ ) \ f

o Prevailing reality of work:

i

|
3 lide 1
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ol INgpiels Eige e

Nepvatsly Erlolayee)
.

e No Jonger r/acegb’cj&ha” ‘time-bounad’

/

or delimited by clearly prescribed job
descriptions and proaucts; highly”

--~.....creat/'vé;; /ha’e;bena{ént and self airected f

worker: have: evolved Ifito “Knowleage
WOIKers [P0S5essing the

4
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WAISSIOES

- |, |
~—

/  eThis s W)heref..-we sh;\re experier\ces e

_—
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\/\/n/ COMPENIES Elfee cloWal /

(ignit SiZinic)

-~ Company restru‘c%

o Respond/ng to /ft el

/e Stock é)gchange | '
o Supply/demand

-
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\/\/n YACOIMPERIESIENENC OV ANVAIGIL

JI/mJ CONUITUEDE

e Pmductlon/Prgyﬂz/?créa € " \\j/

e Stalf attrition : b Y
Vi ) TNA / PQI L% ) \ J
e Crealing a more fr/end/y happ )

Workfarc o




Vireliel Allirle

e R/chard Branso / More-than any othe\/’\K
element, fun /s he secrer of I/Mg/n S

a SUCCESS...FOor US ou/ employees matter f-

MOST. /z} /ust Seems common sense. to
me that;./f you start off with a happy,
well motivarea Worsioree, youre mucy
more. kel toNiave iappy. CUSLOMENS.
And i auer cotrsSeNiieNesuiting profts
‘will make yoursareriolaers happy.”

(__—’/ e Branson; ReLosing My Virginiy Vitgin PUBlSAing(1998), pp. 431,444,
1 Slide 18
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1 BIYINOASSNIEXIIBIENVOIHIIIY
IOGIEITIIE.

e (Including cha)ng/e{s* resulting from UK L
Family Frienadly legisiation effec:tL@ 6
. Apil2003): d
e The right to apply for flexible WO)k/ng /S
open to.parents who meert the. following
criteria: |

e He or sfieNs anBieniployee; and:

® [7as a clilla UfiGeruieIage: o, /gg\ or unaer

e/glhiteen Wherertierclillals aisavled.

f
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1 BIYINOASSNIEXIIBIENVOIHIIIY

LY EUNL02

e Has responS/b///zy 130/‘ &L upbringing of the child and
/S making the app//c tion to enable them to care.

for the chila. \

e /s the mother, father, aa’o)?ter guardaian or foster

/ - parent of\the child.or /s married to, or t/?e partner J
of the child's Mother, father, aaopter, guard/an or

foster pa\rent |

e

® /fas not made arnotierap, ,J//f ation for flexible
Working Uiaertiienig _///r j vl J e /as’t 12 months

e Mullins, LL&
behaviour.

Slide 20
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¥

- e Women retur/;/hg’?oawg Kforce m/:qht\v,
only seek part time. work or work from

S fnome, Single paren}‘s, caring for f

~elderly, Career Changers (p/t work and

o/t study), Migrants, Widow(er), People
Wit HealliiNSSUES; IEBPIE close: to
retiremen erc; |

-

> li 21
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EEXIPIEAVOENKING
ANENOENENS
.

/ ‘e Job sharing \v

e Term-z‘/m%rk/ng

e flexi time
e Slaggered hours

P S Time off in lieu. )o Work at or from f
o Compres%ed - fhome |
working-Hours o Jeleworking or
e Shift swapplig = 50/77/27“#/79
e Self rosterniy eaks from work
e Annual fiours

& li 22
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WeKe/AllEeNalance

e Work is an /m,)jLO/I’/ ant ingredient of \\ y
aault life, altho gh a s/maller pajgion or

/lfe /s spent ar Wor g [hese aays than in
/ Y \ /

~ the pas | ,

o “A pe/:%n leaving .. 00/ I the ‘30's at

2 span actually

Y 6)f 1)}
- atwork: . Sdez




WeKe/AllEeNalance

"

e A generation égac/é persen might leave
school at 15, work a 40-hour week until
he was 65; if he lived. to 80years fie |

‘ would 77@ ve abp//ég’ Just over 14% or /
NIs life to: work. Today, a person might
leave schiop/.at 18,60, 00, to take a 4
year aegreey starfsWolrsat 22 and retire
ar 60; [fheves éoyears, he would
' //ﬁe\qt WOrk”.

