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Agenda item 2: Summary of last meeting

Questions for members:
(i)	Do members have any comments on the treatment of the action items?

Introduction
The previous Gender Statistics Advisory Group meeting was held in May 2013.  
The minutes and presentations from the 2013 meeting were circulated to GSAG members in July 2013.  A copy of the minutes is provided at Attachment 1.   There were no comments received from members.
The status of action items arising from the previous meeting is outlined below in Table 1 – all items are actioned or will be updated during today’s meeting.
	Table 1: Status of action items from previous meeting

	
Action Item
	Description 
	 Status

	1
	ABS to circulate the latest information on web hits for Gender Indicators when it is available.
	Reported at Agenda item 6

	2
	Consider funding options to bring forward collection of time-use data
	Ongoing

	3
	ABS to include a one page Fact Sheet in each release of Gender Indicators to outlining the new content and points of interest.
	Reported at Agenda item 6

	4
	ABS to circulate final UNECE International Gender Taskforce report when it is available
	 Reported at agenda item 9









Attachment 1
Minutes from the previous meeting

	Date & Time
	Friday 17 May 2013, 9:30am-3.00pm

	Location
	GS 112 Wilson Conference Room, ABS House

	Chairperson
	David Zago

	Attendees
	Department of Families, Housing, Community Services and Indigenous Affairs (FaHCSIA): Mairi Steele
Department of Education, Employment and Workplace Relations (DEEWR): 
Tina Connor
Australian Human Rights Commission: Elizabeth Broderick
Work Equality Gender Agency (WGEA): Dr Carla Harris
Department for Communities and Social Inclusion (SA): Fiona Mort
Department of Human Services (Vic): Jac Nancarrow, Sarah Gibbons (phone)
Department of Disability, Housing and Community Services (ACT): Colin Farlow
Social Policy Research Centre, University of NSW: A/ Prof Lyn Craig
Latrobe University: Kate Silburn
Economic Security4Women: Dalma Jacobs
National Foundation for Australian Women: Marie Coleman
Australian Bureau of Statistics (ABS): Caroline Daley, Beidar Cho, Margaret Dinan

	Observers
	Australian Bureau of Statistics (ABS): Karen Moore, Kian McNeice, Javad Seyedi
Dept. of Education, Employment and Workplace Relations (DEEWR): Ali Kirke

	Apologies
	Dept. of Education, Employment and Workplace Relations (DEEWR): Sue Haddrick
Department of Disability, Housing and Community Services (ACT): Gemma Wood
School of Social and Policy Studies, Flinders University: A/Prof Gerry Redmond
University of Newcastle: Dr Richard Fletcher
University of Queensland: Professor Gillian Whitehouse
Centre for Research in Applied Economics, Curtin University: A/Prof Siobhan Austen
School of Politics and International Relations, Australian National University: Emeritus Professor Marian Sawer
Australian Workplace Innovation and Social Research Centre University of Adelaide: A/Prof John Spoehr



1. Mr Zago, Assistant Statistician of the Social Conditions Statistics Branch, welcomed members.   The draft agenda was agreed and no additional items were raised (see Attachment A).  Members briefly introduced themselves and their roles.

2. Mr Zago sought comments from the last GSAG meeting held 14 May 2012.  No comments were brought forward.

Agenda Item 2: Update on action items from the previous meeting
3. Ms Daley introduced the paper and provided an update on action items from the previous meeting.  

4. ABS has gathered some metrics on usage of earlier releases of Gender Indicators which will be presented at Agenda Item 5 and has also requested metrics on the most recent releases which will be circulated to members once they are available.

5. Members provided the following feedback:
· noted that the number of website hits seemed very low for such a comprehensive product and anecdotal evidence suggested the product was used more than indicated; 
· agreed it is important to promote the Gender Indicators product by expanding the circulation list, making the product more accessible and cross referencing with other products.
Action: ABS to circulate web analytics on the Gender Indicators product to members.
Agenda Item 3: Update on ABS survey work program

6. Ms Daley introduced the paper and commenced an overview of progress on selected ABS surveys with an update on the Census program including the Statistical Longitudinal Census Dataset (SLCD). Members noted: 
· an SLCD workshop would be held in June.  This provided an opportunity to present interests and views of GSAG members in the SLCD development.  It was noted that FaHCSIA would be represented at the workshop and could provide a GSAG perspective; 
· the Census Table Builder product was a useful resource and it was important to build capability to maximise its use by members and their agencies.

