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EXECUTIVE SUMMARY

Executive Summary

Background

In the 2008-2009 Budget, the ACT Government announced funding to establish a Portable Long
Service Leave Scheme for the Community Services sector. This initiative would enable community
sector workers to qualify for long service leave based on their service to the industry, rather than the
one employer. The Scheme aims to help the ACT community sector attract and retain a skilled
workforce and thereby become more sustainable. Following consultation with the sector, it is intended
that the Scheme will be implemented in the 2009-10 financial year.

The ACT Department of Disability, Housing and Community Services commissioned Urbis to conduct
consultations with key stakeholders, employers and employees in the sector regarding aspects of the
Scheme’s design and administration.

This consultation project consisted of two phases:

Phase one (September 2008) — interviews and focus groups with representative bodies and
employers/managers of large organisations, plus a call for written submissions.

Phase two (February 2009) — focus groups with community sector employees and
employers/managers of small organisations within the sector, plus an online survey completed by
122 sector employees and employers/managers.

Overall support/opposition to the Scheme

There were varying levels of support for, and opposition to the Portable Long Service Leave Scheme, In
general, where the Scheme was supported, it was qualified that the Scheme will not address the issue
of retention as a single initiative, but rather as one of several initiatives.

From the survey of employees and employers/managers, the attitude statement ‘I would support the
introduction of a Portable Long Service Leave Scheme’ received a mean score 4.41 agreement out of a
potential score of 5. This said, the impact the Scheme on their decision to remain in the sector was not
as strong (3.56 out of 5).

Other key findings

There is general consensus that the definition of the Community Service sector should be as broad as
possible. The broad definition from the National Classification of Community Services (NCCS) is
deemed by most stakeholders to be the most appropriate.

There is also general consensus that the Scheme should be made available across different working
arrangements (full-time, part-time, casual and short tenure including contracting), and should be applied
across different organisational structures (for-profit, not-for-profit, and Government funded).

Consultations found more agreement to define the scope of the Scheme in terms of the type of
organisation than the individual person’s role within an organisation. However, there are instances
where this preferred definition of scope may unfairly omit community service workers unfairly, so
flexibility will be required.

There is general consensus that the Scheme (if introduced) should be mandatory.

The 2% levy was viewed as problematic, particularly given that current contributions are less than 1%.
The non-retrievable levy contribution was also viewed as a significant disadvantage, particularly for
smaller organisations who tend to allocate the unused levy as an integral source of ad hoc funding to
supplement their tight budgets for service delivery.
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EXECUTIVE SUMMARY

It generally expected that the ACT Government should fund the administrative costs of the Scheme until
it becomes self-sustaining. The most common suggestion for unused funds is that they be reinvested
into the Scheme to ultimately decrease the levy.

There are mixed views about the Schemes’ alignment with the existing arrangements in place in the
Construction and Cleaning industries. Those in support of the model feel that characteristics of the
industries are similar enough to be applicable. Those against the model argue that the fundamentally
different funding base of the industries makes the model not easily transferable.

There are opposing arguments about the advantages of the Scheme, specifically around the issue of
high staff turn over versus the opportunity for professional development. Many larger organisations
argue that the Scheme will lead to higher staff turnover, thus increasing recruitment and training costs.
However, smaller organisations and employees tend to see the ability to move throughout the sector as
a means of encouraging a career path, professional development, and acquisition and development of
transferable skills.

There is also disagreement about the Scheme’s potential to undermine workers’ loyalty to a single
organisation.

The potential for discrimination against job applicants with significant levels of accrued Long Service
Leave is acknowledged; it is deemed necessary that this issue be closely ‘policed’ by the administrators
of the Scheme.

There are perceived gaps in the Scheme'’s ability to address the broader staff retention issues in the
Community Service sector. For example, the Scheme does not address movement outside of the
sector, so wage disparity compared to the public sector will still exist. Also, the Scheme is not a key
influencing factor in younger employees’ decisions to enter or remain in the sector, as the prospect of
taking Long Service Leave is many years away. (This said, the potential for professional development
as a result of the Scheme resonates more strongly with this younger cohort.)

As a consequence, other initiatives are deemed appropriate (and in some cases considered a higher
priority) — these include increased wages (for parity with other sectors) and paid maternity leave.
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INTRODUCTION

1 Introduction

1.1 Background

In the 2008-2009 Budget the ACT Government announced funding for the establishment of a Portable
Long Service Leave Scheme for the Community Services sector. The Government is keen to support
community sector employers by extending available leave entitlements to support their employment in
this important sector. A Portable Long Service Leave Scheme would enable workers to qualify for long
service leave based on their service to the industry rather than service with the same employer.
Community Services sector workers can therefore work for any number of employers over a period of
time in order to qualify for and gain access to a long service leave entitlement.

1.2  The project

The project aims to develop a Scheme that will support the community sector to attract and retain a
skilled workforce and foster a more sustainable Community Services sector in the ACT. Following
consultation with the sector to inform the scope, it is intended that the Portable Long Service Leave
Scheme will be implemented in the 2009-10 financial year.

An ACT Community Sector Long Service Leave Scheme Project Steering Committee (Steering
Committee) is overseeing the project, with representatives from the Office of Industrial Relations, the
Department of Disability, Housing and Community Services, and the ACT Long Service Leave
Authority.

The ACT Department of Disability, Housing and Community Services commissioned Urbis to conduct
consultations with key stakeholders, employers and employees in the sector regarding aspects of the
Scheme’s design and administration.

Consultation consisted of two phases: the first was conducted in September 2008 predominantly with
stakeholders (peak bodies and employers/ managers of large organisations); the second was
conducted in February 2009 predominantly with employees working within the sector and employers of
small organisations within the sector.

In total qualitative consultations were conducted with 42 Community Service sector organisations and
peak bodies (see Appendix A) which have been supplemented with the online survey completed by 122
sector employees and employers/managers.

1.2.1 Phase One

Phase one consisted of written submissions by stakeholders regarding the Community Services
Portable Long Service Leave Scheme, as well as in-depth interviews and focus groups.

A discussion paper was distributed to assist individuals and organisations to understand the issues that
need to be considered in establishing the Scheme. All those with an interest in the issue, including
Community Services sector organisations, employers and workers, were invited to make written and
verbal submissions in response to the discussion paper. Relevant unions and industry groups were also
invited to provide comment on the discussion paper and other matters relevant to the Scheme.

Consultation sessions and targeted interviews were held to engage managers, employers, boards and
committees in the project. These consultations gathered stakeholder views regarding the scope and
design of the proposed Portable Long Service Leave Scheme.

The key points covered during the phase one consultations were:
defining the Community Services sector to set the scope of the Scheme
eligibility for accessing the benefits

governance and accountability arrangements for the Scheme

Final Report

Page 1



INTRODUCTION

administrative requirements of Community Services.

1.2.2 Phase Two

Phase two consultations were conducted with Community Service sector employees, as well as
employers/managers of smaller organisations within the sector. These consultations consisted of focus
groups and an online quantitative survey.

Key areas of discussion in the focus groups were:
perceived benefits, strengths and weakness of the Scheme
defining the Community Services sector to set the scope of the Scheme
eligibility for accessing the benefits

the degree to which the Scheme addresses the issues of retention in the sector.

The online survey was distributed via peak bodies and unions to their members and measured:
how the sector should be defined
attitudes towards the benefits and disadvantages of the Scheme
support for the Scheme overall
the impact the Scheme will have on their personal decision to remain within the sector.

The survey results have been reported in a separate section of this report rather than being combined
with the sentiments of the qualitative consultations. This is due to the disparity of knowledge about the
scheme between those involved in the qualitative consultations and those that were involved in the
guantitative survey. The difference in knowledge is likely to have had some impact on respondents
views towards the Scheme and should be taken into consideration when reviewing results.
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2 Key findings
Responses to the Scheme varied. These variances were often based predominantly on:

the size of the organisation (employers/managers of larger organisations versus
employers/managers of smaller organisations)

the role within the organisation; employee versus employer (particularly employers of larger
organisations)

the role within the Community Services sector (peak bodies and unions).

The proposed Scheme is strongly supported by unions and employees as an appropriate strengthening
of employees’ entitlements. However, the degree of support for the Scheme from employers was mixed,
with smaller employers showing significantly more support for the scheme than larger employers. The
primary objection from many large employers in the community sector was that such a Scheme will not
achieve success in the apparent goal of supporting the retention of staff within the sector. This
sentiment was echoed to a lesser extent by employers of smaller organisations who believe that, whilst
this Scheme is supported and deemed worth pursuing, it needs to be a part of a larger initiative to
achieve meaningful staff retention within the sector.

Further, in many cases, whilst there was support for the Scheme by employers, it was qualified to
protect existing flexibilities and arrangements.

