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[bookmark: _Toc145855505]Overcoming barriers to employment and broadening opportunities
	Main points
Increasing labour force participation promotes social inclusion and boosts economic potential.
Too many communities still face concentrated unemployment and entrenched disadvantage. Although the unemployment rate is at historic lows, this won’t always be the case. If we can get policy settings right, the current labour market presents a significant opportunity to break cycles of disadvantage.
Roughly one in three children born into families in the bottom 20 per cent of the income distribution remain there. Family background, labour market access and educational outcomes, as well as peer groups and networks have a strong impact on life outcomes. 
Compounding local factors, complex personal circumstances and discrimination can make it challenging for families and communities to break out of cycles of disadvantage. People face multiple, interconnected barriers to employment. 
Government policies can put opportunity in reach of more people through targeted, place‑based approaches that complement universal services, and by addressing disincentives in the social security system. But many existing supports and workplaces do not provide enough help. 
People also need support from multiple services as they transition through life stages from education, caring and into mature age, and as they balance work with other parts of life. Likewise, people with disability may need additional supports to fulfil their potential. 


[bookmark: _Toc145855506]Our objective is to overcome barriers to employment and broaden opportunity 
Labour market inequalities must be reduced if Australia is to address entrenched disadvantage and achieve inclusive full employment (Chapter 2). Reducing disadvantage improves Australia’s economic security and resilience by supporting greater economic activity, which also eases pressure on government spending, and bolsters revenue in the face of significant forces including ageing. Treasury estimates a 2 percentage point improvement in the participation rate by 2062–63 could contribute an additional 3¼ per cent to GDP. 
Everyone should have the opportunity to access paid work which supports financial independence, health and wellbeing, and social connection. Sharing the benefits of work more evenly will also support the Government’s broader objectives of creating a healthier, fairer and more cohesive society. Reducing labour market inequalities to achieve inclusive full employment requires concerted action by governments, unions, civil society and employers. 
[bookmark: _Toc145855507]There is more to do to share opportunities and overcome disadvantage
Australia’s labour market has evolved over the past six decades. Australia’s labour force participation rate has risen markedly, with women and mature age people driving this growth. But not all Australians are experiencing the same increases in participation. More needs to be done to boost employment opportunities and overcome entrenched and intergenerational disadvantage. 
Too many people are still unable to work the number of hours they want and need, and are not able to fully access the benefits of work. Many parts of Australia experience unemployment and long‑term unemployment rates well above the national average. Employment rates for Aboriginal and Torres Strait Islander people lag those of non‑Indigenous people, and the employment rate for people with disability has been stagnant between 1998 and 2018 (Chapter 2, Box 2.1). 
Chapter 2 describes how labour market inequalities can arise from structural factors that often relate to entrenched disadvantage. Disadvantage is associated with complex structural and systemic inequalities beyond a person’s control, including their access to material and social resources, and their ability to participate in society. Joblessness and poverty affect health outcomes, housing security, social participation, and a person’s capacity to engage in education and training. Disadvantage is about ‘impoverished lives, not just depleted wallets’.[endnoteRef:2] Employment is the main route out of disadvantage for most working age people, but it needs to be secure work, otherwise people risk falling back again.[endnoteRef:3] [2:  	Sen, A., Social exclusion: Concept, application and scrutiny, Social Development Papers No. 1, Office of Environment and Social Development, (Asian Development Bank June 2000).]  [3:  	McLachlan, R., Gilfillan, G. & Gordon, J., Deep and Persistent Disadvantage in Australia, (Productivity Commission 2013), https://www.pc.gov.au/research/supporting/deep-persistent-disadvantage, accessed 19 September 2023.] 

This section analyses the nature of disadvantage and how it affects people’s ability to participate in employment, including how disadvantage:
can start with where you are born and where you live (Section 6.2.1) 
can follow you through early childhood and into your school years (Section 6.2.2), influencing employment opportunities later in life 
can cause or compound life events (Section 6.2.3), which keep employment out of reach
can be entrenched by siloed services and access problems (Section 6.2.4).
Unemployment can also be the product of changing life circumstances, such as managing care responsibilities or reaching mature age (Section 6.6). People with disability, either acquired or lifelong, can also face unique challenges. Support to manage these transitions can help to prevent new cycles of disadvantage.
A wide range of strategies are needed to support people to re‑engage, engage more, or continue to engage in the workforce, including:
building capabilities through employment services to help people overcome multiple barriers to work and break cycles of disadvantage (Section 6.3)
creating inclusive workplaces in partnership with employers to provide meaningful economic and social participation opportunities for those who have been excluded from the labour market (Section 6.4)
addressing disincentives in the social security system (Section 6.5). 
[bookmark: _Toc141474881][bookmark: _Toc141699339][bookmark: _Toc141711546]Entrenched disadvantage is intergenerational and geographically concentrated[footnoteRef:2] [2:  	Data and figures in Section 6.2.1 are based on a 12‑month average to July 2023 using ABS Labour Force data.] 

Disadvantage is often intergenerational. Roughly one in three children born into families in the bottom 20 per cent of the income distribution will remain there.[endnoteRef:4] Australia is considered more socially mobile than other advanced economies. However, similar to those economies some measures of mobility have worsened over time.[endnoteRef:5] In 2019, approximately two‑thirds of Australians aged 30 to 34 years old had higher real incomes than their parents at the same age, a decline from over 80 per cent in 1954.[endnoteRef:6] [4:  	Deutscher, N., & Mazumder, B., ‘Intergenerational mobility across Australia and the stability of regional estimates’, Labour Economics, 66 (October 2020).]  [5:  	Berman, Y, ‘The Long-Run Evolution of Absolute Intergenerational Mobility.’ American Economic Journal: Applied Economics, 14 (3): 61–83, (July 2022), https://www.aeaweb.org/articles?id=10.1257/app.20200631, accessed 19 September 2023;
Corak, M., ‘Intergenerational mobility: what do we care about? What should we care about?’, Australian Economic Review, 53, 230–240 (2020), doi: 10.1111/1467-8462.12372.]  [6:  	Kennedy, T. & Siminski, P., ‘Are We Richer than Our Parents Were? Absolute Income Mobility in Australia’, Economic Record, 98(320), pp. 22–41, (March 2022), https://onlinelibrary.wiley.com/doi/full/10.1111/1475-4932.12641, accessed 6 July 2023.] 

The costs of unemployment and intergenerational disadvantage are not evenly felt across Australia. Poorer labour market outcomes and disadvantage are often disproportionately concentrated in a relatively small number of communities and areas.[endnoteRef:7]  [7:  	Tanton, R., et al., Dropping off the Edge 2021, (Jesuit Social Services 2021), https://static1.squarespace.com/static/6170c344c08c146555a5bcbe/t/61958bf805c25c1e068da90f/1637190707712/DOTE_Report+_Final.pdf, accessed 19 September 2023.] 

The highest concentration of disadvantage is in remote communities and some regional areas. The five regions with the highest long‑term unemployment rates make up 12 per cent of all long‑term unemployed people nationally, despite only having five per cent of the working age population. Outback – Queensland has the highest unemployment rate in the country – around 3 times the national average (Table 6.1). This region also has one of the highest long‑term unemployment rates (1.1 per cent), the lowest proportion of the working age population in employment (65.0 per cent), and one of the highest rates of disadvantage (as measured by the Socio‑Economic Indexes for Areas, or SEIFA). Similarly, Wide Bay, in regional Queensland, the Latrobe – Gippsland region in Victoria, and the Coffs Harbour – Grafton region in New South Wales also face poor labour market outcomes including high rates of unemployment and long‑term unemployment.
While disadvantage can be concentrated in regions, the largest number of people experiencing disadvantage live in the suburbs of capital cities. One‑quarter of all long‑term unemployed people are in seven mostly city‑based regions. For example, Sydney – South West has an unemployment rate significantly higher than the national average (4.8 per cent) as well as a low employment rate (67.1 per cent) and a high long‑term unemployment rate (1.3 per cent). Likewise, despite proximity to major labour markets in Brisbane and the Gold Coast, the Logan – Beaudesert region in Queensland has poor employment outcomes with high unemployment (5.6 per cent) and long‑term unemployment rates (1.1 per cent). Adelaide – North, Melbourne – West, Ipswich and Hobart experience similar higher levels of unemployment.
Regions (SA4) with highest unemployment rates (12‑month average) 
	Region
	Unemployment rate (%)

	Queensland - Outback
	9.2

	South Australia - Outback
	6.6

	Wide Bay
	5.7

	Logan - Beaudesert
	5.6

	Ipswich
	5.5

	Adelaide - North
	5.4

	Melbourne - West
	5.2

	Moreton Bay - North
	5.0

	Northern Territory - Outback
	4.8

	Sydney - South West
	4.8


Source: 	ABS Labour Force Detailed, July 2023.
Note: 	Statistical Area Level 4 (SA4) is a geographic area which represents labour markets or groups of labour markets within each state and territory. 

Between the 2016 and 2021 Censuses, most clusters of disadvantage, as defined in the SEIFA, changed little. The main exceptions were Hobart (which has become relatively more advantaged) and Western Sydney (which has become relatively more disadvantaged). 
One reason place is such an important concept is that moving far away from home is uncommon. Around 70 per cent of people live in the same local labour market in which they spent their childhood.[endnoteRef:8] Because people typically work near where they grow up, many will face similar challenges to their parents unless local cycles of disadvantage are broken. [8:  	Deutscher, N., & Mazumder, B., ‘Intergenerational mobility across Australia and the stability of regional estimates’, Labour Economics, 66, (October 2020).] 

Family background is one of the strongest determinants of life outcomes, reflecting cycles of intergenerational disadvantage, and is strongly influenced by place. Parents who experience disadvantage are more likely to have children who will experience disadvantage in their adult lives.[endnoteRef:9] Where someone grows up also influences who they grow up with. Role models and peers in a person’s local community can have a strong impact on their life outcomes. Being born into a higher income peer group is associated with higher income later in life, with the influence of peer group being up to a fifth of that of parents.[endnoteRef:10]  [9:  	Cobb-Clark, D., ‘Intergenerational transmission of disadvantage in Australia’, (Australian Institute of Health and Welfare 2019), https://www.aihw.gov.au/getmedia/37c2c8b7-328c-41e1-bace-87ed7a551777/Australias-Welfare-Chapter-2-summary-18Sept2019.pdf.aspx, accessed 19 September 2023; Deutscher, N., ‘Place, Peers, and the Teenage Years: Long-Run Neighborhood Effects in Australia’, American Economic Journal: Applied Economics, pp. 220–249, (April 2020), https://openresearch-repository.anu.edu.au/bitstream/1885/212389/1/01_Deutscher_Place%252C_Peers%252C_and_the_Teenage_2020.pdf, accessed 19 September 2023. ]  [10:  	Deutscher, N., ‘Place, Peers, and the Teenage Years: Long-Run Neighborhood Effects in Australia’, American Economic Journal: Applied Economics, pp. 220–249, (April 2020).] 

Inequality in education is a major influence on employment outcomes through life
Education is a major contributor to life outcomes, including employment. Unequal beginnings can lead to differences in when children enter early childhood education, which in turn affects school outcomes, and later employment outcomes.
Early childhood education and care
Children develop cognitive and social emotional skills that are fundamental to their later achievement as adults.[endnoteRef:11] Brain development occurs more quickly in the first five years of life than at any other time. Children from disadvantaged backgrounds are twice as likely to be vulnerable on one or more Australian Early Development Census domains.[endnoteRef:12]  [11:  	Schleicher, A., Helping our Youngest to Learn and Grow: Policies for Early Learning, International Summit on the Teaching Profession, (OECD 2019), https://okm.fi/documents/1410845/15822900/OECD+report.pdf, accessed 19 September 2023.]  [12:  	Department of Education (Commonwealth of Australia), Report Now Available: 2021 Australian Early Development Census, (1 April 2022), https://www.education.gov.au/early-childhood/announcements/report-now-available-2021-australian-early-development-census, accessed 19 September 2023.] 

