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1. 
Introduction

A life course approach: “any point in the life span must be viewed dynamically as the consequence of past experience and future expectation as well as the integration of individual motive with external constraint” (Giele and Elder, 1998:19).

Changes in life expectancy, marriage and childbearing patterns, and in time spent in education, have implications for men’s and women’s labour force participation over their life course.  While there have been profound changes in the timing and patterns of people’s lives outside of paid work, changes in patterns of labour force participation have not kept pace. The subsequent work-life conflict issues mean workplaces are losing access to the skills and energy of many people. A shift in patterns of labour force participation, and hence of workplace and employer expectations and attitudes is therefore required.

This report investigates how patterns in life expectancy, marriage and childbearing, education, and labour force participation have interacted for the current cohort
 of prime labour force participants (aged 25-44) compared with those who are currently in retirement (aged 65+) and those who are approaching retirement (aged 45-64).  It argues that, currently, the years of prime family responsibility and of prime labour force participation intensity coincide, resulting in what Quiggin (2001) calls “an obviously irrational allocation of labour effort over the life cycle.”   

At the same time, the total period of labour force participation has increased, or has the potential to increase, but with less intensity currently at both entry and exit ends of the labour force participation continuum. Young people spend longer in education, but combine that with part-time labour force participation. Retirees have longer to spend in retirement and are increasingly spending more of that time in part-time work. The net result is an extension of the time people spend in paid work over their lifetimes, but decreased intensity at any one time. This pattern has the potential to be expanded - especially in the post-industrial information and service age, with less intensity of paid work at the time of prime family care responsibility, but similar overall lifetime productivity. This means fewer lifetime years spent in what is currently regarded as full-time employment (40+ hours per week) and more in what is now considered “part-time” employment. “Part-time” employment is likely to become the new norm, combined with education, family responsibilities, retirement, and other lifestyle options.

The report suggests how workers and workplaces can embrace a more flexible employment model which enables people to contribute their skills and energy to the labour market while they meet their commitments outside paid work. As well as alleviating the work-life conflict increasingly experienced as a result of the demographic and social changes that have already occurred, this would give employers access to talent otherwise lost to them.

2. 
Demographic and labour force participation trends in New Zealand

The first part of this report looks at three birth cohorts over a number of demographic and labour force participation indicators.

The cohorts are:

	Cohorts
	Born
	Age in 2001

	1
	1957 - 1976
	25 - 44

	2
	1937 - 1956
	45 - 64

	3
	1917 - 1936
	65 - 84


The indicators are

· Life expectancy

· Age at entry to labour force/full-time

· Age at exit from labour force/full-time

· Full-time and part-time labour force participation across life course

· Peak childbearing years

· Coincidence of full-time work peak and childbearing peak

· % childless

· Trends in age distribution of labour force

· Total productivity across lifetime and across the two breadwinner family model vs one breadwinner

Life expectancy

People are living longer, especially women (Figure 1).

Figure 1
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Labour force entry and exit

The age at which people enter full-time work is increasing as a result of changes in the school leaving age and the need for a more educated work force.   

Age at entry to full-time work

	
	Men
	Women

	Cohort 1

	20 - 24
	25 - 29

	Cohort 2
	15 - 19
	15 - 19

	Cohort 3
	15 - 19
	15 - 19


School leaving age

	Cohort 1
	increased to 16 in 1993        

	Cohort 2
	was 15 years from 1944

	Cohort 3
	was 14 years from 1901      


The age at which people retire from full-time work is also increasing as a result of increasing life expectancy and policy changes on retirement and the age of eligibility for superannuation.