Points of broad agreement:
that any such Scheme should be mandatory

that the scope should be as broad as possible, inclusive of both not-for-profit and for-profit
Community Services employers and employees

that the National Classification of Communication Services definition is considered to be the most
useful for the Portable Long Service Leave Scheme

that unused funds should contribute to reducing the Portable Long Service Leave levy

that the ACT Government should fund the administrative costs generated by the Scheme until it
becomes self sustaining

that further sector consultation be held following the actuarial work.
Paints of contention:

the risk of increased staff turn over and cost of re-training against the benefits of professional
development for a multi-skilled workforce

the risk of multi-disciplinary organisations being omitted from the Scheme (aged care and health
care as opposed to community care), and therefore:

- whether scope should be defined by type of organisation versus role within the organisation

- whether the Scheme undermines loyalty to a single organisation as opposed encouraging
loyalty to the sector as a whole.
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2.1 Written submissions

Four written submissions were received in support of the proposed Scheme, and six in opposition.

Those in support of the proposed Scheme came from various unions, and one Community Service
organisation. In general, these stakeholders viewed the proposed Scheme as a positive and cost
effective way of recognising the hard work and challenges facing employees in the sector. These
challenges include being forced to work more than one job because of limited full time work
opportunities, and the disparity between salaries in the Community sector and the Government sector.
Furthermore, they saw the Scheme as important for addressing the critical skills shortage within the
sector by improving the ability of employers to attract and retain staff.

The non-union stakeholder qualified their support by indicating that reviewing the progress of the
Scheme was of critical importance and asked that individual organisations that already provide long
service leave benefits to staff are not disadvantaged by the Scheme due to the increased levy.

Written submissions in opposition to the proposed Portable Long Service Leave Scheme came from a
number of large organisations and peak bodies within the Community Services sector. While some
made an acknowledgement that the Scheme may have benefits for employees, the general opinion was
that there would be no benefits to employers or organisations. In particular, there was seen to be no
evidence that the proposed Scheme would assist in achieving its intent of attracting or retaining staff.

2.2  Keythemes in response to the Scheme

2.2.1 Definition of eligibility for the Scheme

Participants were asked their perspective about how the Community Services sector should be defined
for the purposes of the scheme. The two definitions thought to be most appropriate for the scheme (as
recommended by the Community Sector Taskforce) were the National Classification of Community
Services (NCCS) and the Australian and New Zealand Standard Industrial Classification (ANZSIC) for
Community Services.

As stated in the Community Services Sector Portable Long Service Scheme discussion paper (July
2008), ‘the Community Sector Taskforce recommended using the definition of Community Services
developed by the Australian Institute of Health and Welfare, the National Classification of Community
Services (NCCS):

‘Services are provided to the community by employees and volunteers, either as
individuals or connected with a variety of businesses and charitable organisations, which
operate across a wide range of industries. Community Service activities typically include
those activities ‘which assist or support members of the community in personal functioning
as individuals or as members of the wider community.’

The paper defines the sector further, stating that:

‘The Community Services sector includes activities such as: personal and social support;
child care; training and employment; financial and placement services; corrective services;
other direct community service activities; and policy, community and service development
and support, however, they exclude acute health care services, long term housing
assistance and income support (such as social security pensions and allowances). Some
of these services are provided directly to individuals or families on a face to face basis or
on their behalf. Other services are provided indirectly. These include administrative
support, book-keeping, policy, research and fund-raising’.

The ANZSIC classification did not include service providers ‘whose main activity is not child care,
accommodation for older people as well as residential services and non-residential services elsewhere
classified’ and because of this, was not recommended by the Community Sector Taskforce as an
appropriate means of defining the Community Services sector.
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Discussions with stakeholders, Community Sector employees and employers concurred with this
sentiment. The general consensus was that the definition of the Scheme should be as far reaching as
possible so as to benefit as many Community Service sector employees as possible. The AIHW
definition of the Community Services sector was therefore thought to be the best for the proposed
Scheme.

2.2.2 Scope of the Scheme

Whilst there was general consensus about the way in which the Community Service sector should be
defined for the Scheme, there were mixed views about the scope of the Scheme, i.e. who within the
definition of the sector should be entitled to the Scheme.

Full time / Part time/ Casual / Short tenure employees

There was general agreement that the scope should cover workers within the sector who were
employed as full-time, part-time, casual or limited tenure employees, including independent contractors.
The exception to this was a very small contingent who felt that casual and contractor staff should not be
entitled to the Scheme due to other benefits they receive such as higher hourly rates of pay. Further
discussion however, found general consensus that casual and short tenure employees should not be
disadvantaged because of the nature of the sector (eg: difficulty in obtaining full-time work and specific
time/project-related positions).

It was also suggested by stakeholders that with regard to casual and short tenure employees, the
minimum earnings threshold for eligibility should parallel that of superannuation. Therefore, employees
earning less than $450 gross per calendar month would not fall under the scope of the Scheme.

Scope defined by type of organisation versus the role within an organisation

Discussion arose (particularly from employees and employers) around whether people should be
deemed eligible for the Scheme based on the type of organisation for which they worked, or by the type
of work they performed within an organisation. The majority felt that the organisation one worked for
should define the scope, as all employees within that organisation are likely to be working under the
same conditions regardless of their role within the organisation and therefore be equally deserving of
entittement to the Scheme.

Conversely, there was an element of support for roles being the determinant of eligibility. There was
concern raised that, due to the way in which some organisations are classified, staff could unfairly be
omitted from the Scheme. An example given was an organisation which employed both Community
Service workers and health clinicians. The provision of health services as one component of this
organisation has deemed the organisation as a health service (thus, outside the scope of the
Community Service sector), resulting in community service workers at that organisation being omitted
from the Scheme. It was suggested by an employer that, in this instance, the Community Service
workers within the organisation should fall under the Scheme whilst the clinical health workers at the
same organisation need not.

In this context (the expansion of Community Services to provide clinical care and now possibly falling
outside the scope of the scheme), it was deemed unfair that the Community Service sector was being
‘pushed to professionalise’ whilst being disadvantaged as a result, that is, now being aligned with the
health sector as opposed to the Community Services sector. As one participant stated, ‘many
organisations these days have multi-disciplinary teams and draws their skills in their workforce from lots
of different fields’. Given the continued fusion of health and Community Services, more Community
Service organisations may be at risk of falling outside the Community Service sector scope.

Private for-profit / Not-for-profit / Government funded organisations

It was agreed by many that the Scheme should cover private for-profit, non-government and not-for-
profit service providers. This argument stems from a concern regarding the potential of the Scheme to
cause differentiation within and across organisations and sub-sectors. For example, if only not-for-
profits are included, it may lead to a cost and service differentiation in the market with negative
outcomes for the sector and its employees.
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There was a suggestion by one participant that private for-profit organisations within the sector should
not be entitled to the Scheme as these types of organisations have capacity to improve working
conditions and pay rates for their staff more so than government funded and not-for-profit organisations.
However, it was acknowledged that Community Service sector workers will move between not-for-profit
and commercial operators, and therefore it would be necessary for the Scheme to cover both.

An alternative view raised by an employer of a larger organisation was that the Scheme should only
cover employers that are directly funded by the ACT Government as opposed to customer/client funded
or Federally funded. The view was taken that the ACT State Government is more likely to increase the
levels of funding as a means to fund the Scheme compared to the Federal Government and service
users who will have no vested interest in contributing more money to the service.

Stakeholder discussions (although not unanimous) found two possible exclusions from the definition for
the Scheme; those being aged care and centre-based childcare. In the case of aged care, this is
because it aligns more closely with the health sector than the community sector. Similar to the example
given above regarding the fusion of health services and community care, the distinction between aged
care and the Community Service sector is becoming increasingly blurred, and warrants the further
discussion below.

Consideration of aged care within scope — duality of carer roles

Support for older people living in the Australian community is provided through community care services
and in residential aged care facilities. Within the residential aged care sector, service providers are
classified as providing either (or both) high or low level care.

It may be surmised that permanent admissions to aged care facilities are being delayed by a greater
range, intensity and flexibility of services provided in the community. Key examples include expansion
of Community Aged Care Packages, the Extended Aged Care at Home (EACH) services which provide
high-level care in the community, and greater use of community respite services' .

The trend towards high-care services supports a contention that aged care facilities will continue to
provide a greater intensity of clinical nursing and health care to residents with more complex health
conditions. Correspondingly, the personal care and ‘lifestyle’ services which are also provided may
need to adapt to greater degree of disability and intellectual impairment.

Residential aged care facilities may not have traditionally been thought to be a component of the
community sector; in some ways, they have been seen as institutions — perhaps the antithesis of
community care philosophy. Yet the nature of residential aged care environment differs significantly
from acute health care services.