3
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WeKe/AllEeNalance

e Americans spe!nc%l 0. 9% Jess time W/'th\%g/,
thelr chilaren toaay, than in 1 9604\72
 minutes behinad the) wheel of a car f
aally, and a meagre half-hour ,t)er week
making-loye: (Honore, 2004).

/

|
3 lide 2
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AEIEXIpIe VY eIKIeRcE

.-""_.--.-.

A new buzz- WOI’E’ %/)5"74&/ nan Resources

Worid'Is the “flexible worker". Ti
organisation of the future, we aree%* /S _

/ - neatly (%{/'a’ed 6etwee/7 core ana contingent J
workers. The. former /s a few i number and
nearly al unaerkinas:: MBA—certifiea,
multi-linguall compuler wizz-kids who are
simultanesus/y Ieaaers and. team-players,
with gloBal VisiGrBULG WG U[AGe é{&ﬂd /ocal
[markets, Who maximiseNprorit: ethically ete.

—




A Flevqole Welrciefee

- _eq-f; ¢
e m——

e Contingent workers on the other / and favi
one. huge aavantage: that /s they a
/ flexible:.. at least from|the compan/es | f-
- perspective. They may be part-timers, short
contractors, /nterim /managers, home-based
leleworkers. or outsourced suppliers. They:

may. be relative ] experis In therr
area or tieyaiiay; (/«—' ’//flf’lf me
organisatons ca/ | that IS as

Side 27
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A Flevqole Welrciefee

"

- e (Companies see the adv ntages of these contingen
workers. [hey are propably easier to hire and fire. ~._
lhose who work from home. don't have:all the
expensive overhieaas. Stuadents, foreigners ana.
/ others who. are flexible mé Y. be less litigious and' /ess (
-~ aware. or ﬁye/'r rights and stifling, Work-p/épe
legisiation. Many are the minimal wage earner with
minimal job, satisfaction and possibly minimal
motivation. -
e [t /s not mucliNumBGerRgianiexiole worker still /ess a
leleworker PEGPIEIGIIaNESGLIAl S/lfts of Working
from homelcaniee/Verydsolatea. 1hey ao. not
/aentify With tiie) Grganisatioly.. GIsiee/ very valued
by them. They canyee/lused (@ndlabused) and
- recjprogate the JAckeOtTdst: |




A Flevqole Welrciefee

L

e A flexible Wor)( contract can lead.to a \\
oretty uncommitted “os ychological =
P contract”. JUst as aﬁa/escents often f-
have sh)m‘, stormy, Ineffectual and
volatilerrelationships so do. fiexible
workers Witiitihel/Rorganisations. It you
feel yourcompany does ot really care
avout orvalieryouIIsSipretty easy (o

L eciprocate. tiersenmernt |




A Elevdola Wergioree

f-'-._.--.-.

e Higher status ﬂe!)(/b/éy workers like inter- L
managers and outé‘ourced experts ao rare
better. Some. like the early retired 76“7%7 the

/T ~-~....sh0rt-te>q7ness of f/eX//b/e working. And some:’
of them have the 0o wer to make sure z‘he

Slide 30
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-y Beneiits Vs. Downsides

il
Orggnisal: on/rmoIO/ér)

Pro’s (Benefits)

Con’s (Downsides)

(_‘M‘L"‘--.
Slide 31




BENENIS VS DOWRSICGES
(Employee)

.r"-'---.‘

Slide 32~




\/\/omole CENCHENCES aNENIE

fLiELre Waerlel e yWeir¢

- ' _g — .n

e In this design, individuals and
Vi orgamzatlons stail connected as (
long as\each one adds value to both.

Slide 33
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Casual

Telecommuting

Workers

Contract

Outsourced
Workers v,

Source: Peggy Simonson, Head of Career
Directions Inc. (USA) at a conference in Sydney in
1999.