High‑quality early childhood education and care (ECEC) is critical in ensuring all children get the best start in life, including cognitive and social development. In 2021, 36 per cent of children who did not attend preschool were assessed as developmentally vulnerable on one or more domains, compared to 20 per cent of children who attended preschool (Chart 6.1).[endnoteRef:13]  [13:  	Department of Education (Commonwealth of Australia) analysis of Australian Early Development Census data, https://www.education.gov.au/early-childhood/early-childhood-data-and-reports/australian-early-development-census-aedc, accessed 19 September 2023.] 

While children from disadvantaged backgrounds are the most likely to benefit from high‑quality ECEC, they are among the least likely to participate in it. Children aged zero to five years from cohorts that experience disadvantage are under‑represented in child care, and children aged three to five years from these cohorts are under‑represented in preschool (Chart 6.2).[endnoteRef:14]  [14:  	Productivity Commission (Commonwealth of Australia 2023), Early childhood education and care, (2023), https://www.pc.gov.au/inquiries/current/childhood#draft, accessed 19 September 2023.] 

If not addressed early, developmental vulnerability becomes more difficult and costly to tackle as a child falls further behind. Without high‑quality ECEC and targeted early intervention, cycles of disadvantage repeat and set a trajectory for poorer outcomes later in life.[endnoteRef:15]  [15:  	McLachlan, R., Gilfillan, G. & Gordon, J., Deep and Persistent Disadvantage in Australia, (Productivity Commission 2013), https://www.pc.gov.au/research/supporting/deep-persistent-disadvantage, accessed 19 September 2023. ] 

	[bookmark: _Toc142039436]Proportion of children assessed as developmentally vulnerable on one or more domains by preschool attendance and relative disadvantage
	[bookmark: _Toc142039439]Proportion of children aged 3 to 5 years enrolled in a preschool program compared with their representation in the community

	
	

	Source: 	Department of Education analysis of AEDC data
	Source: 	Productivity Commission Report on Government Services, 2023.



Schooling
[bookmark: _Hlk146179700]Unequal school outcomes are driven by various factors, such as socio‑economic segregation, intersectional and compounding disadvantage, out‑of‑school factors, the learning environment and the quality of teaching and curriculum resources.[endnoteRef:16] Without change, unequal education outcomes will continue in Australia. [16:  	Department of Education (Commonwealth of Australia), Better and Fairer Education System – Consultation Paper, (2023), https://www.education.gov.au/review-inform-better-and-fairer-education-system/resources/better-and-fairer-education-system-consultation-paper, accessed 19 September 2023. ] 

Low socio‑economic status is associated with substantially lower school and student performance.[endnoteRef:17] The socio‑economic background of students has a strong relationship with average Year 9 NAPLAN scores at both the student and school level (Charts 6.3 and 6.4). This may also capture the effect of other out‑of‑school factors, such as parental engagement, availability of learning resources such as libraries, and access to other services.  [17:  	Lamb S., et al., Educational opportunity in Australia 2020: Who succeeds and who misses out, Centre for International Research on Education Systems, (Mitchell Institute Victoria University October 2020), https://www.vu.edu.au/sites/default/files/educational-opportunity-in-australia-2020.pdf, accessed 16 September 2023.] 

	Average student Year 9 NAPLAN scores and Index of Economic, Social and Cultural Status
	Average school Year 9 NAPLAN scores and Index of Community Socio‑Educational Advantage

	
	

	Source:	Treasury; NCVER Longitudinal Surveys of Australian Youth.
Note:	Each point on the scatter plot represents a group of 44 students. The Index of Economic, Social and Cultural Status is a composite measure that combines into a single score the financial, social, cultural and human capital resources available to a student. Confounding factors have not been controlled for.
	Source: 	Treasury; ACARA data.
Note: 	Each point on the scatter plot represents a group of 63 schools. NAPLAN results are from 2008 to 2017. ICSEA is the Index of Community Socio‑Educational Advantage; it provides an indication of the socio‑educational background of students. Confounding factors have not been controlled for. 



[bookmark: _Hlk146179881]Australia’s schools are highly segregated along socio‑economic lines compared to other OECD countries and this trend is accelerating.[endnoteRef:18] Students from disadvantaged backgrounds are rapidly becoming more concentrated in certain schools. This is having a detrimental impact on education outcomes through compounding negative peer effects on the learning environment, teacher workloads and morale, and school resourcing. [18:  	Department of Education (Commonwealth of Australia), Better and Fairer Education System – Consultation Paper, (2023).] 

[bookmark: _Hlk146180129]Inequalities throughout the course of a person’s education affects their chances of Year 12 attainment, which in turn is one of the biggest determinants of future employment (Chapter 5). Aboriginal and Torres Strait Islander people and those living in regional and remote areas are significantly less likely to finish Year 12 than non‑Indigenous people and those living in major cities respectively. People with a long‑term health condition and people with low proficiency in English are also less likely to have completed Year 12 (Chart 6.5). 
Proportion of population by highest completed year of school
	By Indigenous status
	By remoteness area

	
	

	By long‑term health condition
	By English proficiency

	
	


Source:	ABS Census of Population and Housing, 2021. 



Life events can create or compound disadvantage
Unemployment; family, domestic and sexual violence; homelessness; and incarceration can affect anyone in society. But they are more likely to affect people who experience other forms of disadvantage, and are more likely to have more negative impacts or be harder to manage for this cohort. 
Unemployment and income support
Many people will find themselves unemployed at some point in their lives, although this is more likely for those from disadvantaged backgrounds. Some will seek financial support through the income support system. Around one‑quarter of people who are unemployed receive the JobSeeker Payment and another quarter receive other income support payments. Most of the remaining unemployed people are ineligible for payment.[endnoteRef:19]  [19:  	Clarke E., Adams N., La Cava G. & Nolan M., Does JobSeeker target those who need it, e61 Research Note No. 7, https://e61.in/wp-content/uploads/2023/04/Does-JobSeeker-target-those-who-need-it-1.pdf, accessed 19 September 2023.] 

Not everyone on unemployment benefits meets the definition of unemployed used in official statistics. This reflects the complex barriers to work they face. In 2019, 35.7 per cent of people who received unemployment benefits were unemployed (Chart 6.6). Nearly as many were in employment (28.6 per cent), generally in part‑time work not earning enough to move fully off payment. Others (35.7 per cent) did not meet the formal definition of unemployed for a wide range of reasons such as illnesses or episodic conditions that allowed job seekers a temporary exemption from looking for work or parents with caring‑related exemptions. 
Labour force status of unemployment benefit recipients

Source: 	ABS Survey of Income and Housing, 2019–20.

People’s engagement with the JobSeeker Payment varies. For those who entered the payment in 2018–19, over the following five years:
9 per cent remained on payment without earnings
13 per cent remained on payment with some earnings
15 per cent exited payment within a year and remained off payment
25 per cent exited payment after a year and remained off payment
38 per cent exited payment but returned to payment at least once.
Over half of JobSeeker recipients either combined work and payment or moved on and off payment more than once. This emphasises the diversity of challenges and pathways people on income support experience in their journey of taking up work. These challenges can include insecure work, balancing work and care responsibilities, health issues, and various forms of discrimination.
Labour market scarring
Consultations for this White Paper highlighted the self‑reinforcing nature of long periods of unemployment and disadvantage. Employers are less likely to employ someone, the longer their experience of unemployment. Around one‑third of employers are less likely to employ a person if they have been unemployed for four to six months. This proportion increases to half for those unemployed for seven months to a year, and to two‑thirds for those unemployed for one to two years.[endnoteRef:20]  [20:  	Lewers Research, Research Report for SEEK [unpublished], (2023)] 

Around 36 per cent of job seekers in Workforce Australia (the mainstream employment service) had no paid work in the previous two years.[footnoteRef:3] These rates were even higher for First Nations people (50 per cent), people with disability (45 per cent), and people from culturally and linguistically diverse backgrounds (43 per cent). Of remote job seekers in the Community Development Program (the employment service for remote areas), 74 per cent had no paid work in the previous two years. [3:  	All employment services administrative data in this Chapter is as at 30 June 2023, unless otherwise specified. Employment services are discussed in detail in Section 6.3.] 

Family, domestic and sexual violence
[bookmark: _Hlk146182449]Family, domestic and sexual violence is a pervasive social issue, and can affect people from all walks of life. People who have experienced domestic and family violence are more likely to have disrupted work histories, lower pay, and be employed on a casual or part‑time basis.[endnoteRef:21] A White Paper submission noted: ‘both violence and the escape impact the ability of victim‑survivors to work, remain engaged with their employers, and earn an independent income. Workplaces may be the site of violence or lack the flexibility that would enable victim‑survivors to remain engaged whilst navigating abuse or escape. Violence may also impact a victim‑survivor’s confidence, health, appearance (from injury) and ability to undertake work.’  [21:  	Australian Law Reform Commission, Family violence and employment, (19 December 2011), https://www.alrc.gov.au/publication/family-violence-and-commonwealth-laws-improving-legal-frameworks-alrc-report-117/15-employment-law-overarching-issues-and-a-national-approach/family-violence-and-employment-3/, accessed 19 September 2023. ] 

Women are more likely to be victim‑survivors of family, domestic and sexual violence. Approximately one in four women, and one in eight men, have experienced violence by an intimate partner or family member since the age of 15. Family, domestic and sexual violence is a violation of people’s right to a life free from violence. A recent report on the prevalence and impact of sexual violence in Australia showed its long‑term negative impacts include reduced economic security for women.[endnoteRef:22] Another study found mothers who had experienced partner violence reported a 34 per cent drop in income after separation, compared to a 20 per cent drop for mothers who had separated but had not experienced partner violence.[endnoteRef:23] [22:  	Townsend, N., et al., A life course approach to determining the prevalence and impact of sexual violence in Australia: Findings from the Australian longitudinal study on Women’s Health, Australia’s National Research Organisation for Women’s Safety, (2022).]  [23:  	Summers, A., The Choice: Violence or Poverty, (University of Technology Sydney July 2022),  https://assets.website-files.com/62b998c0c9af9f65bba26051/63228540ce74a60866ee4e98_TheChoice-violence-or-poverty-web.pdf, accessed 19 September 2023.] 

Some women face a greater risk of violence when they experience other forms of disadvantage or discrimination. For example, First Nations women and women with disability are more likely than other Australians to experience violence.[endnoteRef:24] Approximately 60 per cent of single mothers have experienced violence by a previous partner.[endnoteRef:25] [24:  	Department of Social Services (Commonwealth of Australia), National Plan to End Violence against Women and Children 2022-2032, (2022), https://www.dss.gov.au/sites/default/files/documents/11_2022/national_plan_to_end_violence_against_women_and_children_2022-2032.pdf, accessed 19 September 2023.]  [25:  	Summers, A., The Choice: Violence or Poverty, (University of Technology Sydney July 2022). ] 

Housing instability
Housing instability, including homelessness or lack of access to affordable housing, has been identified as a barrier for 11 per cent of job seekers in the Workforce Australia caseload. Housing instability can significantly affect job seekers’ capacity to find and sustain employment. For example, homelessness makes it difficult to maintain personal hygiene, appropriate clothing, paperwork and regular communications. People experiencing housing instability often face challenges with mental health and emotional wellbeing, drug and alcohol use, lack of access to transport, and employer attitudes, which present additional barriers for finding and sustaining employment.[endnoteRef:26]  [26:  	Desmond, M., & Gershenson, C., ‘Housing and Employment Insecurity among the Working Poor’, Social Problems, 63(1), 46–67. (February 2016), doi:https://doi.org/10.1093/socpro/spv025.] 