The reference to supporting the lives of residents both within the facility and as continuing members of
the wider community is important; this, and the maintenance of a homelike environment, supporting
individual expression of interests and maximising independence in activities of daily living, requires the
provision of services which are essentially similar in character to those provided through community
sector agencies.

The duality of aged care — the provision of clinical care and a homelike residential environment — and
the implications this has for the scope and nature of services that aged care facilities provide is the
differentiating feature which arguably brings this sector closer to the community sector than to the
health care sector.

The implications of this discussion are that there are distinctions which can be made between the acute
health care sector and the aged care residential sector which leave the latter more closely aligned with
community based services. There are significant overlaps in the types of services provided in residential
aged care and in the community based aged care sector, and consequently, the skill sets for the

! Andrews-Hall, S, Howe, A and Robinson, A (2007), “The dynamics of residential aged care in Australia: 8-year trends in
admission, separation and dependency”, Australian Health Review, vol. 31, no. 4, pp 611-622.
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workforce engaged to provide them will also overlap, certainly more so than with the acute health care
sector.

Potential for Queanbeyan to fall under the Scheme

It was suggested by some stakeholders and employees in support of the Scheme that the Scheme
needed to be flexible, especially considering the complex and diverse nature of the sector. This was
with particular regard to those sector employees who work in Queanbeyan and in Canberra on short
term contracts. It was thought that continuity across the two jurisdictions would be of further benefit to
those employed in the Community Services sector.

2.2.3 Mandatory participation increases equality

It was generally believed that participation in the Scheme should be mandatory for all workers. A
mandatory Scheme would avoid any worker losing access to their full long service leave entitlements. If
there were any workers left out of the eligibility for the proposed Portable Long Service Leave Scheme
this would lead to disparity between those under the Scheme and those on awards, resulting in
disadvantage.

2.2.4 Entitlements and levies

The union stakeholders concurred that the employee entitlement should be the existing standard of
6.07 weeks leave after 7 years continuous employment, with the possibility of pro-rata benefits after 5
years.

In the first instance, it was thought that employers should contribute 2% of wages to the Scheme, paid
on a quarterly basis. Broken down, this includes 1.67% for leave entitlements and 0.33% for
administration costs. There was a suggestion that the administrative percentage be funded by the ACT
Government to reduce the burden on organisations.

One stakeholder believed that unused levies should remain in the Scheme to provide for additional
funding which, once the Scheme matures and becomes self sustaining, may reduce the levy payable by
employer across the sector.

2.2.5 Fluidity within the sector: the cost of staff turnover versus professional
development for a career path

The potential for workers within the sector to move between jobs more readily elicited mixed reactions.
Those in opposition to the scheme believed that the increased movement in and out of organisations
would be of high cost to employers due to the need to recruit, provide orientation, training, and site and
client familiarisation each time a new member of staff needed to be replaced. This is currently a major
problem within the sector and the Scheme was viewed as compounding the issue.

Those in support for the Scheme believed that it would encourage people to think of jobs within the
sector as a profession or career path. One stakeholder argued that any move to make employees in the
sector think about the longer term should be welcomed, especially as the retention of employees is
important for establishing service consistency with clients which is crucial to the sector.

Further to the notion of retention is the perceived opportunity this Scheme will give for the professional
development of those who work within it. A number of employees as well as employers from small
organisations saw the potential for this Scheme to effectively encourage movement around the sector,
resulting in additional skills and knowledge being attained from increased exposure to different
community issues and organisational cultures. Gaining experience across different areas of the sector
was seen as creating a strong foundation of highly skilled workers with a variety of transferable skills,
thus building the skill base of the sector as a whole. The loss of an experienced employee who has
moved to another organisation would eventually result in the attainment of another. In this sense,
Portable Long Service Leave presented a ‘return on investment’ for employers. Increased experience
and knowledge through wider exposure to different services across the sector was also seen to
eventually assist clients due to workers improved knowledge of referral services.
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2.2.6 Increased costs to employers (and service users)

Beyond concern regarding cost of recruitment and re-training of staff is the additional cost to
organisations in order to meet the target levy. This was a concern shared by many participants,
regardless of whether they supported or opposed the scheme and regardless of their organisational
size (large, small) or role within the sector (employer, employee, peak body).

Concern about the cost to organisations pertained to the suggested 2% levy from workers wages.
Currently, employers are putting aside less than 1% of wages for long service leave which is
considerably less than the 2% that is likely to be required under the proposed Scheme. Furthermore,
the money that they currently put aside is put into an account where it can accrue interest and this
interest is used by the employer to increase service delivery or maintain a sustainable workplace.

Currently, organisations can reinvest unused long service leave funds back into their organisation when
an employee leaves within five years. This has been deemed a necessary and integral practice of
organisations who struggle for funding for their programs. The non retrievable levy for the Scheme was
essentially seen as removing a vital adhoc source of funding, particularly for smaller organisations
which often rely on this to supplement services already lacking the appropriate funding.

Consultations found that the significantly higher mandatory 2% levy was seen as having three potential
impacts on organisations within the sector. The first being the need to increase service costs to clients/
service users, the second being a decrease in the depth and breadth of service delivery, and the third
being the potential lay-off of employees.

It was a shared sentiment of employees and employers of smaller organisations in particular, that they
are already ‘undercutting’ each other when tendering for Government service delivery projects and are
now all operating on a unrealistic budgets as a result. They are adamant that the extra funding paid
towards the levy cannot come from their service delivery funding, nor impact their wages, which are
already under extreme pressure.

There was agreement that, should this Scheme be implemented, the Government must increase its
funding accordingly to cover the levy as the Community Service Sector could not cope with the financial
burden of this initiative. One stakeholder stressed that if the Scheme was implemented it would force
organisations to lobby the government for increased funding or force them to lay off employees.

A late fine for failure to pay the quarterly levy was thought to be a particularly harsh measure for
organisations already trying to operate on stretched budgets, especially as failure to pay the levy was
thought to be most likely to occur in the instance where an organisation had not received its
government funding on time. Further to this, those organisations late in paying the quarterly levy would
most likely be the smaller organisations who can least afford to pay the fine.

2.2.7 Increased administrative burden

It was generally believed that the proposed Scheme would increase the administrative burden on
organisations by adding an additional layer of bureaucracy. In particular, the requirement to lodge
quarterly returns and the transitional arrangements will increase the administrative load of
organisations. One stakeholder claimed that the Department had informed them that the existing payroll
system will not provide the facilities required to conduct recording for the Scheme, adding to this
burden. Smaller organisations in particular are already struggling with administrative requirements, with
one organisation explaining that they have an administrator who comes in on a voluntary basis and that
adding more responsibilities would be too much on top of current requirements.

Whilst agreeing about the increased administrative burden, another small employer commented that in
time, the administrative requirements for the Scheme will become an accepted part of general
administrative duties, similar to the introduction of superannuation.

In the event of the implementation of the proposed Scheme, it was broadly believed by stakeholders
that the ACT Government would need to provide funding to support the administrative aspect of the
Scheme, for at least 3-5 years, or until it came to a point where it was self sustainable.
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2.2.8 Loyalty to the sector versus loyalty to one organisation

Differing views once again emerged from participants regarding the scheme and its potential to shift
employee loyalties. This difference in opinion was split between larger employers (less support for the
Scheme in this regard) and employees/ employers from smaller organisations (more support the
Scheme in this regard).

While the intent of the Portable Long Service Leave Scheme is to retain employees within the
Community Services sector, it allows an employee to carry their long service leave entitlements with
them and therefore there is no longer an incentive to remain with the one employer. This is generally
considered to be detrimental to employers because of the obligation to contribute payments without
necessarily having the benefit of an employee’s commitment.

Stakeholders in general, felt that the proposed Scheme works in the opposite direction to the aims of
individual organisations. A number of stakeholders, (larger employers) felt that they had worked hard to
develop attractive Workplace Agreements which gave them a competitive edge in attracting and
retaining staff within the sector. There is significant resentment of the proposed Scheme for
undermining the initiatives and hard work that employers have invested in the current Workplace
Agreements. It was the view of some stakeholders that the Scheme unnecessarily overrides the
relationship between an employer and their employees.

A number of stakeholders viewed the proposed Portable Long Service Leave Scheme as contrary to
the traditional intent of long service leave, stating that ‘the proposed Portable Long Service Leave
Scheme is not long service leave except in name’. In their view, the purpose of long service leave is to
reward employees for the loyalty to a single employer. For the employer, long service leave is attached
to the value of that individual to the organisation due to accrued experience, professional development
and ‘corporate knowledge’.