Marion Haas & Shane Henderson Slide 34
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2 EELINE NN PHOILES G

Family “)o Health
/e Social \ - s Education and f
Relatio sh/p Tralning

fime -

career
Soc/ety

i

)
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ROk aCEREIALIBNSPACEIS

e Important changes to the federal workplace
relations system Were)ntroduced In the
/ '“---Workplab_e Relations Act 1996. One of the
principal objects of the WR Act is to ensure
that “the primary: respensibility for

|

-. tslworkplacg_relatlons.glﬁ@?N

4




< Woglkglige relaiorls i Ausirelf

"

e The Governméng@fﬁnﬂ uingto

pursue reforms designed to inwggse
P flexibility and_,choicé for employers and f-
“employees in the workplace in order to
increase Australia’s economic growth
itiveness.

(kplace_relations.html

Slide 38
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Relgejratpiel

- T )~
|

e Workplace relations in Australia-is_
/ __ﬂ____governed by both F)ederal and State (
Ieglslatlen At present there are six

Australia = GReir cac i state ._j(except
Victoria) and the Federall system.

Slide 39
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Relgejratpiel

e The Australian Go{éfiment is if the \g/
process of estabﬁshing a national\
P workplace relations)system based on
the corborat’ioris power in the |
Commonwealth Constitution...

> li
_ Sidedn




Relgejratpiel

“x

o A natlonal W0|J ace relations system\w
could be more f|Clent and S|mpler to
Py access and apply. T e Ieglslatlon was
'”""Introdu\ed into Parliament in November
2005 and. the new: system is expected
to come | In 2006.

Slide 41
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o It IS estimated‘
all employees intAustralia Willbe\‘
s covered by the Ifede)ral system after it
“has been re-hased on the corparations
POWer.

N

t%ﬁﬁp\t@ 85 per cent of

cts/w &place_relations.html

Slide 42
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e Decentralised agreement making

e Under; the WR Act, agreements may be |
___x....negotia’%d collectively’ between emplloyers J
and their employees, or between employers
and unions..The WR Act also provides for
Australian WerkplacerAgreements (AWASs) to
be made LEWEENRanIEmpleyer and an
individuallfempleyeerWhen negoetiating an
AWA, an'employEermayreqUESt a bargaining

Slide 43
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)

e Apart from having to meet a mihimum\}\/,
wages and conditions standard\

~ established by a ner iIndependent

“'”""Statuto&' body, the Australian Fair Pay

f

Commission, and by legislation, the

Slide 44
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o Agreements have resulted in a wide range of
flexibilities in work{organisation and practice.
These include:

/ 'o*“---variatioﬁ} to o_rainary, 2xours of work; /
supporting a better balance between work

#

and personalllife;

e rationalis
4
e more fle angements;
and a range ofi Measuresit e

Slide 45
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[l
>

—J

e The number ojf em{e?ﬁri 2s choosing tb\w,
enter into federﬁlyxcertified
S agreements is incre};\sing. In 2003-2004:
8709 ag\.reem'en”ts were lodged for
certification, an increase from 7812 in
the previ riod of 2002-

Slide 46
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NEVAEALUESIOINAUSLIEIIEN
vvomolslw IIEEMENLS

o An Australian wo kplace agreement \\
(AWA) Is an Iindi dual agreement

between an employ rand an emp oyee
) " .

about the employee’s wages and

condltlbﬂs of emplo ment A\NAS may.




KeValieatles eipAustralizn
WorKoleies ciejragrrler)is

O
¥

e An AWA must meet a range of criteria
before It can be@pproved by the
Employment Advocate, including that:

e It passes the no-disadvantage test, that
IS, Its approevallwoeuld not result, on
balance, IRra.reduction. in the overall
terms and cenditiens; 6l employment of
the empleyee; covered by, the
agreement whenrcompared with the
relevant awar@ er designated laws;

Marion Haas & Shane Henderson Slide 48




e Provided that ce-h i criteria’are satisfied,
the WR Act provides limited immunity from
actions under; statute or common I?;vﬁor
lndustrl\l\actlon and I(a/ckouts undertaken
during bargaining for an AWA.