Age at exit from labour force

	
	Men

	Cohort 1
	no data yet but no fixed retirement age and age for pension increasing

	Cohort 2
	65+

	Cohort 3
	60+

	
	Women

	
	Out
	Re-entry
	Out

	Cohort 1
	30 - 34
	45 - 49
	55 - 59

	Cohort 2
	25 - 29
	45 - 49
	50 - 54

	Cohort 3
	25 - 29
	stayed out
	


	Retirement age

	Cohort 1
	none

	Cohort 2
	none

	Cohort 3
	60-65 until scrapped in 1993 Human Rights Act

	Age eligible superannuation/OAP

	Cohort 1
	65+

	Possible increase to 70

	Cohort 2
	61 - 65+

	Cohort 3
	60 - 65


Labour force participation in full-time and part-time work

(See Table 1 in Appendix 2 for details)

The percentage of women in full-time work is increasing at all ages while the percentage of men in full-time work is decreasing at all ages except age 60-64 where it is increasing.
Both men and women are doing more part-time work at all ages (except for women 25-44 where part-time work is stable. For men aged 60-64 part-time work is increasing at a faster rate than full-time work

Figure 2
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The proportion of life that is spent in full-time work peaked for Cohort 2 (born 1937-1956, aged 45-64 in 2001) with the percentage of men and women in full-time work higher than the previous cohort (born 1917-1936, aged 65-84 in 2001).  

Cohorts 1 (born 1957-1976 aged 25-44 in 2001) and 3 spent similar amounts of time in full-time work because as male full-time work declined, female full-time work increased.

When the analysis is kept too adult life (aged 15+), Cohort 2 is still the peak, with cohort 1 and 3 similar but 1 slightly behind 3.  

To assess total life time productivity, part-time work needs to be included. The proportion of life in part-time work has increased for both men and women over time as we have moved from the breadwinner model where men worked full-time and married women/with children were not in the labour force at all (see Table 2, Appendix 2).

Figure 3 shows that as life expectancy increased, so did the proportion of life spent in full-time work for Cohort 2, but for Cohort 1 the proportion of life in full-time work has declined as more of our life span is spent in education and retirement.

Figure 3
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	% of  life in full-time work

	
	M
	F
	Total

	Cohort 1

	65
	20
	43

	Cohort 2
	75
	21
	48

	Cohort 3
	70
	15
	43

	% of adult life (15+) in full-time work

	
	M
	F
	Total

	Cohort 1
	83
	25
	54

	Cohort 2

	96
	27
	62

	Cohort 3
	92
	20
	56


Childbearing and the changing couple model of labour force participation

A nation’s total productivity depends on the combined labour force participation patterns of men and women.  Gender patterns of labour force participation differ most for married people, particularly those with children.  The time spent on childrearing generally results in some degree of withdrawal from paid work. How this balance of time between paid work and childrearing is divided between men and women has changed over time.

The breadwinner couple model prevailed in the 1940s when the 40-hour week was introduced by the first Labour government. The general pattern was that men were in full-time work and married women did not do paid work.
· 99% of men in full-time work

· 89% of married women not in labour force in 1945

· 8% of married women were in paid work in 1951

In 2001 only 8% of adults in the main workforce (ages 15-64 years) lived in a traditional breadwinner couple where the man was in full-time work and the woman was not in the labour force at all
 (Figure 4).   

In 2001, census data show that:

· 41% of adults aged 15-64 years are single.

· 43% live in couples where both partners work

· 21% live in couples where both work full-time

· 4% live in couples where neither are in the labour force

· 8% live in couples where man in FT work and woman is not in the labour force

· Rest (4%) are unemployed, not specified etc.

Figure 4
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Source: Customised data provided to the author by Statistics New Zealand

Trends in age distribution of labour force 

(See Table 1 Appendix 2 for full details)

60-64 years

Part-time and full-time work is increasing for men and women

Part-time work is increasing at a faster rate than full-time work both men and women

45-59 years

Full-time work is not increasing for men or women

Part-time work is increasing for men and women

25-44 years

Full-time work is declining for both men and women

Part-time work is increasing for men and is stable for women

20-24 years 

Full-time work is decreasing overall for men and is increasing for women

Part-time work is increasing for men and women

Life time productivity

The combination of both full-time and part-time labour force participation for men and women over all ages is presented for the three birth cohorts of our study in Figure 5.   This shows that participation in both full-time and part-time work is increasing, but the rate of increase has slowed, particularly for full-time work, for Cohort 1, resulting in a reduction in total participation growth for Cohort 1. 