In contrast, many employees, as well as employers from smaller organisations did not see the shift in
loyalty from a single organisation to the sector as a whole as being problematic. This was
predominantly because of the potential for the Scheme to build a highly skilled work force with
transferable skills that will one day be returned to the employer (as previously discussed). Moreover,
the Scheme was seen as a means of addressing the retention issues of the sector as a whole rather
than addressing retention within individual organisations. Receiving unanimous agreement from fellow
participants, one small employer stated ‘| like the idea of this Scheme encouraging people or
recognising peoples commitment to working for a long time in the community sector rather than any
particular organisation and think that's where we need to be acknowledging that people are making that
commitment’.

2.2.9 Appropriate use of the Scheme — self care and OH&S

One small employer in support of the Scheme raised a concern about the associated risks of being able
to ‘cash out’ ones entitlement rather than take it as leave. It was suggested that, due to the high ‘burn
out’ rate in the industry, employees should use their long service leave as a means of taking a break
rather than as a financial boost.

‘Most awards stipulate the time in which long service leave needs to be taken and if you
think about what we’ve said about stress and burn out in the community sector, this
Scheme may actually bypass the capacity that employers have to direct staff to take long
service leave so they get a significant break from work, and that worries me because
some of the work we do is incredibly stressful and some people choose not to take their
long service leave simply because of the financial benefit it gives'.

It was accepted however, that the way in which employees utilised their long service leave was their
own choice.

2.2.10 Unused funds

There were comments made from both sides of the stakeholder argument regarding the most
appropriate use of unused funds. The most common view was that unused funds should contribute to
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reducing the Portable Long Service Leave levy. There were also other suggestions, including the view
of one stakeholder that the unused funds should go back to the organisation that made the contribution
with interest. Other notions were investing the funds in community recognised projects, increasing other
benefits to employees, or paying for further research into recruitment and retention strategies.

2.2.11 Potential for discrimination within the sector

Another potential ramification of the Scheme was the potential for employers to discriminate against
candidates who have accrued a significant amount of long service leave. As one participant stated ‘it
could be a liability to take on a new employee who was due long service leave in the near future’. With
this in mind, it was agreed that this would need to be ‘policed’ by the administrators of the Scheme.
Suggestions to overcome this issue (particularly from employees and smaller employers) related to the
establishment of an agreement whereby new employees with available long service leave would not
take this leave within the first 12 months of employment at their new organisation.

2.2.12 Alignment with the Construction and Cleaning Industry Schemes

The proposed Portable Long Service Leave arrangements are similar to those currently operating for
the Construction and Cleaning industries. All who were supportive of the proposal thought the existing
Portable Long Service Leave Schemes of the Cleaning industry and the Construction industry were
good models to follow. In particular, it was argued that the Cleaning industry’s Scheme was easily
implemented by sharing the administrative costs with the Construction industry Scheme, and that this
strategy should be carried over to the proposed Scheme for Community Services.

It was generally thought amongst supportive stakeholders that the governance arrangements should be
the same as those for the both the Construction industry and Cleaning industry Schemes. This would
involve the establishment of a Community Services Sector Long Service Leave Board comprising of
representatives from the Australian Services Union (ASU), the Liguor, Hospitality and Miscellaneous
Workers Union (LHMU) and the Health Services Union of Australia (HSUA), employers and an
independent chair person. It was agreed that this Board should also be connected to the existing
Boards of the Construction and Cleaning industries.

Also in line with the Construction and Cleaning industries, it was suggested that the penalty for non-
compliance or non-payment should be $100 per month that the return is overdue.

Conversely to those in support of the Scheme, the majority of stakeholders in opposition to the Scheme
argued that the Community Services sector is very different to the Construction and Cleaning industries
and for this reason, the Construction and Cleaning industry model was deemed to be an inappropriate
model to follow.

In comparison to the other two sectors, the Community Services sector was identified as being different
for the following reasons:

The sector is not ‘outputs driven’; rather it is based on the quality of the service and the relationship
with the client.

Unlike the other two sectors which are made up of commercial entities, many organisations in the
Community Services sector rely on grants, sponsorships, fundraising, bequests, business services
and a large number of volunteers.

Despite the point above, most organisations in the Community Services sector have ongoing
funding and support and project based work which is not as common, nor is the risk of employers
folding or ceasing operation.

It was thought to be inappropriate for the proposed Scheme to share resources with these two existing
Schemes considering the difference in funding base.

2.2.13 Perceived gaps in addressing employee retention

Most movement is out of the sector not within it
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There was a strong belief amongst stakeholders that most shifts made by Community Services
employees are into the ACT Government not to other community sector employers. One stakeholder
said that they expect a 43% turnover in staff into the public service every year. Another employer from a
large organisation said that evidence from their exit interviews showed very few people leave to another
community sector job and most leave for the public service. The perceived reason for this is the
disparity in the level of pay between the sectors. For employees, the disparity in pay levels and working
conditions (such as flexi days, salary sacrifice and paid maternity leave) were also seen as key
influencers for movement out of the sector as opposed to within it. Employers felt that access to such
benefits would influence an employee’s decision to remain in the sector.

The situation in the childcare sub-sector was thought to be particularly bad, whereby it was very rare for
people to stay as long as five years, especially if they are untrained. It was agreed that in most
instances employees would leave to other industries not other centres. As a result of this movement out
of the sector, it was believed that there would be a high number of instances where the levy would be
collected but never actually used.

The focus of younger employees

In the context of an ageing workforce there is a recognised need within the sector to attract younger
employees. Based on anecdotal evidence sourced by one stakeholder, the presence or absence of long
service leave exerts no influence over the choice of employer for younger employees. Discussions with
younger employees found that, whilst the Portable Long Service Leave Scheme was seen as a positive
initiative and was fully supported, it would not have significant influence on their decision to join, or
remain in the sector in their early years of employment. The appealing aspects of the Scheme for the
younger employees pertained more to its capacity for professional development and the potential to
learn transferable skills for movement around the sector.

Other initiatives would be more effective, nor can the Scheme work alone

Whilst there was acknowledgement of the ACT Government’s support and recognition of the
Community Services sector though the Scheme, it was also felt that there were other more practical
initiatives than the proposed Scheme that the government could implement. There was concern from
one stakeholder that ‘this proposal will be considered by Government to be the panacea for the ailing
community sector workforce obviating them [the Government] of further support’. This sentiment was
shared across employees and small employers, who conceded that even though the Scheme was ‘one
positive step to a better package’ for sector employees, it was by no means the only answer and would
not make a significant impact on retention if applied alone. Multiple initiatives need to be made available
to sector employees if genuine retention is to be achieved.

There were a number of alternative suggestions for government led initiatives, primarily based around
the disparity of pay rates between the community sector and the government sector, which is seen as
the heart of the problem regarding staff attraction and retention within the sector. Security of funding
arrangements and adequate indexation were also areas of concern for the stakeholders. Paid maternity
leave was considered by employees as a significant incentive to stay within the sector, with several
scenarios given of female colleagues leaving the sector to find employment with organisations and
sectors who offer paid maternity leave- mostly the public sector. Given that the Community Service
sector has a very strong female contingent, paid maternity leave was seen as an extremely effective
retention strategy.

Choice in the type of benefit employees could receive was also suggested, such as a choice to salary
sacrifice, and the choice to ‘purchase’ more holiday leave each year.

2.2.14 Lack of research

A key criticism of the proposed Scheme raised by stakeholders was the lack of research that supports
it. It was argued that the government is trying to move ahead before it has all the answers, therefore,
while it may be well intentioned it is ill infformed. Specifically, it was thought that there needs to be more
quantification of the movement within and out of the sector to determine whether the Scheme is the
best possible solution to the problems of recruitment and retention. One stakeholder suggested that it

Final Report Page 11



KEY FINDINGS

would be useful to pilot the Scheme in a small-medium sized agency to see whether it improved
retention.

As was raised in the written submissions, the Community Sector Taskforce Report was thought to have
a number of limitations, and the stakeholders lacked confidence in its integrity. In particular, it was felt
that the Community Sector Taskforce Report was devised without adequate representation from large
non-government organisations.

2.2.15 Limitations of the Community Sector Taskforce Report

There was general agreement from stakeholders opposed to the proposed Scheme that the Community
Sector Taskforce Report had limitations, and some thought that in a number of areas it provided
inadequate information to make valid assessments. For example, without knowing the exact amount of
the levy it is not possible to complete a financial analysis.

There was also concern regarding the diversity of the sector and how the Scheme would respond to
this. It was the opinion of one stakeholder that establishing a Portable Long Service Leave Board of
around five members as exists for the other Construction industry and Cleaning industry Schemes
would be insufficient in representing the diversity of the Community Services sector.

One stakeholder also felt that the paper did not sufficiently reflect the views presented during the
consultations and that the research used to inform the recommendations is out of date due to the range
of changes that have occurred in the Community Services workplace environment in recent years.