7. Labour Household Survey Program – the update highlighted that as a result of the re-benchmarking of estimated resident population measures, all time-series including Gender Indicator data would need revision during 2014 – however, no major changes were expected.   

8. Family Characteristics and Transition Survey 2012-13 – noted this survey is in the field until the end of June 2013 and a dissemination strategy is being developed to commence in late 2014, covering the survey content of divorce, separation, leaving home and expected fertility. With a repeat of the 2006-07 family’s transition topic, it will be possible to compare changes over time in family transitions between 2006-07 and 2012-13. 

9. Personal Safety Survey (PSS) – after a number of unexpected delays, the field collection phase for PSS is complete. This delay in the field work has had flow-on impacts and additional analysis is now required to investigate the resulting data and ensure the quality and reliability of survey outputs. A dissemination strategy has been discussed with the PSS Survey Advisory Group including preparation of simple fact sheets to guide users of the data. Members provided the following feedback:
-	agreed the fact sheets were a good idea as data had been misinterpreted in the past. 
-	Mr Zago acknowledged FaHCSIA’s support in providing funding for the survey.  
-	The survey had received positive attention at the recent 57th Session of the Commission on the Status of Women in relation to the value of the content for informing discussion on personal safety issues.  Please see attached link for further information. http://www.un.org/womenwatch/daw/csw/57sess.htm
-	For further information on PSS please contact Jessica Gourlay (jessica.gourlay@abs.gov.au)

10. General Social Survey (GSS) – the 2014 survey will be the fourth in the series, with results to be released in 2015. GSS 2014 will include a new mental health module, an expanded voluntary work module and a question on sexual identity. A Dress Rehearsal will be conducted in September/October 2013 to assist in finalising content.

11. National Aboriginal and Torres Strait Islander Survey (NATSISS) – the 2014 survey content is being considered and is expected to include a question identifying 'Carers' and a short module on Disability.  

12. Sex and gender standards - Mr Peter Marion from ABS’s Standards and Classifications section, provided an update on the ABS review of the sex standard, noting that there have been 17 submissions supporting the collection of gender information from the community. He reported that the Attorney General's department is issuing new guidelines for Gender collection, effective 1 July 2013. The guidelines will recommend that questions on sex/gender should only be asked if required for a specific purpose.  Where required to be collected, all Commonwealth agencies will be asked to collect gender (or sex if required) using three possible responses: Male/Female/Other.  Members were invited to provide assistance with the review of the ABS Sex standard including exploring the potential for a Gender standard.

13. Members discussed the review and the guidelines, providing the following feedback: 
· agreed that collection of ‘Sex’ remains highly relevant for the work of GSAG members;
· ABS confirmed an ongoing need for collection of 'Sex’ as many surveys are disaggregated by sex based on user demand and there is an essential requirement in demographic statistics;
· noted that members could contact the Attorney General’s department if they had queries concerning the guidelines. 

14. Work, Life and Family Survey - Ms Daley provided an update noting plans to combine content from the previous 2006 Time Use Survey and the 2007 Survey of Employment Arrangements, Retirement and Superannuation into the new Work, Life and Family Survey. Following the cancellation of the 2013 survey cycle due to the tight fiscal environment, ABS plans to collect additional information relating to superannuation in the next Survey of Income and Housing 2013-14 and is considering options to bring forward other key components before the next planned cycle in 2019.  One option that could be considered would be collecting time use data in the 2015-16 Household Income and Expenditure Survey (HIES), subject to the identification of new funding.  HIES will have a sample of approximately 18,000 households of which approximately 9,000 will be asked to complete the household expenditure diary. It may be possible to ask the other 9,000 households (or part thereof) to complete the time use diary. 

15. Members agreed WoLFS was a key dataset and acknowledged the need for additional funding to bring the collection forward: 
· some members noted existing tight financial situations in their agencies;
· agreed it was unlikely that sufficient funding would come from jurisdictions;
· proposed further consideration was needed of funding options, for example, a New Policy Proposal (NPP);
· members supported the HIES option in principle.