/

e During the term of antAWA, the AWA

-d'

operates o) tierEXCIL L,ion gffany State award

or State Agreement: that:would otherwise
apply to the enpleyees em,JIo,\ ment.

Slide 49
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VN OIIIIAICENEIEXA NG

e Workplace agljeeéz{eﬁt“s\a e to facilitaté\xj/,
fair and flexible rrangementsﬂ:g\t
P benefit both emplo;)ers and employees f-
“and which are tailored to the needs of
the workplace.

edia/NeIsyﬁ/2003/09/n467220903.asp

Slide 50
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Wer<oleiea =

- e Working arrangeménts nd conditions of \ __
employment are to be/tailored to the needs of; the —4
Institution and Its em{aloyees. \

e Improvements to existing )amployment arrangements
/ - are to be Tinked to the business needs of; the J

institution and/ar. improved productivity, particularly
where existing arrangements are already In excess

e Put In place flexiblEaverkeanangerents which assist
~ empleyees balancesthepworkeand personal life.
Side 51




Wer<oleiea =

L

e To allow institutionL an ’Q’Eﬁ“‘e“irmemloyees to respond |
to changing circumstances, agreements, working \xf/
arrangements and préctices are to:

e continue to promote flexibili}y and avoid excessive detalil
/ - and prescription; /LA / '

e enable un}versities to deploy resources in the Aost efficient
manner. and/not preclude particular forms of delivery;

on the forms and mix of
miting| casual employment
levels; and

e reward high perfermance:

dia/Nelson/2003/09/n467220903.asp

Slide 52
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' |rect RelaleRshlEsWILH
EPIGYEES

e The development/of more direct
employee-employer relationships Is a
central element of the Government's
workplace relations/ policies. Consistent
with this objective, higher education
agreements,and werkplace
arrangenents andipractices must not
providesscepEe: o) therautomatic
Involvement ol thirdiparties and must
promote freedenieffasseeciation.

R}fgr{/c\)/\ﬁwl\-/lv a’gétg%%%'\é“ﬂ'gtﬁ é/Medrl]a/NeIson/2003/09/n46722090%1?a% 53




P

J

-~ e [he WR Act has-‘as ne of:its principal
objects the provision ofi choice for employees ——
and employers regardmg the most
/ _ appropriate form of agreement for their
"'partlcular\“mrcumstances The preclu\smn of
individual rrangements IS contrary to that

develop
employer, ons'rnp.

"|

NeIson/2003/Q£2fi46722090 AR 52
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Upllog ggsitog)

L

o “New standards gd?worlace flexibility.
I =

are reguired to prevent growing
disadvantage and ir}equality of

"”""Opportu\nity,-’seéurify and income?” says
ACTU Secretary Greg Combet..

f

Interestir allenging and rewarding

[ ~
OPIE:
nge Demands New Standards - 10 June 2003
. Slide 55
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Upllog ggsitog)

\\-""—\-\_

/

L

e [he growth of ey/f—ﬁme ork has bee’ﬁx\_#,

beneficial to a lot of people and;ng
flexibility of some c%sual work is. :

" convenient for these who, for example,
are mixing,work and study.

But there a _ dovynsides to
workplace: cliangerthat nt a new
level of [ ; | |

nge Demands New Standards - 10 June 2003
. Slide 56
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Upllog ggsitog)

¥

~ e In the last 20 {/eafgfa\la ge part of th’e\kj/,
risk associated with a more comQEtitive
o and open business %nvironment has f-
been sh\vfted-‘dir“ecﬂi/ onto employees
through:grewing casualisation,
contractingiout.andragency.
employmient:

nge Demands New Standards - 10 June 2003
] Slide 5
T i




Upllog ggsitog)

e Increasingl)'/ widespread job
insecurity, the ongoing ~
*  intensification of work, and |

fallingremployment standards

nge Demands New Standards - 10 June 2003
] Slide 58
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~ eDespite the nffvx”fﬁo sibilities of
greater workpl ace flexibility,
“ many employees feel they have

ittle control over their working

ne 2003
Slide 59
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.'FF'-._--..'