Incarceration
For those who have been incarcerated, returning to the community, family and employment can be difficult. Consultations indicated criminal history checks can be bluntly applied in the jobs market, excluding people from work, even when criminal history is not relevant to a specific job. Criminal history disproportionately impacts First Nations people because of their over‑representation in the criminal justice system – something that is attributable to systemic and historical forces.[endnoteRef:27] People who have been incarcerated are more likely to experience other concurrent barriers including homelessness and housing instability, lower education, and substance misuse, making it harder to find employment and overcome disadvantage.  [27:   	Council of Australian Governments. Prison to Work report, (December 2016), https://www.voced.edu.au/content/ngv%3A78682, accessed 21 September 2023.] 

Fragmented and limited services can make it harder to overcome disadvantage
Effective coordination of a broad range of services can make it easier to overcome multiple barriers, including entrenched disadvantage. These services – education, child care, transport, housing, health services including mental health, telecommunications and disability support – are vital contributors to work readiness. However, many remote and regional communities continue to experience issues with the quality and accessibility of essential services, with education, employment and health being of particular concern. 
Accessing public transport, particularly after dark, can be a barrier for many women. In 2021–22, 80 per cent of women did not use public transport alone after dark. For those who did, 23 per cent felt unsafe and this rate was higher for women aged 18 to 24 (32 per cent) and women with disability (34 per cent).
Many people seeking work lack access to transport due to a limited public transport, or not having a vehicle or a driver’s licence. Access to transport can affect job seekers in any part of the country, but is more common on the urban fringe and in regional areas.[endnoteRef:28] Around 5.1 per cent of job seekers on the Workforce Australia caseload have no access to transport. This compares to 51.6 per cent of Community Development Program participants in remote Australia.  [28:  	Lunn, A., Brandtner, C., & Young, C., Why Public Transit Helps Young People Get Work, Scholars Strategy Network (8 June 2018), https://scholars.org/contribution/why-public-transit-helps-young-people-get-work, accessed 24 July 2023.] 

Certain cohorts are more likely to have limited access to transport. For example, 13.6 per cent of First Nations job seekers in Workforce Australia have no access to transport. In a roundtable held for this White Paper, people with disability described transport as the biggest challenge, with limited and inconsistent support through relevant services, as well as safety concerns. Transport barriers, including long commutes, can also affect women’s participation, by making it more difficult to manage care and work responsibilities.[endnoteRef:29] In addition, issues with transport disproportionately impact women who are more likely to work in industries such as aged care and disability support services, where issues with transport are significant. This includes the need to have access to their own vehicle to be able to perform care and support roles, particularly in home‑based aged care and disability support services.  [29:  	Farré, L., Jofre-Monseny, J., & Torrecillas, T., ‘Commuting time and the gender gap in labor market participation’, Journal of Economic Geography, (2022), doi:https://doi.org/10.1093/jeg/lbac037; Grant-Smith, D., Osbourne, N., & Marinelli, P., ‘Transport and Workplace Accessibility: Routes to improved equity’, in P. M. Flynn, K. Haynes, & M. A. Kilgour, Overcoming Challenges to Gender Equality in the Workplace: Leadership and Innovation, 107–123, (Greenleaf Publishing in association with GSE Research 2017).] 

The multiple forms of complex socio‑economic disadvantage require a holistic approach, and policy response and service interventions from multiple systems. These systems are often fragmented and operate in silos making them hard for people to navigate. System fragmentation and siloed approaches are evident across a broad range of human service systems including education, employment services, housing, health, community services, and justice systems. This can result in people ‘falling through the cracks’, or being unable to access support. In these circumstances, wrap‑around supports can help link people with the range of relevant services. Case management can serve as a glue that brings multiple service systems together.
Addressing disadvantage through place‑based approaches
Mainstream services are often designed to meet the needs of the average service user with a single need. Services designed this way can fail to meet the needs of those who are facing multiple or complex barriers. 
Place‑based approaches support communities, governments and service providers to develop targeted plans to identify local priorities and coordinate resources. These approaches can make meaningful, long‑term improvements in areas of entrenched disadvantage. In particular, supporting children and families during the early years can play a key role in preventing and breaking cycles of disadvantage.[endnoteRef:30] [30:  	The Smith Family, Breaking the Cycle of Disadvantage, (July 2010), https://www.thesmithfamily.com.au/-/media/files/research/policy-submissions/social-inclusion-board-july2010.pdf, accessed 27 April 2023.] 

Place‑based approaches elevate local voices. Embedding policy responses in the community can provide more tailored responses to local needs and link existing services more effectively to offer holistic, evidence‑driven solutions to community problems. Stakeholders have called for targeted, place‑based strategies to encourage and support more people to enter the workforce. These stakeholders note many programs, including employment services, are not as effective as they could be because they are not always responsive to local needs or linked up with other services.
Community decision‑making and capability building can support the delivery of effective place‑based services. However, this can require building capability to implement local solutions, including by providing greater access to data to inform local priorities, and ensuring that funding arrangements for community organisations are fit‑for‑purpose. 
[bookmark: _Toc145855508]Investing in people through employment services 
Employment services can help people connect to jobs and develop skills and broader work readiness. However, they are not always sufficient to overcome the complex barriers to workforce participation associated with entrenched disadvantage. People facing multiple barriers to employment can require tailored, joined‑up help from multiple support systems and inclusive employer practices, in addition to effective assistance from employment services. 
The Government supports over 944,000 job seekers through its key employment programs. These are Workforce Australia (the mainstream non‑remote program), the Community Development Program (the remote program), and Disability Employment Services (the specialist disability specific employment program). Commonwealth employment services are predominantly used by income support recipients who are required to engage with the system as part of fulfilling mutual obligation requirements. 
In addition to referrals for job opportunities, contracted employment service providers are required to provide job seekers with a range of supports. This includes assistance with job search, skills development, case management, connections with education or training, wage subsidies, assistance with work‑related essential goods and equipment, and referrals to relevant local community services.
Consultations for this White Paper indicated that Australia’s employment services system is seen as highly transactional and poorly tailored to the diverse and complex needs of people who use it. Services are thought to do little to support job seekers and build their capabilities, with one stakeholder arguing that national ‘employment services had failed to keep those people at the highest risk of disadvantage connected with labour markets, let alone in paid employment’.[endnoteRef:31] Some of this criticism relates to the former jobactive model, but many stakeholders consider little has changed with the move to Workforce Australia.[endnoteRef:32] Stakeholders have argued: [31:  	Centre for Policy Development, Employment White Paper Submission, (December 2022), https://cpd.org.au/wp-content/uploads/2023/04/CPD-Employment-White-Paper-Submission.pdf, accessed 16 September 2023. ]  [32:  	O’Sullivan, S., McGann, M., & Considine, M., Buying and selling the poor: Inside Australia’s privatised welfare-to-work market, (Sydney University Press 2021); Borland, J., Employment White Paper Submission, (Treasury 2022), https://app.converlens.com/treasury/employment-white-paper/public-submissions/view/79, accessed 19 September 2023. ] 

the most disadvantaged job seekers are not adequately supported 
job seekers feel they are not receiving tailored support for their individual needs
the system is highly fragmented and difficult to navigate
there is a lack of employer engagement and connections to job opportunities.
Since the shift in Australia’s employment services model to fully outsourced delivery, there has been less personalised servicing, and less qualified and experienced frontline consultants. Between 2008 and 2016, average caseloads per consultant rose from 94 to 148 making it increasingly difficult for frontline staff to provide quality support to clients.[endnoteRef:33] This coincided with the doubling of the proportion of the unemployed who were long‑term unemployed between 2009 and 2019 (Chart 6.7). As at 2016, frontline staff were spending 34.6 per cent of their work hours, on average, meeting contractual compliance obligations and administration.[endnoteRef:34] [33:   	Considine, M., O’Sullivan, S., Nguyen, P., McGann, M., & Lewis, J., Proposed Licensing System for the New Employment Services Model – Response to Discussion Paper, (The Policy Lab University of Melbourne 2020), https://s3-ap-southeast-2.amazonaws.com/figshare-production-eu-latrobe-storage9079-ap-southeast-2/31566980/ProposedLicencingSystemetcResponsetoDiscussionPaper.pdf?X-Amz-Algorithm=AWS4-HMAC-SHA256&X-Amz-Credential=AKIARRFKZQ25KW2DIYRU/20230920/ap-southeast-2/s3/aws4_request&X-Amz-Date=20230920T005910Z&X-Amz-Expires=10&X-Amz-SignedHeaders=host&X-Amz-Signature=d893472efa6d65510bb4baf0ebc05d0630f1a4229c130c592b4e7bf03e978e29, accessed 19 September 2023.]  [34: 	Lewis, J.M., Considine, M., O’Sullivan, S., Nguyen, P. & McGann, M., From Entitlement to Experiment: The new governance of welfare to work – Australian Report back to Industry Partners, (The University of Melbourne 2016), https://rest.neptune-prod.its.unimelb.edu.au/server/api/core/bitstreams/e49043f8-433a-5fd3-8243-9da883f8c776/content, accessed 19 September 2023.] 

Long‑term unemployment (per cent of total unemployment >52 weeks)

Source: 	ABS Labour Force, Australia, Detailed, July 2023.

0. Delivering employment services to meet increasingly complex needs and circumstances 
The increasing duration of unemployment means job seekers increasingly face multiple, interconnected barriers to employment. These often arise from joblessness and poverty and affect all aspects of a person’s life. 
The most common barriers for Workforce Australia participants are not having a Year 12 education (37 per cent), no paid work in the past two years (36 per cent), disability (28 per cent), and intergenerational disadvantage (16 per cent). Around three‑quarters of job seekers in the program face at least one employment barrier and 14 per cent of job seekers experience four or more barriers (Chart 6.8). Over half of First Nations job seekers in Workforce Australia face at least two barriers, while over half of people with disability face at least three (Chart 6.9). However, even the most common barriers only affect around one‑third of job seekers in Workforce Australia, highlighting the diversity of job seekers and the need for tailored approaches.
In remote areas, 36 per cent of Community Development Program participants need to overcome four or more barriers, with the most common barrier being an absence of recent regular paid employment (74 per cent), followed by not having a Year 12 education (64 per cent) and issues with transport (52 per cent). 
	Percentage of Workforce Australia and Community Development Program clients who face multiple barriers 
	Median number of barriers faced by Workforce Australia and Community Development Program Participants by cohort

	 
	 


Source: 	Department of Employment and Workplace Relations and NIAA (Workforce Australia and Community Development Program data), June 2023. 
Note: 	Job seeker barriers to employment are based on specific question/responses in current Jobseeker Snapshot. 
	These barriers are: poor internet skills, not contactable by phone, homelessness/housing instability, disability/health condition, no transport, criminal history, education – less than Year 12, no paid work in two years prior to Job Seeker Snapshot, poor/mixed English language proficiency, substance abuse issues, and intergenerational disadvantage. 
All participants with disability have at least one barrier to employment experience identified through responses to the questions related to medical conditions.

Chart 6.10 shows that almost all participants in Disability Employment Services face significant barriers to employment, with 98 per cent of participants facing at least one employment barrier and nearly two‑thirds more than five barriers.[footnoteRef:4] The higher number of barriers reflects the more detailed Disability Employment Services barriers data, as well as the greater level of disadvantage. The most common barriers for Disability Employment Services participants are endurance limitations (7 per cent), physical limitations restricting type of work (6 per cent), episodic fluctuations (6 per cent) and psychological/psychiatric condition (6 per cent).  [4:  	Multiple types of disability and health conditions are recorded separately in the Disability Employment Services employment data as opposed to being recorded once in the Workforce Australia and Community Development Program datasets (based on the JSCI). Disability Employment Services data is drawn from Employment Services Assessments (ESAt) or Job Capacity Assessments (JCA). It cannot be directly compared with Workforce Australia and Community Development Program data (based on the Job Seeker Classification Instrument or JSCI) above.] 