Total full-time productivity has increased as a result of longer life expectancy even though the proportion of life spent in full-time work is decreasing (Figure 2).
Figure 5
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Population and labour force projections

New Zealand’s population is ageing (Figure 6) but not as rapidly as other developed countries as we have a youthful Maori and Pacific population.

Figure 6
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Source: Statistics New Zealand National Population Projections: 2001(base)-2051, series 4.

The following trends in labour force participation by age are shown in Figure 7

· The youth labour force (18-24) will increase to a peak in 2021 and then decline.

· The middle labour force (25-44) will decline from 2001.

· The 45-64 labour force will grow rapidly to 2020, then decrease.

· The population aged 65+ is going to increase.

· Statistics New Zealand projects a greater increase in the male labour force than the female labour force to 2051.

Figure 7
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Source:  Statistics New Zealand Labour Force Projections (1996 base -2051) Series 4M.

Older workers

Preferences for different work options vary over the life course according to other life activities such as education, childrearing and retirement. The 45-64 year life cycle stage is likely to be the main period of full-time work in the future, as people move from the childrearing life cycle stage and take longer to enter the retirement stage.  Surveys show this to be the period of least work-life conflict
. The 45-64 age group is also the main growth area of the population and the labour force.  

Parents as workers

The prime childrearing years are from 25-44 which is a declining age group. According to some researchers, this period coincides with the traditional prime career building and labour force demand years also.

“The period of early childhood coincides with the point at which traditional career paths demand maximum commitment to the labour force.” (Quiggan, 2001:185)

Drago et al, (2004:28) found that “the ability of full-time employees to achieve reductions in hours hits a minimum around the age of 43.  (This) fits with the notion that the ideal worker norm is most heavily applied to employees in their prime earning years.”  
	Childbearing peak ages

	
	Age

	Cohort 1
	25 - 29 & 30 - 34 

(tending towards 30 - 34)

	Cohort 2
	20 - 24 & 25 -29 

(tending towards 25 - 29)

	Cohort 3
	20 - 24 & 25 -29 

(20 - 24 main)


Testing Quiggan’s claim on New Zealand data suggests an intensification of the combined peaks of labour force and family responsibility effort/demand, at least for men.

	Age when the highest percentage are in full-time work and the peak age for childbearing

	
	Full-time work
	Childbearing peak

	Cohort 1
	Men: 25 - 34
Women: 20 - 24
	25 - 34 (tending 30 - 34)

	Cohort 2
	Men: 25 - 34
Women 20 - 24
	20 - 29 (tending 25 - 29)

	Cohort 3
	Men: 25 - 44
Women: 20 - 24
	20 - 29 (20 - 24 main)


An analysis of trends in total labour force participation and productivity during the prime years of caring for young children shows that total productivity (in terms of labour force participation) for this group peaked at Cohort 2, and has declined for Cohort 1 (Figure 8).  This decline is due to a decline in male full-time participation and a levelling in female part-time participation (Table 3, Appendix 2 for details).

Figure 8
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There has been an increase in female full-time participation in this age group.  This may in part be due to the increasing numbers of women who remain childless (Figure 9).  It is not clear whether this means it is easier to work full-time because they don’t have children, or whether working full-time makes if more difficult to have children.  Research by Janet Sceats In New Zealand and others overseas suggests it that the difficulties of combining full-time paid work with having children are increasing rather than decreasing, and are in part responsible for our declining birth rates, particularly among higher educated and professional women.
 

It could also be argued that people who do not have children have less need of a full-time income over their life course, and could potentially prefer part-time work if it were available at the same levels and conditions as full-time work.

Figure 9
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3. 
Trends and patterns in part-time work
Part-time work 1951 to 2001

Prior to the second world war married women had no significant role in the New Zealand labour force.  In 1951 25% of women were in paid work, but only 8% of married women were in paid work. By 1961 the percent of married women in paid work increased to 39%, and by 1971 to 51%.