e Income inequg\lilt)/ihaAu ralia has L

Increased despite a decade ofleslalned
S economic growth. ) | f-

e There hEs been an explosmn of\wealth
at the 2nd of the labour market,
while middIefiicomerjobs declined.

o Most newijohs arelow paid, part-time
or casual. P

nge Demands New Standards - 10 June 2003
] Slide 60
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o\VeliEgESENREE Ul

e New standardé fo/ workplace fléxibilitk,
are reguired to ﬁrevent growiﬁg\‘
- disadvantage and irﬂequality of f
““""Opportuﬁity,-"Seéurity and income.

¥

nge Demands New Standards - 10 June 2003
3 Slide 61
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disaeVantageanaNnEC b

e A few St&tlStICé tell the tory: 90% of
the new jobs created during the 1990s
/ paid less than $26, dOO a year. Half pald
less than $15,600 a year. And oW- paid
work is-not confined to students or
young peepIer= /06O IOW- wage

>

—

nge Demands New Standards - 10 June 2003
1 Slide 62
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/

...x_,__gssentialmet alone the

L

e One million people-‘ear ffé'é"é‘fhag $15 an hour \ |
before tax. In many lewer-income occupations, full- -~
time jobs have shrunk to part-time posiﬁeng&Under-

\

employment means less rgoney for day-to-day
C

st of maintaining a family.

Many: of; these workers are also likely to be casuals,
who nowkacc nt for 27% of the workforce — a
growing propgfition of empleyees without basic

more thanra yearbutstillhiavernoe job security.

Demands New Standards - 10 June 2003

>
Slide 63
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e Work has becomie yéré‘”mt se. Both full \ |

time and part tim kworkers have experienced
staff: cuts, increased workloads, exT)“a‘ﬁde_d
/  responsibilities and an/accelerated pace of
work. One-third of all employees reéularly
Work unpald evertime.

ACTU News Workplace Change Demands New Standards - 10 June 2003

e The Increasedipressurermeans that meeting
even basicamilyresponsivilities such as
picking uprchildrentercarifig for a sick childis
an employment preblem o many. working

parents. ™

Slide 64
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="

e When asked In s'urve{ié';“'*aro Ind one-third of \

all workers say they want fewer hours, while
one-guarter of part-timers would prefer: full-
time jobs. Two-thirds of casual employees |

/ would prefer more predictable patterns of J

WO r k ) : Source: ACTU News Workplace Change Demands New Standards - 10 June 2003

e The WokaI e challenges of the future
iscussion. While
there Is N GEINYWACKIIOINE past, the trends
of change raise: filndamental guestions about
our valuesras a seciety ey will help

determine the type ofilivesiour children can

(_\\

Slide 65
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o\VeliEgESENREE Ul

e A central queslti?ﬁnhfhedebate IS howxv,
to reconcile the legitimate aspir@@ns
P of working people f&)r security and
better living standards with the
legitimate commercial interests of
employer, *
econo

S

Slide 66
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AV OIKPIACENCHERTESTANENNIE
fLee e wWerlel or WO

e /he emerg/ng m)ar/df’gf\ work: may be L
Ssummarized as 0/7@’ wWith.: '

/ e Ro/es /%7( jobs \ \ J
° Teams ana’ team Work

e

o A global econghiy andimuitcu/tural work force

o Parameters set by Hieworker wiho. must think
oultside: trie squarer h

. Life/werk integrator




e WorEpIaCENCHENGESIEUNIHE
fLjtLira wWorlel ef Weri

e 70 facilitate cha%geff edlucators and traj "%‘@

have a mission to ére.a le a cu/turelgr
/ifelong learning, an Q,duca tional
environment that is fund, as well as
challenging;.an enterprising culture, a
caring culture, ana.aretjtye thar 11as a
global outiooks Trariers must become
leaders ana'lispleNeaniers, ~Klfgzl(e' on. the
_techological cliallenges orithe future,
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