2.2.16 Further clarification is required

It was the view of the full range of consultation participants that if the Scheme is to go ahead then
further clarification and information is required. This is with particular regard to:

the parameters of the Scheme, including who is covered and where the entitlements are
transferrable to.

whether the government will fund the implementation of the Scheme or the cost of administration.
the use of unused funds

whether funding from the Government for service delivery will increase so that staff salaries and
quality of service delivery are not compromised.

There was also a view that further consultation should be carried out once actuarial work has been
done.

With regard to implementation, there was seen to be a need for tailored campaigns that explain the
Scheme to each sub-sector. Further to this, one frustrated stakeholder in opposition to the Scheme
believed that it was important to educate the public about the Scheme so that it would not be viewed as
the fault of the organisation (in this instance a childcare centre) if fees had to be increased as a result.
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3 Employer/ employee survey

3.1  Methodology

Qualitative consultations were supplemented with an online survey of employers and employees. The
sample for this survey is not necessarily representative of the ACT Community Service sector as a
whole, but rather represents the views of 122 employees and employers that voluntarily completed the
survey.

Respondents were sent an email invitation to complete the survey online. The email invitations were
sent out by Community Service sector peak bodies and unions to their members on behalf of Urbis?.

The questionnaire consisted of 26 questions and took approximately five minutes to complete (see
Appendix B for the questionnaire).

The survey addressed the following areas:
How the sector should be defined
Attitudes towards the benefits and disadvantages of the Scheme
Support for the Scheme overall
The impact the Scheme will have on their personal decision to remain within the sector.

It is important to note at the outset, that the respondents somewhat low level of awareness about the
Portable Long Service Leave Scheme and the details of its application should be taken into
consideration when reviewing these results. Whilst respondents were given the link to further
information about the Scheme, it is unknown how many respondents chose to access further
information.

2 |t should be stressed here that the views represented in these survey results are not necessarily those of peak bodies or

unions.
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3.2 Results

3.2.1 Respondent profile

Of those who participated in the survey, the majority were female (81% female, 19% male) and more
than half were aged between 40 years and 59 years of age. More than half (58%) of all respondents
had been working in the sector for 10 years or less, however nearly one quarter (22%) had worked in

the sector for over 15 years.

The majority of respondents (59%) were employed by an organisation with less than 50 employees, and
classified themselves as an employee (60%) rather than an employer/manager (40%).See Appendix C

for a detailed break down of respondent characteristics)

Respondents were from a variety of Community Service sectors (Figure 1). The sample is skewed
towards the areas of accommodation/housing, case management and brokerage, and health care,

however 14 sub-sectors in total were represented.

Figure 1 — Main area of work
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3.2.2 Awareness of the Scheme

Almost three quarters (71%) of respondents had heard about the Scheme. The more common means of
hearing about the Scheme were through ‘formal announcements in their work place’ (28%), ‘informal
conversations with friends’ (22%), and through the online survey (28%).

Figure 2 — Where did you hear about the Portable Long Service Leave Scheme?
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3.2.3 Defining the sector for eligibility

Respondents were asked what they felt was the most useful way to define the Community Services
sector, and who was therefore eligible for the Scheme. There was no overwhelming consensus on the
scope of the Scheme, however, a clear preference emerged for either ‘type of employer’ (43%) and
‘type of work’ (39%).

Figure 3 — Best way to define the Community Service sector and therefore, the scope of the Scheme
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3.2.4 Attitudes towards the proposed Portable Long Service Scheme

Perceived benefits of the Scheme

Participants were asked to indicate the degree to which they agreed or disagreed with various attitude
statements pertaining to the Scheme®. Responses were based on a scale of 1-5 where: 1 = strongly
disagree; 2= somewhat disagree; 3= neutral; 4 = somewhat agree; 5= strongly agree.

Overall, there very were high levels of support for the Portable Long Service Leave Scheme. The
statement ‘| would support the introduction of a Portable Long Service Leave Scheme’ received a very
strong mean score of 4.41 out of 5. However, the degree to which the Portable Long Service Leave
Scheme would actually affect the length of time they remained in the sector was not as strong (3.56).
Just as the discussion groups revealed, this may imply that the Scheme may be less effective as a
single incentive.

There was also a strong belief that the Scheme ‘will be of benefit to employees as the entitlements
being available for the duration of a persons’ working life’ (4.53), ‘will encourage people to stay in the
sector’ (4.19), and ‘will encourage the creation of a career path’ (4.04). Still, with sound average scores
were the attitude statements that the Scheme will allow people to take time off between jobs’ (3.86) and
‘will encourage people to seek work in the community sector’ (3.73).

Figure 4 — Attitude Statements — Support
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Participants were also asked to nominate any other type of benefits the Scheme offered. Responses
pertained to benefits such as: maintaining interest in the sector; avoiding ‘burn out’ in a stressful
industry; decreasing the disparity between the community and Government sectors; developing career
pathways and perhaps creating secondment opportunities; retaining highly experienced workers who
can then mentor others; and providing financial support to women having children in the absence of
paid maternity leave.

Verbatim responses are presented in Appendix C.

Perceived disadvantages of the Scheme

Respondents were less inclined to agree with statements pertaining to possible negative impacts of the
Scheme. The highest level of concern with the Scheme related to the possibility that employers may be
less inclined to employ a person with substantial long service leave (2.85). Similar levels of concern
were raised about the expense of the Scheme to employers (2.83), and the likelihood that the Scheme
will lead to more movement around the sector (2.8). The lowest level of agreement pertained to the
Schemes potential to take funds away from direct service delivery (2.17 out of 5) and to undermine
existing competitive workplace agreements (1.92).

Figure 5 — Attitude statements - Disadvantages
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Participants were also asked to nominate any other type of disadvantages the Scheme would present.
Responses pertained to issues such as: The cost to employers; discrimination against employees with
accrued long service leave; high staff turnover, thus higher staff shortages leading to higher burn out;
detraction of funds from service delivery; inability of smaller organisations to maintain long serving
employees; staff shortages for 'back fill' when long service leave is taken; removing the ability for
employers to offer their own unique attractive employment packages, and; decreased loyalty to
organisations.

Verbatim responses are presented in Appendix C.
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3.2.5 Further concluding comments about the Scheme from respondents

At the conclusion of the survey, respondents were given the opportunity to put forward any other
comments about the Scheme. Examples of comments related to: affirming their position against or in
support of the Scheme; the need for more information; suggestions for applications of portability to
other entitlements such as sick leave; suggestions to support parental leave conditions; the need for the
Government to financially support the Scheme.

Verbatim responses are presented in Appendix C.
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Organisations providing a written submission
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Portable Long Service Leave Survey

Welcome to the ‘Portable Long Service Leave’ survey.

To thank you for taking part you can enter a draw at the end of the survey to win a $300 Myer Gift
voucher.

In the 2008-2009 Budget the ACT Government announced funding for the establishment of a portable
long service leave scheme for the community service s sector. For more information go to:
http://www.dhcs.act.gov.au

A portable long service scheme would enable workers to qualify for long service leave based on their
service to the industry rather than service with the same employer. Community services sector workers
can therefore work for any number of employers over a period of time and still qualify for a long service
leave entitlement.

This survey will help provide information back to t he ACT Government about whether you
support the new scheme or not, and what some of the advantages and disadvantages may be
for you. It will take approximately 5 minutes to complete.

Q1) Which of the following best describes your main pla ce of work (the place you work the
majority of the time)?

(Please select one only)
Accommodation/housing
Advocacy

Aged care

Case management and brokerage
Charities

Childcare

Disability

Education

Employment services
Food/hospitality services
Healthcare

Information services
Recreation

Training and skill development
Transport

Youth Services

Other (Specify)
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Q2) Approximately how many people are employed at your main workplace? Please give your
best estimate.

(Please select only one)
Less than 50 employees
Between 50-150 employees
More then 150 employees

I'm not sure

Q3) Which of the following best describes your role at your main_ place of work?
Employer/manager
Employee

Q4) Approximately how many years IN TOTAL have you been working in the community service
sector? Note: if you have ever left the community service sector, please omit that period of time from
your response.

Q5) Before today, were you aware that the ACT Governmen t plans to establish a ‘Portable Long
Service Leave’ Scheme?

Yes, | have heard about the scheme

No, | have not heard about the scheme
I’'m not sure

(If have heard about the scheme ask)

Q6) How did you hear about the scheme?
| heard about it only when approached about this survey
Formal announcement from my workplace
Informal conversation with colleagues
Media

Can't say

Ask All

There is discussion underway about the best way to define the community service sector for the
purposes of the proposed portable long service scheme. This is important, as once this is agreed all
employers inside this definition will be required to participate in the scheme.

Q7) In your opinion, what is the most useful way to def ine the community services sector and
who is therefore, eligible for the scheme?