In the 1971 census, the Department of Statistics reported that “part-time workers make a substantial and growing contribution to the nation’s production.”  From 1966 to 1971 the number of part-time workers (less than 20 hours per week) grew 77% from 31,903 to 56,478; 85% of these part-time workers in 1971 were women.

In 1976 the Department of Statistics reported that “the part-time workforce continues to grow rapidly”, increasing by 52% from 1971 to 1976.

By 1991 18% of the labour force was part-time (now less than 30 hours per week), and 75% of these were women.

In 1996 the census reported that the biggest growth in employment since 1991 was due to the increase in part-time work, accounting for 56% of the total growth.  While part-time work grew by 52% from 1991, full-time work grew by 9%.  Women continued to make up the majority of part-time workers (71%) but the proportion of men continued to increase.

Proportionately more New Zealanders are working part-time than ten years ago:  23% in 2001, 18% in 1991 (Statistics New Zealand Census data, www.stats.govt.nz). Part-time work is predominant in the 15-19 and 65+ age groups: the young who are still in education, and older workers in semi-retirement (Figure 10). One in three women workers at all ages except 25-29 is part-time (Figure 10).  

Figure 10
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Source: Household Labour Force Survey, Statistics New Zealand Labour Force Statistics 2003, Table 2.03.
Women with children

Part-time work is most common when the youngest child is aged 5-9 years (Figure 11).  At under 5 years mothers are more likely to not be in the labour force. At older ages most women with children are in full-time work.

Figure 11
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Source:  Statistics New Zealand, 2001 Census, Families and Households, Table 19 

nlf = not in labour force

Couples with children

The most common employment pattern for couples with children is for both to work full-time (Figure 12).  It is only when the youngest child is under 5 years of age that the most common pattern is for the mother to not be in the labour force (at home) and the father to be working full-time. Mother working part-time and father full-time is most likely when the youngest child is aged 5-9 years.

Figure 12
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Source:  Statistics New Zealand, 2001 Census, Families and Households, Table 19

International trends

There is evidence of growth in part-time work in recent years in Europe, UK and Australia.
 Among men and older workers in Europe and the UK, recent growth in part-time work has outstripped that for full-time work.
  While women continue to predominate in part-time work, an increasing proportion of men now work part-time.

The OECD
 reports variation between countries in part-time work trends related to policies on childcare, tax and benefits. The OECD average for part-time work by women aged 25-54 has been stable for two decades at 25%. While many countries have an increasing proportion of people working part-time, supportive policies in Scandinavia have resulted in reduced part-time participation and increased full-time participation.  

In Australia, one in three women with children under 5 years are in part-time work and 16% work full-time.
   Women with children under 15 years are almost twice as likely to work part-time (60%).  More than a quarter of all Australians work part-time, and nearly three-quarters of part-time workers are women (73%).
  While Australian men are less likely to work part-time, 8% of married men and 5% with children work part-time.  
Trends in part-time work by life cycle stage

Part-time work is increasing at all stages of the life cycle so people can accommodate other aspects of their lives.

Young people

As young people spend longer in full-time education they are more likely to be engaged in part-time work than full-time work.  This is shown in the New Zealand data in this report and also by Quiggan (2001).

Older people

People are living longer, but they are also healthier longer.  At the same time, the nature of work has changed from physical labour to service or knowledge or technical work that does not require early retirement due to declining physical capacity with age.  Literature from overseas suggests that for many this will be part-time rather than full-time.
 

In New Zealand, increases in life expectancy and consequent changes in the age of eligibility for superannuation are an incentive to continue earning income for longer.  According to McGregor and Gray (2003) the trend toward early retirement in New Zealand ended, or paused, from the mid-1980s.  Almost 50% of people in their study of mature workers in the meat industry said they would not just stop working full-stop. More than one in five (22%) said they would keep working part-time or fewer hours. A number would also like to shift to easier work later in life.