[bookmark: _Ref144896268]Percentage of Disability Employment Services clients who face multiple barriers (groups of 5 barriers)

Source: 	Department of Social Services Disability Employment Services Data, 30 June 2023.
Note: 	Participant barriers to employment are based on barriers recorded in the most recent Employment Services Assessment or Job Capacity Assessment. 
These barriers are across around 70 different distinct categories. Examples include: Endurance limitations, Chronic pain, Awaiting medical/health intervention, Limited work goals, Transport issues, No or limited support network identified, Torture/trauma, Relationships/family, Sensory communication, Self care, Cross cultural issues, Domestic Violence, Legal action pending, Family law issues pending, and Gambling. 

Creating a system that works for job seekers
The level of direct support – averaging 30 minutes a fortnight – currently available in the system is not sufficient for the most disadvantaged job seekers with multiple barriers. Academic research suggests that while the system may work relatively well for an average job seeker, it has failed those who are most disadvantaged.[endnoteRef:35] [35:  	O’Sullivan, S., McGann, M., & Considine, M., Buying and selling the poor: Inside Australia’s privatised welfare-to-work market. (Sydney University Press 2021).] 

Taking the time to invest in people and their skills generally delivers better labour market outcomes over the long term.[endnoteRef:36] Nonetheless, the system needs to have flexibility to allow tailored responses to individual needs and circumstances.  [36:  	Card, D., Kluve, J., & Weber, A., ‘What works? A meta analysis of recent active labour market program evaluations’, Journal of the European Economic Association, 16(3), 894–931 (2018)] 

[bookmark: _Hlk146186988]The current approach drives down the cost of the income support system by getting people into any job rather than matching them with roles that best suit their skills and interests. Around 44 per cent of job seekers retain their employment following placement for less than 12 weeks. Although the work‑first approach has the benefit of minimising labour market scarring and helping people build experience in entry level jobs, it can push job seekers into precarious employment that does not lift them out of disadvantage or into jobs that do not develop or fully use their skills.
[bookmark: _Hlk146187179]The system also does not always work for employers. Stakeholders reported employment services and employers do not engage effectively with one another, reducing opportunities for job seekers. The I Want to Work report found 4 per cent of employers used the system in 2018, compared to 18 per cent in 2007, while linked ABS‑employment services data estimated 14.5 per cent of employing businesses had hired a participant in mainstream employment services in 2015–16. The need to interact with multiple competing providers to fill vacancies has been a major driver of employers increasingly disengaging from the system. 
Further, when providers engage with employers, job matching is highly gendered, reinforcing occupational segregation.[endnoteRef:37] For example, female job seekers represent over 80 per cent of referrals to ‘carers and aides’ jobs, while male job seekers represent over 90 per cent of referrals to ‘construction, mining and labourer’ roles. [37:  	O’Sullivan, S., McGann, M., & Considine, M., Buying and selling the poor: Inside Australia’s privatised welfare-to-work market. (Sydney University Press 2021).] 

In remote Australia, thin labour markets with few employers and limited job opportunities disproportionately impact First Nations communities. In these thin labour markets, the absence of jobs means traditional employment services based around job search and capability building are not effective.
Meeting the needs of people with high barriers to work will require investments in work readiness and skills development for some individuals seeking work, while also promoting timely job search for those closer to the labour market to minimise risks of labour market scarring. In addition, the system needs to better meet employer needs, but alongside this there needs to be better employer capability building. 
[bookmark: _Toc145855509][bookmark: _Hlk146187500]Creating inclusive workplaces 
Ending discrimination can put work in reach for more people
Workplaces that are not safe, respectful or inclusive limit job opportunities, especially for marginalised groups. Workplace discrimination, bias and harassment make it more difficult for people to find work, feel safe, and progress in their job. This reduces their economic security. Discriminatory workplaces can experience high staff turnover and reduced employee morale. Employers tolerating such behaviour risk reputational damage.[endnoteRef:38]  [38:  	Soutphommasane, T, ‘Anti-racism on the job’, The Proctor, 33(11), 42–44, (December 2013), https://search.informit.org/doi/epdf/10.3316/informit.313956749335277, accessed 7 March 2023.] 

Women, people with disability, mature age people, youth, the long‑term unemployed, First Nations people and people from culturally and linguistically diverse backgrounds are more likely to experience discrimination during the recruitment process, limiting their job opportunities. A 2017 survey of 1,200 businesses found 93 per cent of large businesses and 89 per cent of medium‑sized businesses indicated openness to hiring people with disability, but only around a third of all businesses actually did so. 
Many employers are also less likely to offer interviews to women and people from certain ethnic backgrounds, particularly in STEM fields.[endnoteRef:39] Likewise, one in three human resources professionals reported they would not hire someone aged over 50.[endnoteRef:40] This phenomenon is apparent in the public sector too, with a recent study of promotions in the Australian Public Service finding that, at every level, people from an English‑speaking background were more likely to win promotions. Controlling for other factors, the researchers concluded discrimination was likely to be the driver of this difference.[endnoteRef:41]  [39:  	Booth, A. L., Leigh, A., & Varganova, E., ‘Does Ethnic Discrimination Vary Across Minority Groups? Evidence from a Field Experiment’, Oxford Bulletin of Economics and Statistics, (2011), https://openresearch-repository.anu.edu.au/bitstream/1885/34947/2/01_Booth_Does_Ethnic_Discrimination_2011.pdf, accessed 7 March 2023; Kessler, J., & Low, C., ‘Research: How Companies Committed to Diverse Hiring Still Fail’, Harvard Business Review (11 February 2021), https://hbr.org/2021/02/research-how-companies-committed-to-diverse-hiring-still-fail, accessed 8 March 2023; Australian Human Rights Commission (Commonwealth of Australia), Employing Older Workers (2018), (31 October 2018), https://humanrights.gov.au/our-work/age-discrimination/publications/employing-older-workers-2018, accessed 8 March 2023; Adamovic, M., & Leibbrandt, A., ‘A large-scale field experiment on occupational gender segregation and hiring discrimination’, Industrial Relations, 34–59, (2022).]  [40:  	Australian Human Rights Commission (Commonwealth of Australia), Employing Older Workers (2018), (31 October 2018), https://humanrights.gov.au/our-work/age-discrimination/publications/employing-older-workers-2018, accessed 8 March 2023.]  [41:  	Win, N.N., Breunig, R. & Hansell, D., Modern Australian Public Service Careers [unpublished], (2023).] 

Stakeholders also highlighted the need for accessible recruitment processes to open opportunities for people with disability. A White Paper submission noted that even recruitment websites aimed at recruiting employees with disability had accessibility issues.[endnoteRef:42] Common accessibility issues include navigability, a lack of captioning or alt‑text, and poor screen contrast. [42:  	Diversity Council of Ausralia, Submission to the Treasury Employment White Paper, (November 2022).] 

People experiencing multiple forms of disadvantage are particularly likely to be discriminated against. For example, culturally and linguistically diverse women face compounding impacts of sexism and racism at work. Muslim women have reported that wearing a headscarf is a barrier to finding a job, especially in customer service roles.[endnoteRef:43] In addition, women are subject to negative age stereotypes and discrimination at younger ages than men.[endnoteRef:44] [43:  	Australian Human Rights Commission (Commonwealth of Australia), ‘Sharing the Stories of Australian Muslims’, (July 2021), https://humanrights.gov.au/sites/default/files/document/publication/ahrc_sharing_stories_australian_muslims_2021.pdf, accessed 22 August 2023. ]  [44:  	McGann, M., Bowman, D., Kimberly, H., & Biggs, S., Too old to work, too young to retire, (Brotherhood of St Laurence November 2015),  https://library.bsl.org.au/jspui/bitstream/1/7905/4/Workforce_vulnerabilities_in_midlife_and_beyond_research_summary_2015.pdf, accessed 22 August 2023; Mapedzahama, V., Laffernis, F., Barhoum, A., & O’Leary, J., Culturally and racially marginalised women in leadership: A framework for (intersectional) organisational action, (Diversity Council of Australia 2023).] 

Discrimination and unsafe workplaces also limit opportunities and lower retention at work. Managers’ biases affect the allocation of work tasks, access to learning and development opportunities and promotions.[endnoteRef:45] Experiences of harassment or exclusion in the workplace can negatively affect career progression. For example, women who experience sexual harassment are more likely to switch to jobs that have more female colleagues and lower pay.[endnoteRef:46]  [45:  	Diversity Council of Australia, Jumbunna Institute, Gari Yala (Speak the Truth): Centreing the experiences of Aboriginal and/or Torres Strait Islander Australians at work, (2020), https://www.dca.org.au/research/project/gari-yala-speak-truth-centreing-experiences-aboriginal-andor-torres-strait-islander, accessed 15 July 2023; Australian Government, Women’s Budget Statement 2023–24, (Canberra 2023), https://budget.gov.au/content/womens-statement/download/womens_budget_statement_2023-24.pdf, accessed 19 September 2023.]  [46:  	Folke, O., & Rickne, J., ‘Sexual Harassment and Gender Inequality in the Labor Market’, The Quarterly Journal of Economics, 137(4), 2163-2212 (November 2022), https://academic.oup.com/qje/article/137/4/2163/6581192, accessed 15 April 2023.] 

Job design can allow more people to participate
Creating inclusive workplaces goes beyond ending discrimination, and employers have a large role to play. It requires improving access to suitable jobs so people can keep working as life circumstances change, such as jobs that offer flexibility to balance care responsibilities or manage disability. In designing jobs that allow more people to participate, businesses create opportunities for more people, and can position themselves more competitively in the labour market, attracting a broader pool of staff, retaining current skilled staff, and benefiting from diverse experience.
In 2020–21 about 10 per cent of women and 9 per cent of men – approximately 116,000 people – reported their main difficulty finding employment or more hours was an absence of jobs with suitable conditions or arrangements. Nearly half of women (48.7 per cent) report the flexibility to work part time is very important for their labour market participation. One woman who had been outside the labour force for over 10 years described these experiences: “I would love to get back into work but [I am] trying to find work that works around my caring role… I see a lot of jobs advertised and I’ve got years of experience [but] nobody wants to hire someone who can only do 10 to 15 hours a week.”[endnoteRef:47] [47:  	Department of the Prime Minister and Cabinet, Behavioural Economics Team (Commonwealth of Australia), Women long-term not in the labour force [unpublished] (2022).] 

Flexible work arrangements can help people maintain employment through key life stages. For example, women who have greater access to flexible start and finish times before having children are more likely to remain employed after having children.[endnoteRef:48] As examined in Chapter 3, both men and women need flexibility. However, men are more reluctant than women to request flexible working conditions and less likely to be granted flexibility when they do make a request.[endnoteRef:49] Those caring for elderly people or people with disability are more likely to leave the workforce altogether when flexible work is not available.[endnoteRef:50] Stakeholders also highlighted the need for flexibility for First Nations people to meet cultural responsibilities.[endnoteRef:51]  [48:  	Bahar, E., Bradshaw, N., Deutscher, N., & Montaigne, M., Children and the gender earnings gap: Evidence for Australia. (Treasury 2023).]  [49:  	Australian Human Rights Commission (Commonwealth of Australia), Supporting Working Parents: Pregnancy and Return to Work National Review – Report, (25 July 2014), https://humanrights.gov.au/our-work/sex-discrimination/publications/supporting-working-parents-pregnancy-and-return-work, accessed 15 April 2023; Skinner, N., Cathcart, A., & Pocock, B. ‘To ask or not to ask? Investigating workers’ flexibility requests and the phenomenon of discontented non-requesters’, Labour and Industry, 103–119, (2016).]  [50:  	Productivity Commission (Commonwealth of Australia) Carer Leave: A case for an extended unpaid carer leave entitlement?, (23 February 2023), https://www.pc.gov.au/inquiries/current/carer-leave/position#:~:text=This%20position%20paper%20%E2%80%93%20A%20case,to%20the%20National%20Employment%20Standards, accessed 14 April 2023.]  [51:  	Gray, M., Hunter, B., & Lohoar, S., Increasing Indigenous employment rates, (Australian Institute of Health and Welfare 5 March 2012), https://www.aihw.gov.au/getmedia/71bb346a-1b83-4038-a2f7-647e65a21445/ctg-ip03.pdf.aspx?inline=true, accessed 15 July 2023; Lowitja Institute, Submission to the Employment White Paper, (Treasury 2022), https://app.converlens.com/treasury/employment-white-paper/public-submissions/view/312, accessed 19 September 2023.] 