Action: members to consider funding options to bring forward collection of time use data.
Agenda Item 4: Gender Pay Gap 

16. Ms Leslie presented an overview of potential sources for reporting on gender pay equity issues.  Considering the various options, ABS recommends using the two-yearly survey of Employees, Earnings and Hours (EEH) for reporting gender pay equity in the Gender Indicators product because it:
· provides a picture of the earnings distribution in addition to averages (medians and percentiles);
· enables derivation of an hourly measure to account for differences in hours worked (more women work part-time hours than men);
· as a business survey it provides more robust industry and earnings estimates;
· provides ordinary time measures, removing the compositional effect from differences in overtime worked (more men work overtime than women).

17. Members provided the following feedback: 
· The two-yearly EEH do not provide the regular updates to pay equity measures which are currently available more frequently through the Average Weekly Earnings (AWE) survey;
· ABS noted that the trends observed in AWE and EEH wages measures are consistent, the measures change very slowly over time and the benefits of EEH tend to outweigh its two yearly frequency;
· overall support for retaining EEH as the data source to inform the gender pay gap in the Gender Indicators product. 
· The ABS Labour Market Section is also conducting a review of EEH and the discussion paper is attached.  


18. ABS is preparing a summary article to explain earnings statistics for release on the ABS website which can be circulated to members when available.  

Agenda Item 5: Future plans for Gender Indicators

19. Ms Daley presented members with a summary of the development of the Gender Indicators product to date and plans for continuing six monthly releases.  Members provided the following feedback:
· agreed with the change of release dates to February and August each year;
· agreed that the low number of website page views of the publication present a challenge to maximise the usage of the product; 
· agreed that members would consider options to increase the awareness and use of the product; 
· noted that many people may not understand how to use the data. The commentaries were seen as important in this regard: many people rely on them as they don't have the confidence to interpret the detailed data cubes;
· the Mother's Day summary media release was seen as a useful format to provide the summary findings and enable users to interpret stories of particular interest.
Action: ABS to include a one page fact sheet in the Gender Indicators product highlighting new content and points of interest in latest release.
Agenda Item 6: Workplace Gender Equality Agency

20. Dr Carla Harris provided a presentation about the role and responsibilities of the Workplace Gender Equality Agency (WGEA), the new Workplace Gender Equality Act 2012 and their future data collection plans.

Agenda Item 7: Census 2016 submission from GSAG

21. Ms Sue Taylor from ABS’s 2016 Census Data Section gave a presentation about the key aims of the 2016 Census and the public consultation process that is taking place prior to the 2016 Census. Submissions close on 31 May and members were encouraged to consider their Census requirements and their need for topics for the purposes of policy development, planning and program monitoring. ABS will consider all submissions in the development of recommendations for Census 2016 content for consideration by ABS management and the Australian Statistician.  An information paper will be released in late 2013 outlining Census 2016 plans.

22. Members discussed the draft Census submission compiled from members’ input received to date.  Members agreed to provide any further feedback as soon as possible to the secretariat.  Ms Jacobs offered to send in the collective submission from the EconomicSecurity4Women alliance on behalf of GSAG, which was accepted by members with thanks.
Agenda Item 8: Update on UNECE International Gender Taskforce

23. Mr Dean Adams presented an update on the work of the UNECE international gender taskforce in preparing an internationally agreed suite of indicators on a range of gender equity issues. The final report by the Taskforce is expected to be available in 2014.

24. Reflecting on the domains considered by the Taskforce, members suggested that entrepreneurship indicators would be a worthwhile addition to the Gender Indicators product when resources become available, recognising that this is increasingly seen as a flexible work option for women. In response, ABS noted the current difficulties with limited data available on entrepreneurship in either ABS business or household surveys.

Action: ABS to circulate the final report of the UNECE International Gender Taskforce to members.
Agenda Item 9: Other Business

25. Ms Mort advised that a select council on women's issues is developing a gender equality framework across COAG processes. The COAG Reform Council is preparing a gender report for release later this year. 

26. Members enquired about the timetable for actions regarding the future collection of time use data in light of the cancellation of WoLFS.  In response, Mr Zago advised it will need to be progressed this year and he will approach GSAG members for assistance as needed.
Meeting close

27. Mr Zago closed the meeting, thanking members for their attendance and contributions.  The next GSAG meeting would be organised in approximately May 2014 or as needed.
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Labour statistics user consultation
June/July 2013
Agenda item 2
Paper Title: Employee Earnings and Hours Review

Purpose

This paper:

e outlines potential improvements to the Survey of Employee Earnings and Hours (EEH)
that aim to ensure that the content reflects the current and emerging industrial relations
environment and continues to meet the critical data needs of key users; and

e seeks input from stakeholders regarding these potential improvements and the relative
priorities of the suite of data that are currently collected in EEH against any potential new
items.