Women with caring responsibilities

The data analysed for this report shows that most New Zealand women have spent most of their lives in part-time work in order to accommodate their caring responsibilities.

Preference for part-time work by life cycle stage

An OECD study
 found the reasons for being in part-time work were:

· Want full-time work and can’t get

13%

· Caring responsibilities



31%

· Education/training


 
  7%

· Not want full-time work



32% 

This demonstrates a clear preference for part-time rather than full-time work at different stages of life.

Other evidence for a preference for part-time work is found in European Commission surveys in mid 90s Evans et al ,2001 and in a comparative study of Western Europe, North America and Australia.
  

Older workers

There are numerous pieces of research showing a preference for part-time work by older workers.  Platman (2004) found that flexible working arrangements, both part-time and other options, are popular with older individuals. A Hudson (2004) survey found that 70% of Australian managers would like to remain in the workforce on a part-time or casual basis after retiring from full-time work. In a UK study, more than a quarter (26%) of a sample aged 50+ who had left full-time work had gone to part- time work: 16% of men and 46% of women.

Parents

New Zealand research
 on work pattern preferences of couples with children found that:

· One full-time and one part-time in paid work is the most satisfactory arrangement for parents.

· Part-time work arrangements are more successful for parents, even when children are aged 14-16.

· Strategies are needed to manage the transition into the workforce after parental leave 

· Only 61% said permanent part-time work was currently available in their workplace.

· 71% agreed that part-time workers in their workplace are seen as just as committed to their jobs as full-time workers.

· Women often choose to trade senior positions for greater flexibility in hours and/or part-time hours.  This appears to be more common in younger families with women increasing their hours when their children start school. 

This is consistent with findings elsewhere
. There is a preference for dual earner households, with one or both part-time. There is evidence that it is not just women, but also some men who would like to work part-time rather than full-time. There is also evidence that a preference for part-time work is not being realised.

A study in Western Europe
 found:

· 16% of couples would prefer to both work part-time, but only 2% currently do so.

· 1/3 prefer on full-time, one part-time but only 20% currently do so.

· The majority want a dual earner household.

· The majority of those in a single earner couple household would prefer the other to have part-time work.

· 1 in 5 men and 1 in 3 women work full-time but would prefer to work part-time.

· A substantial proportion of part-time workers would prefer full-time work.

· 26% of respondents (male and female) in a UK survey wanted part-time work but didn’t have it.

Another European study
 found a preference among parents in the Netherlands for both to work part-time to address the gender inequality in paid and unpaid work roles. However, this was not a reality for most with the man full-time/woman part-time model prevailing. In comparison, this study found that as Swedish mothers increased their hours in paid work, fathers reduced theirs.

A US study found that 60% of women aged 26-55 wished to work fewer hours
. This study also found that it was work demands rather then family needs that produced the gap between ideal and actual working hours, as the 30s and 40s age group experience peak career demands.

This table from the 2003 OECD report
 shows the different paid work preferences of couples for the UK and the OECD average for couples with a child under 6 years.

Preferred and actual employment patterns for couples with child under 6 years

(actual in brackets)

	
	OECD Average
%
	UK
%

	Both FT

	48
(34)
	21
(25)

	Man FT/WomanPT
	29
(19)
	42  
(32)

	Man FT/Woman at home
	10
(38)
	13
(33)

	Other
  
	13
(9)
	24 
(10)


The OECD average preference is for both parents to be in full-time paid work, while the UK preference is for the woman to be in part-time work. Both areas show an unmet preference for women at home to be in paid work.

The gap between the preference for part-time work and the reality of full-time work may be for income reasons – i.e. the need full-time income, or it may be due to a lack of availability of desired type of work on a part-time basis. The different preferences in different OECD countries may be related to different government policies.
 

The main individual barrier to part-time work during the parenting years is likely to be income. On a lifetime basis, if part-time work during the early childhood years was offset by continuing in the labour force past 60-65 years, this latter income and productivity would offset that lost during the family years. Continued part-time labour force participation into “retirement” would offset state spending on superannuation which could be transferred to family support in the mid-life years.  