By type of work (youth work, aged care, counsellor etc)
By type of employer (not-for profit)
By type of employment arrangement (contract, casual, EBA, Award etc)

By type of Award (SACS, etc)
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Can'’t Say

Other (please specify)

To what extent do you agree or disagree with the fo  llowing statements:

(strongly disagree, somewhat disagree, neutral, som ewhat agree, strongly agree).
The portable long service leave scheme.....

Q 8) Will encourage people to seek work in the community sector

Q 9) Will encourage people to stay in the community sector

Q 10) Will encourage people to create a career path within the sector

Q 11) Will allow people to take time off between jobs

Q 12) Will be of benefit to employees as the entitlements are available over the duration of a person's
working life

Q13) What are other advantages, if any, of working with  in an industry that offers a portable long
service leave scheme?

....................................................................... (Open ended)
No other advantages
I’'m not sure

To what extent do you agree or disagree with the fo  llowing statements: (strongly disagree,
somewhat disagree, neutral, somewhat agree, strongl  y agree).

The portable long service leave scheme.....

Q14) Will make employers less inclined to employ a person with substantial portable long service leave
entitlements

Q15) Will be expensive for employers

Q16) Will be expensive for employees due to some funds being needed to administrate the scheme
Q17) Will undermine existing competitive workplace agreements

Q18) Will be a greater administrative burden on individual organisations

Q19) Will take funds away from direct service delivery

Q20) Will lead to more people moving around the sector rather than staying in their current job

Q21) What are other disadvantages, if any, of working wi  thin an industry that offers a portable
long service leave scheme?

....................................................................... (Open ended)

No other disadvantages

Can'’t Say

To what extent do you agree with the following stat ~ ements?

(strongly disagree, somewhat disagree, neutral, som  ewhat agree, strongly agree).
Q22) ‘1 would support the introduction of a portable long service leave scheme’

Q23) ‘The introduction of the portable long service leave scheme will affect how long | will remain in the
community services sector’
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Q24) Are you

Male

Female

Q25) What is your age group?
Less than 18

18-29 years

30-39 years

40-49 years

50-59 years

60+ years

Q26) Do you have any other comments about the proposed p ortable long service scheme?

.......................................................... (open ended)
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Respondent profile

RESPONDENT PROFILE n=122

Sex

Female 81%
Male 19%
Age

18 - 29 years 13%
30 - 39 years 18%
40 - 49 years 38%
50 - 59 years 21%
60+ years 9%
Refused 1%
Years IN TOTAL working in the Community Services sector

Less than 2 years 13%
Between 2-5 years 19%
More than 5 years up to 10 years (inclusive) 26%
More than 10 years up to 15 years (inclusive) 20%
More than 15 years up to 20 years (inclusive) 12%
More than 20 years 10%
Approximate number of employees at workplace

Less than 50 employees 59%
Between 50-150 employees 25%
More than 150 employees 16%
I'm not sure 1%
Role at your main place of work

Employer/manager 40%
Employee 60%
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Detailed attitudes statements - perceived benefits of the Scheme

The Portable Long service Leave Scheme will...

The introduction of the portable long
service scheme will affect how long |
will remain in the community sector

| would support the introduction of a
portable long sevice leave scheme

...be of benefit to employees as the
entitlements are available over the
duration of a person's working life

e —— P
...allow people to take time off
between jobs
0
[ TN T

career path within the community
service sector

...encourage people to stay in the
community service sector

...encourage people to seek work in
the community sector

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

B Strongly agree @ Somewhat agree ENeutral Bl Somewhat disagree B Strongly disagree B Can't Say

Base: All respondents (n=122)
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Other advantages of working within a sector that of fers a Portable Long Service
Leave Scheme — Verbatim Responses

What are some other advantages (if any), of working  within a sector that offers a Portable
Long Service Leave Scheme?

You get more time off than others.

It allows employees to move between workplaces, performing diverse roles in order to maintain their
interest in the sector and avoid burnout.

Your long service leave will continue even if you change employer in the community sector.

In welfare work there is a risk of 'burn out' when working in high stress jobs. Therefore, it can be
healthier to change jobs or roles before this occurs. Portable long service scheme means you can
continue to work in the sector (in the 'helping' professions), yet not have to start again with long
service leave each time you move on.

It may be an advantage in that it could provide opportunity for career pathways that may otherwise
not be accessible by staying with the same organisation. Also offers potential for cross pollination of
skills/lknowledge through the sector i.e. AOD to Child Protection

Variety

It will improve career paths for people. It is difficult to get experience across different areas of work as
many organisations are small so it is necessary to change work places to gain experience to
progress. Retaining entitlements will help.

Experienced staff are encouraged to stay in the sector and mentor others

allows employees to change employers to gain different experience without losing entitlements
Allows for employees to plan the work/life balance better and with greater security.

Many in the community sector are dedicated to working within it however may not stay in any one
organisation for the length of time needed in order to be eligible for LSL. This has happened to me so
instead of having 20 years of LSL | now have only 10. It's a great incentive

Better able to manage retirement plans.

Flexibility

Makes it equal to government employees

You won't lose entitlements just because you change job.

Allows the sector to be more competitive with govt/public service. Better acknowledges commitment
and allegiance to the Community sector. OHS benefits. Improves workers capacity to be self
sustaining in a stressful and frequently undervalued sector.

The ability to move within the sector developing new skills with the security of having portable LSL.
Allow movement throughout the sector.

It allows employees who may need a break from particularly stressful areas of community service
(high risk, behavioural management, mental health) and leave the door open for a return to the sector
without penalty or fear of losing entitlement.

Moving between jobs is often the only way to advance in a career in the community sector and thus
portability of long service leave will enable people to increase skills, experience, training and thus
provide more valuable service to clients and employers.

There are advantages to portable long service leave only if the person stays in the sector. The
biggest problem with staff retention is that wages are way too low. This should be worked on first,
then people might stay in the sector. | say this because it's a battle for me to stay in the sector and |
have been in it for some time. | was also a manager in my previous job and wages were a big reason
for people leaving.

It allows for extended periods of leave, particularly since mostly women work in the sector. | am
thinking about the time women take to step out of the workforce have children and raise them to
school age re-engage with work.

It will help make up for the low wages!

If you move from working at home as an employee of a community service to working in an office of
another community service dept your super can follow.

Ability to develop skills doing different jobs where services can offer part time work it is possible to
supplement with other casual/part time work and receive benefits to both
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Stability

Most people work in the sector for altruistic reasons and | am not sure that long service leave is a real
draw card. However with portable long service leave | will get a little more from my work in this
sector. Portability supports the concept of developing skills from various employers that offer varying
jobs in the community sector and thus enhance skill development. It will also allow people to work
with different employers and with different policies and practices, such as applying SRV philosophies.

It will help to retain employees with in the industry even though they might not want stay with a
particular employer. It will also help an employer to gain personnel even though they may have a
high staff turn over. Staff can at least more on to an other employer without having to start their long
service leave all over again. Staff will be able to move from employer to employer and seek the most
suited place of employment. The Community Services Industry incorporates a variety of employment
opportunities and having portable long service leave will give job seekers the flexibility to move
around within the industry in search of the area they wish to stay in and at the same time learn
different skills.

Will support greater collaborations and partnership work within the community sector - as it would
enable 'secondment' type employment arrangements

can move to better positions still in the sector and not loose entitlements

The main advantage is that it provides recognition of long service to the sector, not just an employer.
It encourages me to stay in the community services sector and not to find alternative employment in
government, which traditionally has better long service leave entitlements.

Flexibility to move between community organisations, with loss of entitlements, and ability to stay
within the community sector as individual's don't feel like they are "missing out"

Less competition with government agencies, less staff turnover & hopefully more people willing to
work in the community sector.

It will allow people the option to take a break from the industry and | feel that this will help to avoid the
high burnout rate experienced by the community services industry.

* Retention for the employers * Security for Employees * Career Development across
agencies/organisations

It will give a few longer-term community sector employees an improvement in their conditions.

You can change services and still have your long service

Rewarding long term workers in the community sector, who have typically been receiving lower
incomes for their working life than those in comparable industries

Acknowledgement and recognition and equity

Recognition of contribution to meaningful community-based work. Another reason not to be
downhearted in a sector which by tradition has lower pay and work conditions

Person's working within the community sector and in particular the not-for-profit AOD and youth
sector are often in high stress, support/advocacy/client focused roles with under resourced
organisations that do not provide adequate staffing levels and salary rates. Client loads, intensity of
face to face interventions inevitably impact on staff well being - burn out is common and a portable
long service scheme allows healthy breaks from the front line work. Reduced qualifying periods for
long service leave would further facilitate staff retention allowing planned longer breaks potentially
reducing staff turnover.