Feedback from users will inform on the short and long term directions for EEH, which will be
presented to ABS management for endorsement later in 2013.

Known facts

e EEH has been conducted since 1974 and is currently conducted biennially. The most
recent EEH was conducted in respect of May 2012, with the next survey scheduled for
May 2014.

e The ABS is currently reviewing the survey to inform development of future cycles of EEH.

e The timing of any improvements to the survey will depend on the nature, complexity and
cost of the work involved. No decisions have been made as to which, if any, proposals
will be implemented, nor has any testing been undertaken to assess the feasibility of any
changes.

e Any improvements to the survey will need to be implemented within the existing budget
for the survey unless any additional funding can be obtained.

Points for discussion

1. Feedback on short/medium term considerations:
e Methods of setting pay
e Employees who receive an apprentice/trainee rate of pay or a productivity-based
pro-rata wage
Managerial / non-managerial classification
Components of pay (ordinary time and overtime)
Type of employee (permanent/fixed-term/casual)
Full-time/part-time status
Other unmet user requirements that are sufficiently high priority to consider including in
the survey

2. Lower priority content collected in EEH that could be omitted, if necessary, to make way
for high priority new content.

3. Feedback on the long term considerations






ABOUT EEH

1 The Survey of Employee Earnings and Hours (EEH) has been conducted since 1974
and is currently conducted biennially. The survey produces estimates of the composition and
distribution of employee earnings and hours, as well information on how employees' pay is
set (i.e. awards, collective agreements or individual agreements). It employs a two stage
design, randomly selecting a sample of employers and requiring these employers to select a
sample of employees from within their organisation, thus providing estimates at the
employee level. The most recent EEH was conducted in respect of May 2012, with the next
survey scheduled for May 2014.

ABOUT THE REVIEW

2 The ABS is currently reviewing this survey to inform development of future cycles of
EEH. The review aims to identify improvements to the survey to ensure that the content
reflects the current (and emerging) industrial relations environment and continues to meet
the critical data needs of key users.

3 Specific issues and options can be split broadly into either short/medium or long term
considerations. The short/medium term considerations are based on the current collection
methodology and identify areas of potential improvement within this collection framework.
The long term considerations are intended to outline possible future directions for the survey
methodology that would enable the production of a more comprehensive suite of statistics.

SHORT/MEDIUM TERM CONSIDERATIONS

4 A number of potential short to medium term changes have been identified for EEH.
The timing of any improvements to the survey will depend on the nature, complexity and cost
of the work involved. The main areas of focus being considered are:

a. Methods of setting pay

b. Employees who receive an apprentice/trainee rate of pay or a productivity-based
pro-rata wage
Managerial / non-managerial classification
Components of pay (ordinary time and overtime)
Type of employee (permanent/fixed-term/casual)
Full-time/part-time status
Other unmet user requirements that are sufficiently high priority to consider including
in the survey (at the expense of other lower priority items)

@ -0 a0

5 This paper only presents proposals for discussion. No decisions have been made as
to which, if any, proposals will be implemented, nor has any testing been undertaken to
assess the feasibility of any changes. The ABS is seeking feedback from users on these
proposals, including the relative priorities of the existing and potential new content.





Methods of setting pay

6 The methods of setting pay information is designed to capture the main method of
how an employee's pay is set. Currently employees are classified to one of the following
categories: Award only; Collective agreement; and Individual arrangement. Employees
classified to the Collective agreement or Individual arrangement categories are further
classified according to whether the agreement is registered with a federal or state industrial
tribunal or authority. Owner Managers of Incorporated Enterprises (OMIEs) are presented
separately in estimates by methods of setting pay, to ensure the full scope of the survey is
represented. It is noted that the pay and conditions of OMIEs are determined differently from
other employees as the OMIE is an owner of the employing business.

7 'Award only' classified employees have their rate of pay specified by an award and
are remunerated based only on award provisions, including other employment conditions.
Employees classified to the 'Collective agreement' category have their pay set by collective
agreement, such as an enterprise agreement, or an enterprise award. Those in the
'Individual arrangement' category include employees who have their pay set by an individual
contract, registered individual agreement, common law contract, or an agreement to receive
over-award payments.