 “The increase in the potential productivity of older workers implies that a rational allocation of effort over the lifecycle would involve reduced labour supply during the years of peak family responsibilities supplemented by later retirement.”

Quiggan (2001:189):  

Evidence of preference for spreading life time productivity less intensely over more years

A Canadian study found that 52% of 79 focus group participants aged 30-65 supported working less in earlier life in exchange for continuing part-time after 65.
   Moen (2004) also had similar findings.

The Canadian study also found that the ideal retirement age is believed to be between 55 and 62 years of age, but most projected closer to 65 years as their actual age of retirement.
  This is consistent with a reduction to part-time hours in later life to bridge the desire for not continuing their mid-life work pattern but perhaps a need to continue earning. 

Part-time work increases labour force participation and productivity

An OECD paper
 notes that the increasing availability of part-time work opportunities tends to raise female labour force participation although there are variations by country.  These variations are dependent on social policy initiatives in the areas of childcare, taxation and benefits, as well as workplace policies and culture. In some countries preferences for part-time work are well above the current level of actual part-time work. Jaumotte suggests that an increase in part-time work opportunities would be likely to raise female labour force participation.

In a study by the Australian Institute of Family Studies,
 the “overwhelming majority of couple families have increased rather than reduced their combined level of employment as a result of the greater availability of part-time work.”  Part-time working has also been shown to be an important source of job growth in Japan and many European countries
. 
“If parents cannot achieve their desired work/family balance, economic development is curtailed, through reduced labour supply by parents.  A reduction in birth rates has obvious implications for future labour supply as well as the financial sustainability of social protection systems” (OECD, 2004:abstract)

Two New Zealand sources
 claim that increased labour force participation has potential (positive) implications for GDP and standard of living. 

4. 
Supply of and demand for labour

The balance between supply of and demand for labour fluctuates. At a time when demand for labour outstrips supply, the market needs to adapt to the conditions of the suppliers. To a large extent, this means providing part-time work.
  

“A labour market framework which relies on insecurity to drive effort and treats older workers as expendable will not be viable in coming decades.  An appropriate response requires a policy framework that takes account of the demographic realities of an economy based on human capital.”  Quiggan, (2001:190):  

Demand for part-time work

There are a declining number of young people entering the labour force throughout the developed world as a result of declining birth rates and the increasing time spent in education. At the same time there is about to be an increasing number retiring from full-time work as the large baby-boom cohort reaches the traditional retirement age of 60-65.

There is also evidence that some women will not return to work after having a child if full-time work is the only option. If part-time work is not available, their skills, talent and productivity are lost. If part-time work is offered, their productivity is retained on at least a part-time basis, with the likelihood of eventual return to full-time work in that organisation.

Demand side constraints in terms of the number and type of part-time jobs available are the main determinants of the level of part-time work.
 

Supply of labour

There is currently a labour and skill shortage in New Zealand and the rest of the developed world. The people to fill this shortage must come from those currently not in labour force
 or from the developing world through immigration.

Those currently not in the labour force in New Zealand are:

· Young – studying 

· Women – involved in childcare/unpaid domestic duties

· Mature – retirement

· New migrants from developing world

· People with disabilities

While not all of those not currently in the labour force want to be in the labour force, the majority of these groups are potentially more likely to be available for labour force participation on a part-time basis rather than full-time.

Barriers inhibiting the operation of supply and demand in the labour market

Platman’s (2004) model of barriers to increased labour force participation by older workers includes organisational factors and individual factors.

Organisational factors

· External environment e.g. labour supply, legislation re pensions etc, employment law, social attitudes to retirement

· Workplace setting – values, culture, structures, bargaining processes, benefit packages, operating technologies, attitudes to age, experience, training and development, early retirement policies

· Job design – demands of job (including workloads), location of tasks, work flow and pace, client factors, technology.