Secure jobs support people to continue working when life circumstances change. For instance, parents and carers can struggle to manage caring arrangements when they receive little notice about forthcoming work rosters, or are required to work non‑standard hours.[endnoteRef:52] A regular schedule is the most common working arrangement change sought by new mothers. When these requests are granted, new mothers work more hours and experience a smaller drop in earnings after having children.[endnoteRef:53] The combination of flexibility to manage care responsibilities, and security around hours and schedules, is an essential feature of a job for some people.  [52:  	The Senate (Commonwealth of Australia), Senate Select Committee on Work and Care Final Report, (March 2023), https://www.aph.gov.au/Parliamentary_Business/Committees/Senate/Work_and_Care/workandcare/Report, accessed 8 August 2023.]  [53:  	Ciasullo, L., & Uccioli, M., What Works for Working Mothers? A Regular Schedule Lowers the Child Penalty (20 October 2022), https://martinaucc.github.io/martinauccioli/Uccioli_jmp-Ciasullo_Uccioli-Child_penalty_working_arrangements.pdf, accessed 8 August 2023] 

Role for employers to address participation barriers 
Safe, inclusive and flexible workplaces foster opportunities within reach of people from all walks of life. Workforce diversity is an element of any firm’s social licence to operate, and delivers business benefits too. Diversity allows employers to draw on the widest possible talent pool, raise staff retention and improve staff performance and wellbeing.[endnoteRef:54]     [54:  	Onken-Menke, G., Nüesch, S., & Kröll, C., ‘Are you attracted? Do you remain? Meta-analytic evidence on flexible work practices’, Business Research, 239-277, (2018); Jack, M., & Jack, D., Bridging the Work and Family Divide: Understanding the benefits of family friendly workplaces, Family Friendly Workplaces (2022), https://familyfriendlyworkplaces.com/wp-content/uploads/2022/05/FFW_Bridging-the-work-and-family-divide_Report_2022-DIGITAL.pdf, accessed 9 August 2023; IP Australia (Commonwealth of Australia), Australian IP Report, (2023); Cassells, R., & Duncan, A., Gender Equity Insights 2020: Delivering the Business Outcomes, Bankwest Curtin Economics Centre & Workplace Gender Equality Agency (2020); Diversity Council Australia, Inclusion@Work Index 2021–2022: Mapping the State of Inclusion in the Australia, (2021).] 

Employers can put strategies in place that build culture and create more open and inclusive workplaces, such as:
designing jobs to be inclusive and accommodating of employees’ needs including in relation to hours and location where possible
supporting employees to balance work with care responsibilities through more generous leave arrangements (such as paid parental leave)
introducing workplace policies – codes of conduct and anti‑bullying and harassment policies –backed by training to emphasise the value of diversity and inclusion 
taking steps to eliminate sexual harassment in the workplace, and taking allegations of misconduct seriously 
creating diversity champions and employee networks to promote an inclusive culture
introducing inclusive hiring practices 
employment targets to increase parity, for example, gender balance and cultural diversity in recruitment, retention, and leadership positions. 
Inclusion strategies and policies to foster diverse workplaces are increasingly common. Over half of large private sector organisations have conducted a gender pay gap analysis and more than 2000 organisations have a Reconciliation Action Plan.[endnoteRef:55]  [55:  	Reconciliation Australia, 2021 RAP Impact Report, https://www.reconciliation.org.au/wp-content/uploads/2022/06/2021-RAP-Impact-Report.pdf, accessed 19 September 2023; Workplace Gender Equality Agency (Commonwealth of Australia), Australia’s Gender Equality Scorecard, (2022).] 

Employers can also support inclusive workplace by promoting flexibility. As discussed in Chapter 3, around 60 per cent of employees now have flexible start and finish times, and around half can work from home.[endnoteRef:56] This is a marked change from a decade ago and means there are more options for more people to work in a way that suits them. This change has supported the participation of people with care responsibilities and enabled greater work‑life balance. The trend towards inclusive practices is occurring in small and medium businesses too. Stakeholder consultation for this White Paper revealed how a medium‑sized manufacturer in a male‑dominated sector recruited and retained more women by introducing flexible shifts around school hours. [56:  	Treasury analysis of 2021 HILDA data.] 

Strategies and policies, however, do not guarantee success. Many are not evidence‑based, try to ‘fix’ workers rather than workplace culture, or fail to recognise diverse experiences.[endnoteRef:57] However, carefully designed and evaluated strategies can be successful.[endnoteRef:58] [57:  	Ryan, M. K., ‘Addressing workplace gender inequality: Using the evidence to avoid common pitfalls’, British Journal of Social Psychology, 1–11, (22 November 2022), https://bpspsychub.onlinelibrary.wiley.com/doi/full/10.1111/bjso.12606, accessed 10 August 2023; Leon, C., ‘Insights for Indigenous employment into a case study of unconscious bias in the Australian Public Service’, Australian Journal of Social Issues, 898–919, (26 May 2022), https://onlinelibrary.wiley.com/doi/10.1002/ajs4.221, accessed 10 August 2023.]  [58:  	Workplace Gender Equality Agency (Commonwealth of Australia), Gender equality strategy guide,  (Sydney 2019).] 

Despite recent labour market tightness, stakeholders indicated limited changes in hiring practices and flexibility. Employers, particularly small businesses, often face practical challenges such as:
limited knowledge about supporting cohorts of workers with higher needs or in making reasonable adjustments
committing limited resources to establishing policies and championing change
perceived risks of employing an unemployed person
complexities in the hiring process
the cost of training someone who may not stay long term. 
[bookmark: _Toc145855510]Removing financial disincentives and providing better supports to work
[bookmark: _Hlk146188568]The design of the tax‑transfer system is an important factor in supporting people to re‑engage and engage more with paid work. Australia’s tax‑transfer system seeks to balance equity, efficiency, simplicity, sustainability, and policy consistency.
The system is targeted and, unlike many other countries, non‑contributory. This means that people don’t need to pay into it to be able to receive a benefit. The system is designed to help a range of people including those who are unable to work due to age or disability, people with young children, carers, and people without paid work, such as those made unemployed in economic downturns or during regional transitions. The transfer system includes:
allowance payments to help people meet the basic costs of life and undertake activities such as study and looking for work
pension payments to provide an acceptable level of support for people who are generally not expected to work or required to undertake activities to receive payment
family payments to help meet the cost of raising children
child care assistance, recognising that the cost of early childhood education and care can be a barrier to workforce participation.
Effective design of transfer payments is made challenging by the unavoidable trade‑off between the generosity of payments, the cost to taxpayers, and the incentives for people to work. The Government aims to strike the right balance between these, but the system is complex and imperfect. 
[bookmark: _Hlk146188719]The targeted nature of Australia’s transfer system helps ensure its sustainability. However, it can reduce the financial rewards of work, although means tests are designed to ensure that income support recipients are always better off working. Income tax and out‑of‑pocket costs associated with working (such as child care) also reduce these incentives.
Consultations for this White Paper found that while the financial benefits of work are important, they are not the only factor affecting whether people take up paid work. People’s participation decisions depend on the job opportunities and supports available (discussed earlier in this Chapter), as well as the clarity and predictability of incentives.[endnoteRef:59]  [59:  	Keane, M. P., ‘Recent research on labor supply: implications for tax and transfer policy’, Labour Economics, 1–13, (2022)] 

The following section discusses whether settings in the transfer system are right for the modern labour market and focuses on two key groups: secondary earners and income support recipients (particularly those on JobSeeker Payment). 
Financial disincentives for secondary earners impede women’s economic equality 
[bookmark: _Hlk146188871][bookmark: _Hlk146188996]Secondary (or lower) income earners in families with children can face significant financial disincentives to increasing participation, and in many cases gain little financially by moving from part‑time to full‑time work. Secondary earners may see over half of the extra income from working an additional day lost to withdrawn payments (such as Family Tax Benefit), higher tax liabilities and increased out‑of‑pocket child care costs (Chart 6.11). The chart below shows the situation for a secondary earner in a couple, with one child aged three years, who would be earning $50,000 if working full time. For the first day of work, just over 50 per cent of extra income is lost to taxes, transfer payment withdrawals and out‑of‑pocket child care costs. Moving from one to two days of work per week means this secondary earner loses over 80 per cent of their extra income. 
Women are more likely than men to be secondary earners, due to prevailing gender norms and the gender pay gap especially after the birth of their first child (Chapter 3). Following the arrival of children, parents face a trade‑off between paid work and caring for children. Gender norms and lower income typically mean women bear primary responsibility for caring for children, and may work part time, work flexibly in a lower‑paying job, or leave paid employment to manage these responsibilities. 
[bookmark: _Ref145514627][bookmark: _Ref146025267]Proportion of extra income lost to taxes, transfer payment withdrawals and net child care costs for a secondary earner in a couple with one child aged three – $50,000 primary earner income and $50,000 full‑time equivalent secondary earner income
[bookmark: _Hlk146188880] 
Source: 	Treasury CAPITA model, Budget 2023–24.
Note: 	WDR refers to the Workforce Disincentive Rate. This is the proportion of earnings from an additional day of work that is lost to income taxes, the withdrawal of transfer payments, and net child care fees.
Cameo is based on estimated tax and transfer policy settings for the December quarter 2023–24. The household is renting at a cost of $800 per week and does not have a HECS–HELP debt. Income tax includes the impact of personal tax rates and thresholds, the Medicare levy, as well as relevant tax offsets including the low income tax offset and beneficiary tax offset. The household only receives private income from employment. Where applicable, the household has suitable private health cover such that they do not pay the Medicare levy surcharge. Their child is in long day care for 10 hours per day worked by the secondary earner, for 50 weeks per year, at a cost of $11.80 per hour.
Chart Table section line
The limited financial returns to taking up additional work for secondary earners reinforces traditional gender norms and presents a major barrier to women’s economic equality. Women with children are more responsive to changes in financial incentives than men and people without children.[endnoteRef:60] This means small increases in mothers’ take‑home pay can lead them to take‑up more paid work.  [60:  	Keane, M. P., ‘Recent research on labor supply: implications for tax and transfer policy’, Labour Economics, 1–13, (2022); Bargain, O., Orsini, K., & Peichl, A., ‘Comparing labor supply elasticities in Europe and the United States: new results’, The Journal of Human Resources, 723–838 (2014); Dandie, S., & Mercante, J., ‘Australian labour supply elasticities: comparison and critical review’, (Treasury 2007); Breunig, R., Gong, X., Mercante, J., Weiss, A., & Yamauchi, C., ‘Child Care Availability, Quality and Affordability: Are Local Problems Related to Labour Supply?’, Economic Record, 87, 109–124  (ANU Crawford School March 2011), https://devpolicy.crawford.anu.edu.au/pdf/staff/robert_breunig/ChildCare_LocalReports_v2.pdf, accessed 10 August 2023; Freestone, O., & Breunig, R., ‘Risk aversion and the elasticity of intertemporal substitution among Australian households’, Economic Record, 121–139 (2020); Mumford, K., Parera-Nicolau, A., & Pena-Boquete, Y., ‘Labour supply and childcare: allowing both parents to choose’, Oxford Bulletin of Economics and Statistics, 577–602 (2019); Apps, P., Kabatek, J., Rees, R., & van Soest, A., ‘Labor supply heterogeneity and demand for child care of mothers with young children’, Empirical Economics, 1641–1677 (2016).] 