8 While the methods of setting pay component of EEH is designed to collect
information on the proportion of employees whose pay is set through the award system or by
collective or individual negotiation, there remains some areas of unmet user demand in
relation to industrial instruments and pay setting. Three of these relate to information on:

e prevalence of people on the National Minimum Wage;

e over-award pay arrangements (and flow on effects of award rate increases); and

e trade union involvement in pay/agreement negotiations.

9 The ABS is interested in whether the methods of setting pay item continues to reflect
user needs, as well feedback on the potential data gaps and directions outlined below.

Data gap #1. Information on the prevalence of people on the National Minimum Wage.
Direction to address gap. Seek to collect information to identify persons who earn the
National Minimum Wage.

Relative priority: High.

Rationale. While EEH currently collects detailed information on weekly and hourly pay,
users are unable to currently separately identify those who are being paid at the national
minimum wage. It is expected that this information will better inform on the prevalence,
operation and effects of the national minimum wage safety net and would be an
important consideration for the National Minimum Wage case.

Data gap #2: Information on over-award pay arrangements and indirect award reliance.
Direction to address gap: Investigate the collection over-award situations and those
whose pay is linked to (but in excess of) an award or the National Minimum Wage.
Relative priority: Medium.

Rationale. With the Award only’ definition constrained to those whose pay and conditions
are exactly at the requirements of an applicable award rate, it excludes those employees
who are indirectly award reliant. It is expected that this information will better inform on
those who, while under an individual or collective agreement, have their pay set to an
amount or percentage above the award, with provisions for adjustment when the award
rate or National Minimum Wage increases.

10 ABS is also interested in feedback on the potential data gap outlined below, including
its priority in relation to other data gaps, and the usefulness of the information

Data gap #3. information on trade union involvement in pay/agreement negotiations for





collective agreements.
Relative priority: Dependent on user feedback.
Rationale.: To be informed by user feedback.

Employees who receive an apprentice /trainee rate of pay or a productivity -based pro-rata
wage

11 There is considerable interest in people who report earnings that are below the
National Minimum Wage level. While the EEH collection can currently distinguish between
people on an adult or junior rate, it does not identify employees who are receiving
apprentice/trainee rates, or employees with a disability who receive a productivity-based
pro-rata wage. Information on these wages is an area that the ABS believes may enhance
EEH. By identifying these wage situations (and potentially other below minimum wage
situations), they can be taken into account during analysis relating to low paid employees.

12 ABS is interested in feedback on the potential data gap outlined below, including its
priority in relation to other data items, and the usefulness of the information

Data gap #4. information on whether an employee is receiving an apprentice/trainee rate
of pay or a productivity-based pro-rata wage.

Direction to address gap. Seek to collect information to identify persons who receive an
apprentice/trainee rate of pay or a productivity-based pro-rata wage.

Relative priority. High.

Rationale. It is expected that this information will better inform research and analysis
relating to low paid employees, by being able to identify those on training or
productivity-based rates of pay. Because of the size of this population, the ABS will need
to consider the amount of detail it could release in relation to this group.

Managerial / non-managerial classification

13 In EEH, employees are classified as either managerial or non-managerial. The

current definition of managerial employees within EEH is as follows:
Employees who are in charge of a significant number of employees and/or have
strategic responsibilities in the conduct or operations of the organisation, and usually
do not have an entitlement to paid overtime. Includes professionally qualified staff
who primarily perform managerial tasks in conjunction with utilising their professional
skills. Working proprietors and working directors of their own incorporated
businesses are regarded as managerial employees.

14 The concept of managerial status in EEH was originally underpinned by the notion
that earnings of nhon-managerial employees have a direct relationship to hours worked,
whereas the earnings of managers do not (and thus the concepts of hours paid and overtime
are not relevant to managerial employees). As a result, hours paid are not currently collected
for managerial employees, which means that estimates of hourly earnings can only be
produced for non-managerial employees.

15 Whether or not an employee has significant numbers of staff or strategic
responsibilities can be independent of the notion of remuneration being linked to hours
worked. While it is quite likely that many employees who have managerial roles may not be
paid according to their hours of work, this does not mean that all managerial employees are
not paid according to their hours worked, and all non-managerial employees (as currently
defined) are paid according to their hours worked. The current approach may therefore not
provide the most conceptually rigorous measure.