Parity with the Public Service. The community sector loses a lot of workers to the PS, long service
leave would definitely provide an incentive to remain in community sector

Flexibility to move between orgs and therefore advance and enhance skills

We are already a sector that is under paid and we regularly lose staff to the public service sector
especially because we are located in Canberra. This is an incentive to say in the sector.

Equity with government.

At least the options are their for any flexibility for yourself and the Employer In the long run there will
some form of payment to have on retiring

Work conditions improve

It will allow employees to follow a career path between more than one community employer, to
develop and to gain a broad experience.

Recognition for staying in an industry that has a high level of burnout and stress.
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It would allow people to do 'project' or 'contract’ work without losing the benefits of maintaining
payments to super.

Employees in the community get the some of the same work entitlements as public Servants. We
may then be able to attract more people to the sector.

Incentive to remain in sector enables employees to shift temporarily into other services to assist if
there are staff shortages etc without losing benefits

As people are fairly mobile within the sector they may now be entitled to something that people in e.g.
the public service have always enjoyed even with multiple placements. People MAY stay in
community services longer if they were able to access such a scheme.

People feel their jobs as equal as government jobs

LSL is not the only portable issue. Other leave types such as Personal and Recreation/Annual leave
should be considered as a priority - these must also be portable and would be of most benefit to
attracting and retaining staff. In addition, pay parity with the ACT Public Sector must be implemented
ASAP.

Workers won't feel they have to stay where they are not happy working if they can take their LSL with
them.

That a worker can gain much more experience and knowledge within the sector as a whole if they're
able to work in different fields and cross over to different jobs within the sector without worrying about
their long service leave not being paid out. This provides the community with well rounded workers.

When employees are ready to leave a workplaces they may be encouraged to seek work in other
community services rather than moving to govt/private sector therefore we can retain valuable skills
and experience.

Opportunity to have a break when needed.
Benefits in a sector where short-term project contract and funding are common.

Career progression opportunities that don’t deny you of basic rights (i.e. long service leave)

Security Portability Opportunities Reward for loyalty

Comments after | have heard what is said at meeting

It would recognise that work in the non-government sector is, at least in one aspect, as valued as that
in the government sector

Raising the standard of the sector

Continuous employment longevity of employment because employee assured of continuity of same
style employment. | would like to say | feel for the Managers of the Community Budgets

Career path development with continual skill updates being utilised within the sector you seek to work
in

As most work in sector is very stressful being able to take one or two breaks over say a 30 year
period for say 2 to 6 months will be beneficial to workers and employers

| cannot see any benefits. Our majority of employees (80 out of 140) are employed in childcare.
Most of these employees leave within 12 month to pursue a career other than childcare - and
definitely not to pursue a career in other community based work (some leave for private centres and
some for the APS). Since this portable LSL proposal, we have been asking our employees (SACS
and childcare) if they would stay in the community sector if we offered portable LSL. All employees
said that this would not influence their decision to leave the sector. They raised issues of pay and
conditions being much greater in the APS, or greater in private run childcare centres.

| don't think it will have any significant impact. People choose careers for a number of reasons and |
would suggest that LSL is not a major consideration either for people to work in community services
or for them to stay - it would be much better to increase basic pay rates

| don’t agree with it - | do not budget for this and it will impact on my very frail bottom line! And who
will manage this and how do they get paid for managing etc will this be part of what we will be
expected to contribute!!! what a silly idea to retain workers most workers will not care about this what
we need are more innovative ideas to retain staff maybe have a central pool of workers to draw from
rather then reinventing the wheel we could all do education together all share instead of reinventing
the wheel workers could get the shifts they wanted through many providers
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None-it may encourage people to stay in the sector, but not in a particular workplace, which is the
point of long service leave. The costs for recruitment and retention will increase significantly therefore
making our services more expensive in an environment where funders are not prepared to accept
these increasing costs

Detailed attitudes statements - perceived disadvant  ages of the Scheme

The Portable Long service Leave Scheme will...

lead to more people moving around
the sector rather than staying in their | 7%
current job

29% | 17% | 31% | 14% {Z°/|J

take away funds from direct service

0,
delivery %

12% | 16% | 34% | 17% | 13% |

be a greater administerative burden

0
on individual organisations 6%

27% | 20% | 19% | 11% | 17% |

undermine existing competitive

4%
workplace agreements

4%

21% | 38% | 16% | 17% |

be expensive for employees due to
some funds being needed to 7%
administrate the scheme

25% | 22% | 22% | 7%

18% |

be expensive for employers 11% | 30% | 19% | 19% | 10% | 11% |

make employers less inclined to
employ a person with substantial
portable long service leave
entitlements

11% | 32% | 16% | 22% | 7%

11% |

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

O Strongly agree OSomewhat agree ONeutral O Somewhat disagree O Strongly disagree OCan't Say

Base: All respondents (n=122)

Other disadvantages of working within a sector that offers a Portable Long
Service Leave Scheme — Verbatim Responses

What are some other disadvantages (if any) of worki  ng in a sector that offers a Portable Long
Service Leave Scheme?

Cost to employers.

It is hard to project whether services will be disadvantaged - certain services may benefit as staff will
leave prior to accessing their long service leave, while others may find they have to pay out a greater
deal of leave.

People moving regularly. Employers not hiring employees with substantial leave entitlements -
thereby not getting the best person for the job Leave available before specific/time constrained tasks
are able to be completed

| don't see any disadvantages to employees, but it could influence the way employers make decisions
when recruiting.
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| have indicated 'can't say' above because | am unsure of the infrastructure to be put in place to cover
this. | would think that once in place it will become the norm and problems of overburdening the
industry and effects on competitive rates will disappear - or is that too optimistic?

| think that the main competition in retaining staff in the community services sector is not entitlements
or benefits, but losing workers to government departments who can pay much higher than not-for-
profit. The portable long service leave proposal will go a little way to remedying this but will not really
impact the sector in a great way.

Higher incidence of staffing shortages, therefore stress and burn-out?

Difficult to say as employers should make allowances for LSL in their budgets and that allowance can
be invested to cover long term costs. If there is movement in the sector then over time the costs
should be amortized and it should keep people within the sector and not leave if it isn't portable to
outside employment. Don't see too many disadvantages for employers as | said above firms should
allow for such costs in their budgets.

Employers’ unwillingness to cooperate. Employers don't like paying LSL.

Long service leave payments belong to workers - organisations should be keeping the money aside
anyway, so there should be minimal extra admin and no financial burden - it just means a financial
windfall for organisations, which has been at workers expense, will no longer be available to them

The portable long service leave should not take funds away from direct service - it would be unjust if
this argument was used. Governments need to plan so that employees in the community sector can
have portable long service leave without it affecting government funds for direct service. This is the
responsibility of the government: to provide for people who need services to improve their lives, and
to ensure that employees in the community sector have fair working conditions. | feel that portable
long service leave will have no impact on people moving around the sector - people will always move
around the sector for promotion and to further their skills and experience. Often people with strong
skills have worked in a variety of different areas of community services - it is a strength that people
move around the sector. The portable long service scheme should not be an administrative burden if
it is planned and implemented well, and is supported by the government.

Support workers build professional relationships with the clients they support. It is imperative that
turn over is kept to a minimum for each individual supported. The Portable Long Service Leave
Scheme will encourage people to move around from organisation to organisation making it very
disruptive for the people who are supported. Each organisation supporting people with disabilities
train their staff differently. When we have a staff that comes from another organisation doing the
same role we still train them as if they were new. Induction, Training and orientation is very
expensive and would be a financial burden to our organisation. Speaking to our employees, portable
long service leave would not be a motivator to stay in this field of work or to attract people in this field
of work.

The above questions will depend very much about the policy is developed. It's difficult to know what
disadvantages there will be, without knowing how it will work administratively

| think that the smaller services will have difficulty with funding such a scheme and therefore the
potential for them to miss out on recruiting long serving highly skilled staff with extensive experience
is likely.

All of the above is significant enough- There are more pressing issues about the sector which make
people leave-mostly the disparity between pays (government and non-government) Lets do a little
more research into what actually makes people stay-rather than a stand alone issue-it's being done
the wrong way around!!

Possibly providing difficulties to the very small organisations and agencies, who may not be able to
sustain long service eligible employees

Potential disadvantages raised in Questions 14 through 19 can be managed through organisations
paying for long service leave entitlements as they accrue to a specified Government established,
Long service leave external fund. Individual employees’ funds follow the employee as for super. Initial
costs of establishing a viable portable Long Service Leave scheme would be a state or ideally
federally funded cost. Difficult to see disadvantages once established other that workers gravitating to
best practice organisations.

The implications on existing structures, process etc within agencies - especially those of a larger
nature for example those that may be national or even global organisations.