Helping income support recipients to work when they can
[bookmark: _Hlk146189118]The highly targeted nature of the transfer system means that support is progressively withdrawn as recipients report higher income from work (and other income sources). 
The income free area allows income support recipients to earn an amount of income every fortnight ($150 for JobSeeker Payment recipients) before their payment is progressively withdrawn. This allows people, particularly those who are less likely to immediately move to full‑time work (such as people with a partial capacity to work), to work small amounts without losing payment. 
[bookmark: _Hlk146189134]Most people receiving JobSeeker Payment have no labour income (78 per cent of recipients in July 2023) and so do not make use of the income free area. JobSeeker recipients who do earn income do not appear to restrict their income to align with the income free area threshold, with no bunching of recipients earning around or above the $150 per fortnight threshold.[endnoteRef:61] This may reflect that many jobs do not offer workers the opportunity to precisely choose their preferred number of work hours or that the threshold is not the key determinant in the number of hours people choose to work.[endnoteRef:62] [61:  	Nolan, M., ‘Do people change their earnings to avoid losing benefit payments?’, E61 Institute (2023), https://e61.in/wp-content/uploads/2023/05/Beneficiaries-and-the-income-free-area.pdf, accessed 22 August 2023.]  [62:  	Chetty, R., Friedman, J. N., Olsen, T., & Pistaferri, L., ‘Adjustment Costs, Firm Responses, and Micro vs. Macro Labor Supply Elasticities: Evidence from Danish Tax Records’, The Quarterly Journal of Economics, 749–804, (2011).
Gong, X., & Breunig, R., ‘Channels of labour supply responses of lone parents to changed work incentives’, Oxford Economic Papers, 916–939, (2014).] 

Beyond the income free area, a single person on the JobSeeker Payment who is working will generally lose at least half of each additional dollar they earn through a combination of taxes and payment withdrawal (and at some points more than 80 cents on the dollar). This tightly targeted payment withdrawal in combination with mutual obligation requirements (discussed further below) keeps the JobSeeker Payment targeted at people who need it most and constrains the overall cost of the program. People in this scenario are always financially better off when they have employment earnings.
Age and Disability Support Pension, and Carer Payment recipients can face similar financial barriers to working, as these payments are also targeted through means testing, however they have access to more generous settings as they are not expected to work. Analysis in the Retirement Income Review suggested the financial returns to work may not always be the most important factor in mature age people’s decisions to work or not, especially if they are retired, the withdrawal of the Age Pension may dissuade some people from working.[endnoteRef:63] The situation for single parents receiving Parenting Payment (96 per cent of whom are women) is slightly different. Parenting Payment (Single) has a more generous income free area and lower withdrawal rate which recognises the important role that carers of children play, and the challenges single parents face combining paid work with caring. Despite the challenges posed in combining work and care, Parenting Payment (Single) recipients have one of the highest rates of reporting earnings out of all income support recipients (32.8 per cent of recipients, June 2023).  [63:  	Keane, M. P., ‘Recent research on labor supply: implications for tax and transfer policy’, Labour Economics, 1–13, (2022).] 

[bookmark: _Hlk146189866]Smoothing income support as earnings change
[bookmark: _Hlk146190740]Working age payment recipients also accrue employment credits (up to a cap) over periods when they have little or no income. These are designed to create smoother transitions back into employment for recipients. They target support to those taking up work or looking for more work, rather than those who work continuously while on payment. Credits can be used to offset future employment income which would otherwise have resulted in a reduction in payment. Once credits are accumulated, less payment is withdrawn for a temporary period, strengthening the immediate returns from work. For example, a single mother on Parenting Payment (Single), who has been unemployed for over a year and decides to work part‑time (two 5‑hour shifts a week at $30/hour) is able to keep her full rate of payment for five additional weeks. 
Employment credit systems help smooth transitions from receiving the full rate of income support while unemployed to a partial rate or no income support while working. These credits can be an effective tool for increasing employment and earnings, and as part of the Jobs and Skills Summit the Government provided a temporary upfront credit for pension payment recipients.[endnoteRef:64]  [64:  	Wilkins, R., & Leigh, A., ‘Effects of Temporary In‐Work Benefits for Welfare Recipients: Examination of the Australian Working Credit Programme’, Fiscal Studies, 335–369, (2012).] 

Financial and non‑financial incentives can lower participation 
Consultations on this White Paper found job seekers often feel that there is value to remaining attached to the income support system. Beyond access to payment, eligibility for an income support payment can provide ongoing access to health care cards and concessions. Health care cards provide income support recipients with access to cheaper medicines under the Pharmaceutical Benefits Scheme, and access to bulk billing and refunds to medical expenses through the Medicare Safety Net. More broadly, Commonwealth concession card holders have access to the following at reduced or no cost: public transport, vehicle registration and licences, dental and eye care, electricity and gas, council rates and water/sewerage, and emergency services levies. These benefits are particularly valued by people with disability because they often face significant health care costs. Eligibility for an income support payment can also qualify someone to receive the Child Care Subsidy, which can be an important determinant of women’s workforce participation. The potential loss of these benefits can act as a barrier to work for some people across a wide range of working age and pension payments. 
Some income support recipients report that once they have left income support, regaining income support if needed is complicated, time‑consuming and carries a degree of uncertainty which may create anxiety around less secure job opportunities. To help mediate this, income support recipients can remain attached to the income support system for six to seven fortnights when they are earning enough income to reduce their payment to $0. This allows people to automatically resume payment if their income drops below the income cut out limit during this period, without the need to make a new claim or serve waiting periods. After this period, people are required to apply for payment again and are subject to waiting periods, which can vary depending on their circumstances.
Incentivising job seekers to take up job opportunities, even if they are not full‑time ongoing roles, helps reduce reliance on income support. For JobSeeker Payment recipients aged 22 to 30, earning any income is associated with a 9.3 per cent lower expected lifetime receipt of welfare. Combining earnings and payment increases the probability of exiting income support and reduces time on payment.[endnoteRef:65] This reflects the important role of entry level jobs in providing pathways to better jobs and more hours, and ultimately exit from payment. Further, part‑time employment has been found to increase the probability of full‑time employment by approximately nine percentage points for men and six percentage points for women (for those who were not previously in the labour force). [endnoteRef:66] [65:  	Buddelmeyer H., Cai L., & Zakirova R., Combining Income Support and Earnings, (Melbourne Institute of Applied Economic and Social Research January 2009), https://www.researchgate.net/publication/263656751_Combining_Income_Support_and_Earnings, accessed 22 August 2023.]  [66:  	Bathgate M., Cai L., & Law V., ‘Is Part-time Employment a Stepping Stone to Full-time Employment?’, Economic Report Volume 90 Issue 291, (May 2014), https://onlinelibrary.wiley.com/doi/full/10.1111/1475-4932.12120, accessed 23 August 2023.] 

Balancing mutual obligations to drive participation
Current social security policy settings link eligibility to requirements to attend appointments with employment services providers and engage in activities. This can include applying for jobs, participating in education or training, and going to job interviews. For working age payments, these obligations mean people can have payments suspended if they do not meet requirements. 
Well‑designed activity requirements improve labour market outcomes.[endnoteRef:67] However, if requirements are too onerous or are not accompanied by genuine quality support to find suitable employment, they can have harmful effects. Overly strong obligations can push people to become ‘the hidden unemployed’ as they stop searching for work and move on to payments with less onerous conditions or leave payment without finding work.[endnoteRef:68]  [67:  	Borland, J. & Tseng, Y., ‘Does a minimum job search requirement reduce time on unemployment payments? Evidence from the Jobseeker Diary in Australia’, Industrial & Labor Relations Review, 60(3), 357–378 (2007), doi:10.1177/001979390706000303; Hérault, N., & Kalb, G., ‘Understanding the rising trend in female labour force participation’, Fiscal Studies, 341 (2022).]  [68:  	O’Sullivan, S., McGann, M. & Considine, M., Buying and selling the poor: Inside Australia’s privatised welfare-to-work market, (Sydney University Press 2021).] 

The type of activity requirements also matter. Poorly‑designed obligations can tie up job seekers in low quality programs that exhaust both time and financial resources to attend, reducing capacity to search for suitable work.[endnoteRef:69] They can have consequences for employers too, such as high administrative burden from large volumes of low‑quality or unsuitable application submitted for the purpose of meeting obligations rather than genuine applications for work. Well‑designed obligations can support better outcomes for both job seekers and employers. [69:  	Borland, J., ‘Dealing with unemployment: What should be the role of labour market programs?’, Evidence Base, (4), 1–27 (2014), doi:10.4225/50/558110C9B892D, https://anzsog.edu.au/app/uploads/2022/06/10.21307_eb-2014-004.pdf, accessed 19 September 2023.] 

[bookmark: _Toc145855511]Supporting people to engage in work as life evolves
[bookmark: _Hlk146191743]Some people need different supports to re‑engage, engage more, or remain engaged in work as life changes. Support systems need to be set up so that they can cater to people’s individual needs as circumstances change at different stages of life. For example, young people may need support to transition from education to employment. People with care responsibilities often require flexibility to balance work and care, and support to re‑enter the workforce after taking career breaks. Older people may need support to continue participating in the workforce as they transition towards retirement. People with disability or health limitations, either acquired or lifelong, can also need assistance to work to their full capacity. The challenges of these life stages can be compounded by intergenerational disadvantage.
Transition from education to employment 
The transition from education to employment can be bumpy and this can be more complicated when young people are from a disadvantaged background. The youth unemployment rate is double that of the general population (discussed in Chapter 2). The high youth unemployment rate reflects the barriers young people can face when trying to enter the workforce, such as having fewer skills and less experience and needing flexibility around education and life commitments. 
Young people often bear the brunt of weak labour markets. They may be unable to find work or be forced to take jobs further down the ‘jobs ladder’ when fewer entry‑level job opportunities are available.[endnoteRef:70] Young people may have limited social networks to connect them with employment opportunities or experience discrimination from employers, particularly when they have multiple intersecting barriers. For example, young refugees and migrants can face specific barriers including ‘experiences of racism and discrimination in looking for work and at work, unconscious bias from employers and recruiters, lack of targeted and flexible support available and lack of recognition of prior education or training undertaken outside of Australia’.[endnoteRef:71] [70:  	Coates, B., & Ballantyne, A., No one left behind: Why Australia should lock in full employment, (Grattan Institute 2022); Productivity Commission (Commonwealth of Australia), Why Did Young People’s Incomes Decline?, (2020).]  [71:  	Australian Youth Affairs Coalition, Submission to the Full Employment White Paper, (Treasury 2022), https://app.converlens.com/treasury/employment-white-paper/public-submissions/view/282, accessed 19 September 2023.] 