16 ABS is interested in feedback on the potential data gap outlined below, including its
priority in relation to other data gaps, and the usefulness of the information. ABS is also
interested in the usefulness of retaining this classification in the survey.

Data gap #4. Information on hourly earnings for managerial employees.

Direction to address gap. Seek to collect information on the hours paid for of managerial
employees (for those with specified hours).

Relative priority: Medium.

Rationale. It is expected that this information will lead to more comprehensive coverage
of data on hourly earnings, and support research and analysis relating to the changes in,
and distribution of, earnings. However, consideration will need to be given to the
treatment of employees in situations where hours paid for cannot be provided by the
employer. While this approach will address a potential data gap, it will not address two
other [ssues with the current approach, i.e. It neither adequately reflects the requirement
to identify all those employees whose earnings are not linked to hours worked, nor
identifying all employees who could generally be regarded as having significant
managerial responsibilities within an organisation.

Components of pay (ordinary time and overtime )

17 The components of earnings available from the EEH survey are ordinary time
earnings and overtime earnings. Ordinary time earnings relates to payment for award,
standard or agreed hours of work, including allowances, penalty payments, payment by
measured result, regular and frequent bonuses and commissions (where a
retainer/wage/salary is also paid). Ordinary time cash earnings are inclusive of amounts
salary sacrificed. Excluded are non-cash components of salary packages, overtime
payments, retrospective pay, pay in advance, leave loadings, severance pay, and
termination and redundancy payments. Overtime earnings relates to payment for hours in
excess of award, standard or agreed hours of work.

18 The ABS is interested in whether these specific data items of the composition of
earnings (ordinary and overtime) are still relevant and continue to be an output that is
representative of user needs.

19 Unless there is a strong indication from users that there is a relative priority for
additional components of pay data (such as shift loadings and penalty rates) over other
existing data items, the ABS is proposing that Components of pay will continue to only
separately identify ordinary time earnings and overtime earnings.

Type of employee (permanent/fixed-term/casual)

20 In EEH, employees are distinguished according to whether they are permanent,
fixed-term, or casual. These groups are considered mutually exclusive in EEH. Permanent
employees are defined as those usually employed on an ongoing basis and are entitled to
paid annual and sick leave. Fixed-term employees are defined as those who are employed
for a specified period of employment, and may be entitled to paid leave. Casual employees
are defined as those with no permanency and no leave entitlements.

21 The ABS is interested in whether this continues to represent user needs. The ABS is
also considering this distinction within the context of employment arrangements information
collected in labour household surveys.

22 Unless there is a strong indication from users that this item requires revision, the ABS





is proposing that 7ype of employee will remain as is.

Full-time/part-time status

23 Rather than using an hours based cut-off to classify employees as full-time or
part-time, EEH uses employer identification as the prime basis for determining full-time or
part-time employee status. That is, employees are classified as full-time or part-time based
on whether they usually work the agreed or award hours for a full-time employee in their
occupation. If agreed or award hours do not apply, employees are regarded as full-time if
they usually work 35 hours or more per week.

24 While the approach of basing full-time/part-time status on agreed or award hours
aligns with most other ABS employer surveys, it does result in estimates of full-time hours,
earnings and hourly earnings including employees who were paid for part-time hours in the
reference week, and estimates for part-time including employees who were paid for full-time
hours in the reference week. This is because employees who usually work part-time hours
may sometimes actually work (and be paid for) full-time hours. Similarly, someone who
usually works full-time hours may sometimes only work (and be paid for) part-time hours.
Also, it is known that for some industries and occupations, different notions of full-time or
part-time loads are applicable. Although hours paid for is collected (for non-managerial
employees only), this hours data is not used to override the full-time/part-time status
reported by the employer.

25 The current method also leads to reporting difficulties by some employers,
particularly when they are reporting on the full-time or part-time status of casual employees,
who by their nature of employment contract, can work varying hours from week to week and
'usual hours' do not apply.

26 As EEH is focused on the earnings and hours paid of employees during a specific
pay period, the basis for determining full-time or part-time status may better relate to hours
and earnings in that pay period. The ABS is interested in whether the full-time/part-time
status as it is currently defined represents user needs, or whether further consideration
should be given to determining status based on hours paid for, as outlined below.