It will undermine employers capacity to retain staff and possibly increase staff turnover within the
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sector which will be detrimental to clients

May need to consider the cost to the organisation that employs new individuals that have already
worked in the sector for some years. This could be an address cost that organisation can't afford.

Some disadvantages may be caused by funds being use for area's not listed i.e. Investment's and
such Continuations of participation of the work force staying in an stable job

Employers having to backfill when LSL is taken wand the employee has only been there a short time

Might be hard to get work if you have long service leave due

Disadvantages will depend upon how this scheme operates - i.e. do different agencies have to part
contribute etc to cost.

People already move around a fair bit, this will tend to encourage the practice. Employers towards the
"end" of an employees accrual time will potentially be disadvantaged at losing an employee for a
period of time when they haven’t had the benefit of faithful service for a significant period.

Will childcare fees need to increase to cover the costs and therefore community based centre’s
become more expensive than private run centre’s. Employers (ours for example) who pay higher
salaries and conditions of service to staff would not be able to continue to do so, given the extra
expense of portable LSL. Funding grants would effectively be reduced for providing services, as they
would need an allocation for LSL. | would like to see the research that shows portable LSL would
make a difference in staff leaving the sector. Our exit interviews show the only real way to attract and
retain these employees is to offer salaries and conditions comparable to the APS. Most of our
employees (again mostly childcare) leave the sector within the first 12 months. What would happen
to the LSL money put aside for these people? Surely we would not "lose" it to an admin authority?

Pay parity is a significant issue. The Government expects us to do work which ordinarily they would
have to do themselves, but will not fund the sector to provide long overdue pay parity which ACT
Public Sector workers. We are not charities, we are business enterprises with employee attraction
and retention issues to deal with in particular our ability to attract quality employees. The LSL issue is
a smokescreen and a drop in the ocean compared to the real issues which | have raised above.

The sector might have to work out how to send the LSL money across with the worker when the
worker changes jobs within the sector.

Lots of people in the ACT move away from both the community sector as well as the territory due to
transient factors such as partners being relocated etc. Also the competition from both Federal and
State government employment will always mean that the community sector in ACT will struggle to
retain workers for the projected "long" terms of employment. The cost really will be borne by
organisations that at the moment use those "unused LSL funds)" i.e. due to shorter duration
employment periods to provide more service delivery - as a top up to meet demand for services. This
money will go into the pool and not be accessible. Also recent training identification has shown that
there is a lot of training available, the biggest issue for workers is being replaced to attend the
training....

If it is not properly supported by government, will be a problem.

Could well see a 'revolving door' of employees - less sustained loyalty to organisation

For me, the answer to Question 14 would depend on portability of previous accruals ($)

It means that you are 'stuck’ in that sector if you want to keep your LSL entitlements. In the ACT,
most of us are lured by the APS at some stage - the scheme needs to be with the individual - not the
'sector’.

All of the abovementioned plus each CONTRACT needs new personnel to generate new ideas.

That employers cannot re-invest untaken LSL entitlements into ongoing service provocation. i.e.
someone works for a period of 4 years and leaves. the NGO has been putting aside LSL entitlements,
but because the worker has left before qualifying, the funds go back into operational expenses

It's hard to say without more information on how the scheme would be set up and managed.

Moving around the sector is not necessarily a bad thing! People learn and grow in different areas,
and can bring experience to other areas, and remain fresh in their work. Others who choose to stay in
one place are also not disadvantaged. | agree it may be a challenge to set up, but with good practice
guidelines and good admin people it would work well.

There are NONE! Initially there will be a need for organisations to adjust practices, however, this will
be a short-term operational issue which will be outweighed by the long term operational benefits of
happier staff and a reduction in the drain to the govt/pub service.
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None that | can see as long as their is sufficient funding to compensate for administration of such a
fund so as not to take away from service delivery funding.

If implemented properly there should be no disadvantages

Other comments made about the proposed Portable Lon g Service Leave
Scheme — Verbatim Responses

Do you have any other comments you would like to ma ke about the proposed Portable Long
Service Leave Scheme?

Don’'t want it

This would be good for the community sector and long overdue.

Whilst the prospect of PLS sounds good it also raises a number of questions re how this will work-
Disclosure of long services leave entitlements? Accessibility of long service leave once transferred to
new position and agency? Mandatory?

| had always assumed | would move into a government position with better pay being my main
motivator. A scheme such as this would make me rethink that decision. | can't imagine being with the
same organisation for that long, but in the sector - yes.

As someone who has come from government and political staffer work losing my long service credit to
work in the community sector was a pain.

| think that it's about time this came in, why should we lose out on our hard earned rights? We save
the government so much as a sector, we have always been markedly underpaid, compared with public
servants or the private sector.

Great ldea.

Great idea. It will support the longevity of people staying in the sector.

It has worked quite well in the construction industry.

No, accept for the comment as above. It's not long service leave provisions that need working on but
wages in general. No one will stay in the community sector long enough to benefit from long service
leave because their wages won't hold them there in the

The options to describe my work in question one did not offer an appropriate description of my job,
leading me to think the designers of this survey don't understand the nature of work in the community
sector. | checked advocacy but that is only one

| think this is a wonderful proposal and can't wait for this to be implemented.

| have worked in two community agencies for 17 years and 10 years respectively. If | had portable
LSL I would have it across both agencies, which | currently don't have. This is unfair.

The biggest incentive for people remaining in the community sector would be a substantial pay rise
and better working conditions.

I work in the community sector from an altruistic viewpoint and it allows me to minimize my tax through
this employment. | have worked in the sector in other countries and don't see problems as it will tend
to keep people in the sector.

Many Community Services rely on volunteers and employ very few staff. Some only operate 4 to 5
hrs a day, 3 or less days a week. Many people are part time or casual and accumulating any
worthwhile long service leave may be unrealistic.

It is long overdue

| think it's grand!

Another important area of need is to look at parental leave for employees of community services. Many
people leave community services to seek positions in government for the better parental leave
entitlements.

* Our industry needs it, recruitment and retention one of our biggest barriers of meeting support needs
and consistency for our client base. * Competitive marketing

Community sector employees are not usually motivated by financial benefits. If they become
important, the portable LSL scheme will not be sufficient to keep them in the sector as there are too
many other financial disincentives.
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As an employee | would highly welcome the idea, however | am also aware of the difficulties that if
would bring for my potential future employers if | decided to move into a smaller workplace.

| feel that this alone would not keep people in the community sector, they need to lift up the wages to
be competitive with the government sector

Potential disadvantages raised in Questions 14 through 19 can be managed through organisations
paying for long service leave entitlements as they accrue to a specified Government established, Long
service leave external fund. Individual employees funds

| would think that in order for it not to financially disadvantage any agency it would need to be a
centralised scheme perhaps similar to superannuation arrangements.

This proposal should be dropped and an integrated strategy to increase the community services
workforce be developed that actually did something to increase wages, improve conditions of service
and market the community sector as a career path of choice.

I'm happy to participate in something that would benefit me in my retirement if only a small amount I'd
also be looking at some forms of incentives to join

I would like to see it implemented as soon as possible as it will take a while for the benefits to
accumulate for the participants

| am about to leave a job | have been in for more than five years. As a result | will once again not get
any long service leave entitlements. | almost stayed in a job | was no longer happy in because of this.

put it in place as soon as possible

It will be interesting to find out how many different arrangements there are for LSL in the sector. How
will that then be adjusted? The best deal for a worker should be a go!

it should extend to include portable sick leave

| think its a great prospect for employees in community services, | am unsure if there are benefits for
employers, and | think it could actually be quite costly in some cases. But employees in community
services should be entitled to benefits that e.g. pub

It should carry out as soon as possible.

| have 39 years experience in the fields of Program Management, Finance, Administration, Human
Resources and Employee Relations. | have spent the last three years working in the Community
Sector and | am appalled at the lack of support from governments

The sector might have to work out how to send the LSL money from agency to agency with the worker
when the worker changes jobs within the sector.

| think it's a great idea and will make the community sector more competitive with the govt sector.

Must be supported by substantial government funding to not be burdensome on community
organisations.

It will not cost anything more!! Each workplace already has provisions for the accumulation of long
service leave funding for each employee, will just be a small administrative burden to transfer these
accumulations to new workplaces.

| fully support the proposal

It's interesting that the question about such a scheme taking money away from direct service delivery
was asked. | don't hear this issue being raised about the government sector within which, from my
observations, there is much more money spent on making

Great idea. I'm limited in my responses to g22-3 as these would be Board decisions.

Unless the employee is truly sold on the idea of COMMUNITY SECTOR who knows where the
employee's career life will go. For Example, a Business Management Degree person has just started -
why would she choose Community Sector? How long would she stay?

The scheme will help retain workers in the sector with the other main benefits being workers will be
able to recharge their batteries (play and /or study) but be able to move into different jobs in the sector.
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