At a roundtable discussion held for this White Paper, young people highlighted transport including the cost of driving lessons and mental health challenges as significantly impacting their ability to obtain and remain in employment. 
Effective employment services can be an important support for young people’s entry into the workforce. Employment services that build young people’s capabilities can improve pathways into work. These services should be integrated with complementary systems focused on investing in the individual to achieve successful outcomes.
Balancing work and care responsibilities
Unpaid care is not shared equally in Australia. Women bear most of these responsibilities, reflecting the persistence of traditional gender norms.[endnoteRef:72] Chart 6.12 below shows that about half of men, and two‑thirds of women aged 35 to 44 years spent time caring for children in 2020–21. On average, women undertook 4 hours and 31 minutes of unpaid domestic, care and voluntary work each day. This compares to 3 hours and 12 minutes for men. Women do most of the housework even when they are household breadwinners or work considerably more hours than their male partners.[endnoteRef:73] For parents, mothers spent an average of 3 hours 34 minutes caring for children, while fathers spent 2 hours 19 minutes. A significant proportion of people, particularly women aged 55 to 64 years, care for an elderly person or person with disability (Chart 6.13). [72:  	Alesina, A., Giuliano, P., & Nunn, N. ‘On the Origins of Gender Roles: Women and the Plough’, The Quarterly Journal of Economics, 128(2), 469-530, (2013); Baranov, V., Haas, R. d., & Grosjean, P., ‘Men. Male-biased sex ratios and masculinity norms: evidence from Australia’s colonial past’, Journal of Economic Growth, (2023); Grosjean, P., & Khattar, R. ‘It’s Raining Men! Hallelujah? The Long-Run Consequences of Male-Biased Sex Ratios’, The Review of Economic Studies, 723–754, (2023).]  [73:  	Bertrand, M., Kamenica, E., & Pan, J., ‘Gender identity and relative income within households’, The Quarterly Journal of Economics, 571–614, (2015), https://scholar.google.com/citations?view_op=view_citation&hl=en&user=zGJKZpkAAAAJ&cstart=20&pagesize=80&sortby=pubdate&citation_for_view=zGJKZpkAAAAJ:HE397vMXCloC, accessed 9 August 2023. ] 

	Proportion of population who spent time on child care activities
	Proportion of population who spent time on adult care activities 

	

	


	Source:	ABS How Australians Use their Time, 2020–21.
Note: 	Child care activities include physical and emotional care, teaching, helping, playing, talking, minding and feeding children under 15 years old.
	Source:	ABS How Australians Use their Time, 2020–21.
Note: 	Adult care activities include caring for someone aged 15 years or over who is sick, with disability or elderly.



[bookmark: _Hlk146193315]Unpaid care responsibilities can be a barrier to participation for those who want to work more, as they reduce the time available for paid work.[endnoteRef:74] Overall, 24.7 per cent of women, and 0.2 per cent of men, reported caring for children as the main reason they were not available to start a job or work more hours in 2020–21.  [74:  	Bertrand, M., Kamenica, E., & Pan, J., ‘Gender identity and relative income within households’, The Quarterly Journal of Economics, 571–614, (2015), https://scholar.google.com/citations?view_op=view_citation&hl=en&user=zGJKZpkAAAAJ&cstart=20&pagesize=80&sortby=pubdate&citation_for_view=zGJKZpkAAAAJ:HE397vMXCloC, accessed 9 August 2023. 
	Cortés, P., & Pan, J., ‘Children and the remaining gender gaps in the labor market’, Journal of Economic Literature (forthcoming); Risse, L., Submission to Employment White Paper, (Treasury 2022), https://app.converlens.com/treasury/employment-white-paper/public-submissions/view/103, accessed 19 September 2023; Equality Rights Alliance, Submission to the Employment White Paper, (2022), https://www.equalityrightsalliance.org.au/publications/submission-re-the-employment-white-paper/, accessed 19 September 2023.] 

Many unpaid carers need work flexibility to accommodate children’s schedules, care recipients’ medical appointments, or sick days.[endnoteRef:75] Because this flexibility is disproportionately sought by women, it contributes to occupational segregation and the gender pay gap (Chapter 3).[endnoteRef:76] Care responsibilities earlier in life can limit education and work opportunities for women later in life, particularly for those from culturally and linguistically diverse backgrounds.[endnoteRef:77] [75:  	Dean, L., Churchill, B., & Ruppanner, L., ‘The mental load: building a deeper theoretical understanding of how cognitive and emotional labor overload women and mothers’, Community work and family, (2021), https://www.researchgate.net/publication/356528716_The_mental_load_building_a_deeper_theoretical_understanding_of_how_cognitive_and_emotional_labor_overload_women_and_mothers, accessed 10 August 2023; Department of the Treasury (Commonwealth of Australia), Women’s Budget Statement, Budget.gov.au (25 October 2022), https://archive.budget.gov.au/2022-23-october/womens-statement/download/womens_budget_statement_2022-23.pdf, accessed 10 August 2023.]  [76:  	Haeck, C., Lefebvre, P., & Merrigan, P., ‘Canadian evidence on ten years of universal preschool policies: The good and the bad’, Labour Economics, 36, pp. 137–157, (October 2015), https://www.sciencedirect.com/science/article/pii/S0927537115000664, accessed 11 August 2023; Bahar, E., Bradshaw, N., Deutscher, N., & Montaigne, M., Children and the gender earnings gap: Evidence for Australia, (Treasury 2023).]  [77:  	COTA, Response to The Australian Government Treasury: Employment White Paper Terms of Reference, (30 November 2022), https://www.carersaustralia.com.au/wp-content/uploads/2022/12/021122_-Carers-Australia-Submission-to-Treasury-Employment-White-Paper_FINAL.pdf, accessed 19 September 2023.] 

Strengthening formal care services 
Effective formal care and support services – including aged care, disability support, outside school hours care and early childhood education and care – are crucial for facilitating participation of people with care responsibilities.[endnoteRef:78] For carers of people with disability and older people to engage with work effectively, ‘substitute care’ from the NDIS and aged care systems needs to be adequate. Additionally, workplaces need to be more flexible and inclusive, and the interface with the income support system needs to improve.[endnoteRef:79] These systems are particularly important for low‑income families and single mothers.[endnoteRef:80] [78:  	Productivity Commission (Commonwealth of Australia), Carer Leave: A case for an extended unpaid carer leave entitlement?, (23 February 2023), https://www.pc.gov.au/inquiries/current/carer-leave/position#:~:text=This%20position%20paper%20%E2%80%93%20A%20case,to%20the%20National%20Employment%20Standards, accessed 19 September 2023; COTA, Response to The Australian Government Treasury: Employment White Paper Terms of Reference, (30 November 2022); Olivetti, C., & Petrongolo, B., ‘The Economic Consequences of Family Policies: Lessons from a Century of Legislation in High-Income Countries’, Journal of Economic Perspectives, 205-30. (2017); Ferragina, E., ‘Family policy and women’s employment outcomes in 45 high-income countries: A systematic qualitative review of 238 comparative and national studies’, Social Policy & Administration, 1016-1066 (2020); Morrissey, T. W., ‘Child care and parent labor force participation: a review of the research literature’, Review of Economics of the Household, 1–24, (2017).]  [79:  	COTA, Response to The Australian Government Treasury: Employment White Paper Terms of Reference, (30 November 2022).]  [80:  	Akgunduz, Y. E., & Plantenga, J., ‘Child care prices and maternal employment: A meta-analysis’, Journal of Economic Surveys, 32(1), (9 January 2017); Hook, J., & Paek, E., ‘National Family Policies and Mothers’ Employment: How Earnings Inequality Shapes Policy Effects Across and Within Countries’, American Sociological Review, 381–416, (2020).] 

The cost, availability, flexibility and quality of care services influence the work decisions of people with care responsibilities. High costs of services are barriers to work. This is particularly the case for women, who are more likely to have the cost of child care factored against their earnings rather than household earnings. This can factor into decisions about increasing participation. In addition, limited availability of services constrains carers from taking up new opportunities, particularly in regional or remote areas.[endnoteRef:81] Service schedules that cannot accommodate variable or non‑standard work hours limit carers’ employment opportunities.[endnoteRef:82] Carers are also reluctant to leave their loved ones in a poor care environment.[endnoteRef:83]  [81:  	Hurley, P., Matthews, H. & Pennicuik, S., Deserts and oases: How accessible is childcare?, (Mitchell Institute, Victoria University 2022); Jackson, A., McKenzie, M., & Grey, E., Child Care Subsidy Activity Test: Incentive or barrier to labour force participation?, (March 2023), https://static1.squarespace.com/static/61e32e62c8c8337e6fd7a1e6/t/6404ef877d49164322d52aa1/1678045067038/IEP_Activity+Test+V5%5B13%5D.pdf, accessed 19 September 2023. ]  [82:  	Baxter, J. A., Hand, K. & Sweid, R., Flexible child care and Australian parents’ work and care decision-making, (Australian Institute of Family Studies 15 November 2016), https://aifs.gov.au/sites/default/files/publication-documents/rr37-flexible-child-care.pdf, accessed 19 September 2023; Equality Rights Alliance, Submission to the Employment White Paper, (2022), https://www.equalityrightsalliance.org.au/publications/submission-re-the-employment-white-paper/, accessed 19 September 2023; The Senate (Commonwealth of Australia), Select Committee on Work and Care Final Report, (March 2023), https://parlinfo.aph.gov.au/parlInfo/download/committees/reportsen/024994/toc_pdf/FinalReport.pdf;fileType=application%2Fpdf, accessed 19 September 2023. ]  [83:  	Breunig, R., et al., ‘Child Care Availability, Quality and Affordability: Are Local Problems Related to Labour Supply?’, Economic Record, 87, pp. 483–507. (March 2010), https://devpolicy.crawford.anu.edu.au/pdf/staff/robert_breunig/ChildCare_LocalReports_v2.pdf, access 19 September 2023. ] 

Re‑balancing paid work and care
Reforms to encourage sharing of paid work and care have long‑term benefits for women, men, children, and the economy. Supporting gender equality within the labour force, especially in relation to care responsibilities in the family, is critical to women’s economic security later in life.[endnoteRef:84] [84:  	Bradbury, B. & Zhu, A., ‘Welfare Entry and Exit after Marital Separation among Australian Mothers’. Economic Record, Volume 94 issue 307 pg. 405–423, (August 2018), https://onlinelibrary.wiley.com/doi/full/10.1111/1475-4932.12427, accessed 19 September 2023; Broadway B., Kalb G., & Maheswaran D., From Partnered to Single: Financial Security Over a Lifetime, (Melbourne Institute June 2022),  https://melbourneinstitute.unimelb.edu.au/__data/assets/pdf_file/0011/4134467/Breaking-Down-Barriers-Report-5-June-2022.pdf, accessed 19 September 2023.] 

Shifting gender norms also offer opportunities for men to better balance work with care responsibilities. Attitudes to fatherhood and working fathers have changed over the last 15 years becoming more supportive of greater father involvement in the care of children and the ability of working fathers to meet the needs of their children.[endnoteRef:85] This has caused significant change around young workers’ expectations of work and care, and employers need to keep up with these changes. [85:  	Churchill, B. & Craig, L., Men’s and women’s changing attitudes towards fatherhood and working fathers in Australia, (2022).] 

We have made significant progress on paid parental leave 
Paid parental leave is a key tool in lowering the barriers for women to return to work and improving gender equality in the way work and care responsibilities are shared in society. The introduction of Australia’s publicly‑funded paid parental leave scheme in 2011 increased women’s workforce participation, particularly for mothers on lower incomes and sole parents.[endnoteRef:86] This is consistent with international evidence showing the benefits of paid parental leave for increasing women’s labour force participation, lowering the gender pay gap and supporting women’s and children’s health.[endnoteRef:87]  [86:  	Martin B., et al., Paid Parental Leave Evaluation Final Report, (Department of Social Services November 2014), https://www.dss.gov.au/sites/default/files/documents/03_2015/finalphase4_report_6_march_2015_0.pdf, accessed 19 September 2023.]  [87:  	Budig, M. J., Misra, J. & Boeckmann, I., ‘Work-Family Policy Trade-Offs for Mothers? Unpacking the Cross-National Variation in Motherhood Earnings Penalties’. Work and Occupations, 43(2), (2016); Ferragina, E., ‘Family policy and women’s employment outcomes in 45 high-income countries: A systematic qualitative review of 238 comparative and national studies’. Social Policy & Administration, (2020), 1016–1066; Aitken, Z. et al., ‘The maternal health outcomes of paid maternity leave: A systematic review’. Social Science & Medicine, (4 February 2015), 32–41; Nandi, A., et al., ‘The Impact of Parental and Medical Leave Policies on Socioeconomic and Health Outcomes in OECD Countries: A Systematic Review of the Empirical Literature’, The Milbank Quarterly, (September 2018), 434–471.] 