Direction #5. Base full-time / part-time status on hours paid for, rather than employer
identification.

Relative priority: Medijum.

Rationale. It is expected that this change of deriving full-time / part-time status will
improve consistency of full-time/part-time status between EEH and household labour
collections, as well as removing the current discrepancy between hours paid for and
full-time / part-time status. It is also expected to eliminate the current reporting difficulties
relating to some casual employees.

Other unmet user requirements that are sufficiently high priority to consider including in the
survey

Age of employee

27 Information on the age of employee is another potential data gap identified for the
EEH. ABS is interested in feedback on this data gap, including its priority in relation to other
data gaps, and the usefulness of the information.

Data gap #6. information on the age of employee
Relative priority: Dependent on user feedback






Rationale.: To be informed by user feedback.

Other unmet user requirements

28 ABS is also seeking input from users on other potential data gaps or requirements
that could be considered for inclusion in the survey. This could potentially include more
information on the characteristics of the business, for example more detailed employer unit
size and legal entity information.

LONG TERM CONSIDERATIONS: ENHANCING EEH

29 EEH could be enhanced to capitalise on the present survey content and methodology
by supplementing the employer-provided information with personal data sourced directly
from the sample of employees within the businesses. This could be done by changing the
survey methodology so that it collects payroll information relating to a sample of employees,
with additional business information, and also collect complementary information directly
from the employees themselves through a self-completion form, or additional information
from the human resources area of the organisation rather than just the payroll area.

30 While EEH has traditionally focussed on earnings and hours data, the workplace
relations measures in the survey have increased prominence in recent years. The proposed
enhancements to the content and methodology would add considerable value to EEH,
feeding into important policy discussions such as those relating to Australia's changing
industrial relations environment and gender pay equity. EEH is an opportune vehicle to
deliver detailed information combining workplace relations, employee remuneration and
conditions. An enhanced EEH could meet the significant, ongoing interest for improved
industrial relations collections, which have been missing on a national level since the
Australian Workplace Industrial Relations Survey (AWIRS) was run in 1995.

31 For the ABS to enhance the EEH in this manner, the additional costs of development,
collection and dissemination of output would need to be met by users.

32 Feedback is sought from users on this possible long term future direction for EEH.

POINTS FOR DISCUSSION

1. Views and feedback on short/medium term considerations:
e Methods of setting pay
Adult earnings below the level of national minimum wage
Managerial / non-managerial classification
Components of pay (ordinary time and overtime)
Type of employee (permanent/fixed-term/casual)
Full-time/part-time status
Other unmet user requirements that are sufficiently high priority to consider including
in the survey

2. Content included collected in EEH that is considered a lower priority (i.e. that could be
omitted if necessary)

3. Views and feedback on the long term considerations





Appendix - Summary table of short/medium term considerations

Improvements to the survey may be incorporated for the May 2014 cycle, or deferred to
subsequent cycles, depending on the nature and complexity of the work involved. It should
be noted that these are only proposals at this stage. No decisions have been made as to
which, if any, proposals will be implemented, nor has any testing been undertaken to assess
the feasibility of any changes.
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persons who receive an
apprentice/trainee rate of
pay or a
productivity-based
pro-rata wage.

High

Addition to provider load.

Any additional costs
heed to be offset or
funded.

Because of the size of

this population, the ABS
will need to consider the
hmount of detail it could
Felease in relation to this

group.

Managerial /
hon-managerial
classification

Hourly pay for
Imanagerial employees

Seek to collect
nformation on the hours
paid for of managerial
employees (for those
with specified hours).

Medium

Treatment of employees
without specified working
hours

Components of pay
ordinary time and

pvertime) No change unless strong p/a n/a
feedback from users

None

Type of employee

permanent/fixed-term/c

asual) No change unless strong h/a n/a






None

feedback from users

Full-time/part time status

Based on employer
dentification. Difficulty
for some employers to
Feport on casuals.

Base full-time / part-time
status on hours paid for,
rather than employer
dentification.

Medium

\Would depend on being
able to collect hours paid
for from managerial
employees.

Impact on comparability
pof the series over time

Other unmet user
requirements

Age of employee

Seek to collect
nformation on age of
employee

Dependent on user
feedback

Addition to provider load.

Any additional costs
heed to be offset or
funded.