Paid parental leave is overwhelmingly taken by women. In 2021–22, women made up 65 per cent of all parents who used the Paid Parental Leave scheme. Under previous settings, which differentiated between primary and secondary carers, almost 99 per cent of men who accessed the scheme did so under Dad and Partner Pay. Similar results are seen for private parental leave schemes. This can reinforce the norm that women are the primary caregiver, entrenching an unequal distribution of paid and unpaid work over the life course.[endnoteRef:88]  [88:  	Wood, D., Emslie, O. & Griffiths, K., Dad days: How more gender-equal parental leave would improve the lives of Australian families, (Grattan Institute 2021).] 

Policy changes in place from 1 July 2023 are designed to help address this inequality by encouraging fathers to take leave in the crucial early months of children’s lives, fostering a more equal division of unpaid care and housework, and facilitating women’s greater workforce participation (discussed further in Chapter 7). Overseas, these policies have been shown to shift traditional gender norms, improve women’s economic outcomes over the long‑term, and improve fathers’ wellbeing and relationships with their children.[endnoteRef:89] This reduces the impact of a fall in earnings for new mothers and enables them to maintain or increase their workforce participation, with benefits to their lifetime earnings and career progression.[endnoteRef:90] [89:  	Wood, D., Emslie, O. & Griffiths, K., Dad days: How more gender-equal parental leave would improve the lives of Australian families, (Grattan Institute 2021); Arnarson, B., & Mitra, A., ‘The Paternity Leave Act in Iceland: implications for gender equality in the labour market’. Applied Economics Letters, (2008), 677–680; Patnaik, A., ‘Reserving Time for Daddy: The Consequences of Fathers’ Quotas’, Journal of Labor Economics, (2019); Heymann, J. et al., ‘Paid parental leave and family wellbeing in the sustainable development era’, Public Health Reviews, 38:21, (2017); Norman, H., Elliot, M., & Fagan, C., ‘Does Fathers’ Involvement in Childcare and Housework Affect Couples’ Relationship Stability?’, Social Science Quarterly, (2018), 
1599–1613.]  [90:  	Australian Government, Women’s Budget Statement 2022–23, (Canberra 2022).] 

Helping mature age workers remain in the workplace longer
People are working until later in life, but mature age people can face significant difficulty finding a job after becoming unemployed and tend to remain unemployed for longer than younger workers. This is likely to disproportionately impact regional areas that have older populations, and in spite of significant workforce shortages. These difficulties are apparent in the increasing proportion of JobSeeker Payment recipients aged over 55. As at 26 May 2023, this cohort makes up 29 per cent of all people receiving JobSeeker Payment, an 11 per cent increase since September 2013. 
Stakeholders argued age discrimination and poor health were major barriers to work for mature age workers, confining them ‘to redundancy and irrelevance’.[endnoteRef:91] After turning 50 years old, 24 per cent of people have experienced employment‑related discrimination, either in the workplace or when seeking employment.[endnoteRef:92] The most frequent issue encountered was being treated unfavourably, by being sidelined, patronised or not treated as capable, and this was more common among women than men. Other barriers faced by mature age workers include disability, chronic illness, and unpaid care responsibilities. Women also face unique barriers to remaining in the workforce including menopause (discussed in Section 6.6.4).  [91:  	COTA, Submission to the Treasury Employment White Paper, (November 2022), https://cota.org.au/wp-content/uploads/2022/12/COTA-A-Submission-Employment-White-Paper.pdf, accessed 1 December.]  [92:  	COTA, Submission to the Treasury Employment White Paper, (December 2022).] 

Manual workers, including those working in care sectors, can face unique challenges maintaining employment in mature age. These include the higher prevalence of physical injuries in manual jobs as well as the greater difficulties some mature age workers may experience when performing physically strenuous work. The median age of physical workers in Australia is 40, compared to 48 for non‑physical workers. Only 18 per cent of physical workers are aged 55 and older, indicating that as these workers get older, they are either shifting into jobs that are less physically demanding or leaving the workforce.[endnoteRef:93] Poor health is a key reason mature age workers involuntarily cease working.[endnoteRef:94] [93:  	Aegon, The changing Face of Retirement: The Young, Pragmatic and Penniless Generation, (Global Coalition on Aging 2018), https://globalcoalitiononaging.com/wp-content/uploads/2018/07/aegon-retirement-readiness-survey-young-generations.pdf, accessed 19 September. ]  [94:  	Australian Council of Social Service, Submission to the Employment White Paper, (29 November 2022), https://www.acoss.org.au/wp-content/uploads/2022/11/White-Letter-to-Employment-Taskforce.pdf, accessed 19 September; COTA, Submission to the Treasury Employment White Paper, (December 2022).] 

Early retirement can be further influenced by disability, which generally increases with age (Chart 6.14). In 2018, one in eight (13 per cent) people aged 15 to 64 years had disability (including chronic or long‑term illness), compared to one in two (49.6 per cent) people aged 65 years and over. The prevalence of disability increases from 22 per cent for 55 to 59 year olds to 27 per cent for 60 to 64 year olds, and to 36 per cent for 65 to 69 year olds.
[bookmark: _Ref145341833]Disability prevalence rates

Source: 	ABS Disability, Ageing and Carers, Australia: Summary of Findings 2018.

Supporting people with disability or health conditions to work to their capacity
Around one in six people in Australia or about 4.4 million have disability. Another 22 per cent or 5.5 million people have a long‑term health condition. Disability can be acquired (developed during a person’s lifetime as a result of accident or illness) or present from birth. Disability types include sensory (loss of sight, hearing and speech difficulties), physical (breathing difficulties and restrictions in physical activities), psychosocial (mental illnesses, nervous or emotional conditions, memory problems), and intellectual (difficulties learning or understanding). 
Engagement with people with disability for this White Paper drew out the diversity of perspectives in the disability community around participation barriers. While some felt a need to conceal their disability to avoid unconscious biases, others suggested that their ‘invisible disability’ meant workplaces failed to provide the reasonable adjustments they required to work. 
Long‑term health conditions and disability can limit the amount or type of work people can do. Long‑term sickness or disability was the main reason reported for being unavailable to start a job or work more hours in 2020–21 (24.5 per cent). It was the most commonly reported reason for men (35.1 per cent) and the second most commonly reported reason for women (18.8 per cent) after caring for children (24.7 per cent). Workforce Australia data suggest disability and health conditions affect the capacity of 28 per cent of job seekers, especially mature age people (39.4 per cent), women (26.9 per cent), and First Nations people (26.5 per cent).
The intersection of gender inequality and disability discrimination means women with disability experience unique challenges entering the workforce, working to their capacity, or being supported to remain in the workforce. The underlying structural barriers to their workforce participation include: poverty, lack of safe, accessible and affordable housing, lack of accessible and affordable transport, the high incidence and prevalence of gender‑based violence, non‑optional costs of disability, and inflexible work arrangements.[endnoteRef:95]  [95:  	Women with Disabilities Australia, Royal Commission into Violence, Abuse, Neglect and Exploitation of People with Disability, (August 2020), https://wwda.org.au/wp-content/uploads/2020/08/WWDA-Response-to-Employment-Issues-Paper-Final1.pdf, accessed 19 September 2023.] 

Some health issues disproportionately affect women and can limit their ability to participate in the workforce over their lifetimes. For example, the physical and psychological effects of reproductive health issues, such as endometriosis, abnormal uterine bleeding or menopause, may force women to take time off work, work part time, or leave the workforce. A study found that one in seven women had taken time off from work or school during their menstrual cycle.[endnoteRef:96] Around 20 per cent of women experiencing menopause have severe symptoms that interfere with their daily lives. This can lead to long‑term absences from work or force women into early retirement.[endnoteRef:97]  [96:  	Schoep, M.E., et al, ‘Productivity loss due to menstruation-related symptoms: a nationwide cross-sectional survey among 32 748 women’, BMJ Open Volume 9 Issue 6, (June 2019) https://bmjopen.bmj.com/content/9/6/e026186, accessed 19 September 2023.]  [97:  	Jean Hailes for Women’s Health, Symptoms of menopause, (May 2023), https://www.jeanhailes.org.au/health-a-z/menopause/menopause-symptoms, accessed 19 September 2023.] 

Although many people with mental health conditions live full lives, these conditions can reduce some people’s capacity to work and ability to secure employment. The National Study of Mental Health and Wellbeing conducted in 2021 found that about two in five Australians aged 16 to 85 have experienced a mental health disorder during their lifetime, and one in five had experienced symptoms in the previous 12 months. Some groups experience higher rates of mental illness. First Nations people, those who identify as LGBTIQA+, people with disability, and those aged 16 to 24 are most likely to have experienced symptoms in the previous 12 months.[endnoteRef:98] Of job seekers in Workforce Australia, 14 per cent have an identified mental health condition. In comparison, 58 per cent of job seekers in Disability Employment Services have a mental health condition. [98:  	Australian Institute of Health and Welfare (Commonwealth of Australia), Family, domestic and sexual violence, (3 February 2023), https://www.aihw.gov.au/reports/domestic-violence/family-domestic-and-sexual-violence, accessed 19 September 2023.] 

Effective and coordinated formal support systems including the NDIS, physical and mental health services, and employment services is crucial for improving employment outcomes for people with disability or health conditions. At the same time, these systems can only be effective if workplaces are inclusive and free from discrimination. Several White Paper submissions suggested workplace design prevents people with disability engaging in work despite being skilled and willing to work. Submissions also discussed how workplace modifications and ‘job carving’ can be effective in supporting people with disability and significant health conditions. Stakeholders also suggested more employers, particularly small and medium sized organisations, need encouragement to employ people with disability. 
[bookmark: _Toc145855512]An integrated and multifaceted approach
[bookmark: _Hlk146195166]The Government is focused on helping people to overcome barriers to participation and broaden opportunities across the country. Connecting more people to work and breaking cycles of disadvantage needs an integrated approach that goes beyond government and involves genuine partnerships with communities, industry and philanthropy. It requires a deep understanding of what matters to local communities and involving them in policies that directly affect them. The Government will work with employers and communities to ensure everyone is pulling in the same direction – including greater use of partnerships, focused on supporting people, places and expanding opportunities. As a starting point the Government is progressing the work announced in the Targeted Entrenched Community Disadvantage package, and scoping a First Nations Economic Partnership with the Coalition of Peaks to improve progress against Closing the Gap outcomes. 
The Government is also committed to a social security system that provides a strong safety net for those who need it. The Government has increased the rate of working age and student payments and provided the largest increase to Commonwealth Rent Assistance in 30 years. Age pensioners were provided a temporary $4,000 boost to their Work Bonus income banks to support them to work more if they want to and to assist filling labour shortages. Other aspects of the social security system, and broader government service systems, can be improved to facilitate workforce participation and remove artificial barriers that act as a deterrent to coming off payment into work. 
Addressing the wide range of barriers to labour force participation that may arise across a person’s life requires a broad suite of policies. The Government is supporting families to balance care and work responsibilities more equally through expanded Paid Parental Leave and Cheaper Child Care, and improving quality and access in other formal care settings such as aged care and disability care.
Greater flexibility and support at work for individual needs as circumstances change across a person’s life can help to create a stronger, more productive workforce. The Government is working with employers, civil society and the community to build more inclusive workplaces. 
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