Individual factors

· Health & wellbeing

· Caring responsibilities

· Personal finances

Lee et al (2002) found that within the organisational area, key factors facilitating success of part-time work by professionals and managers were evenly split between contextual (job content, HR policies and practices, organisational culture – employee centred values, appreciation of the business benefits of retaining talent in short supply) and individual (managerial communication and people skills; competence and direct report competencies) factors.

The main barriers identified by Lee et al were: 

· Cultures that emphasise face-time

· Pressure to return to full-time (ideal worker norm)

· Inexperienced/unsupportive senior managers.

They also found that non face-time is accepted/not problematic when it ensues from work related travel but not from non-work responsibilities, so face-time is not the real issue. Rather it is attitudes about what Williams (2000) terms “the norm of the ideal worker.”

The norm of the ideal worker

The norm of the ideal worker was introduced by Joan Williams (2000) and used by 

Drago et al (2004), who define it as:

· Someone who obtains relevant career credentials,

· Moves immediately into employment

· Works long hours with few interruptions for periods of years or even decades

· Expects such behaviour of themselves and others

· Rewards those who most closely fit the norm with high pay, promotions and high status.

Historically the ideal worker norm was applied to men but as women have moved into professional careers the norm has been applied to them as well. The movement of women with children into paid work has challenged the assumptions on which work is organised
. But changes in the workplace have not yet matched changes in the economy of the family. Drago et al postulate that the “ideal worker norm” impacts on labour market functioning and conflicts with the norm of motherhood. Therefore, they argue, policy interventions may be needed to allow employees to alter their hours over the life course.   

As long as the ideal worker norm prevails and reward is attendant on it, couples will ensure at least one (normally the male because of higher earnings and traditional role expectations) maintains this norm.
 The counter to this is that the other partner, therefore, is left with an unequal share of the unpaid work, with negative implications for women, the labour force and society.
 

The norm of the ideal worker involves long full-time hours and applies mostly to workers in prime earning years.  According to Drago et al, age 43 is the hardest age at which to negotiate reduction in hours. This is an age at which those having children later in life are still involved in childrearing. This is not just a women’s issue. Drago found that men changed jobs in order to change their work hours more frequently than women.

 “The existence of barriers to reduced hours employment suggests the need for policies to protect the right of parents, or indeed of anyone with responsibilities external to the workplace, to reduce their working time when needed.” 

(Drago et al, 2004:29)  

Increasing supply of labour and productivity

To further increase productivity through increased labour force participation, we need to increase participation in part-time work, or increase full-time work. Increased participation can come from immigration, from encouraging those in the labour force to work more and from encouraging those not in the labour force into work. Those currently not in the labour force tend to mainly be young people in education, women caring for children, older people and people with disabilities.

Participation in full-time work is not likely to increase for those aged 20-24, as people need to spend longer in education/training than previously.

Women could be encouraged to do more full-time and part-time work through work-life balance initiatives, social policy incentives and changed employer attitudes, to overcome the barriers noted above.

Labour force participation of older workers could be increased, but they are likely to want to work part-time, and may also require work-life balance initiatives, social policy incentives and changing attitudes by management to employing older workers.

Future cohorts in this age group will be living longer and healthier and will need to combine the need for some paid work with the desire for more leisure.

Similarly, increased participation by people with a disability requires changing attitudes, increased awareness of supports and funding available and more flexible working arrangements.
 

5. 
Workplace initiatives to support part-time work
According to Jacobs and Gerson (2004), time squeezes are not purely personal, nor uncontrollable. Time conflicts between paid work and the rest of life arise from social structures. Solutions therefore require fundamental changes in the way work is organised.

The main workplace barriers to part-time work are
:

· Part-time work is not offered at senior levels

· Part-time work is not offered at pay and conditions equivalent to full-time pay and conditions in the US and UK.

· A lack of opportunity to transition from full-time work to part-time work and back again as life circumstances change. The statistics show that women’s withdrawal from the labour force or reduction to part-time hours is a temporary, transitional state related to the age of the youngest child (see section 3).

· Lack of career path flexibility.

· Lack of convenient, affordable, quality childcare.

These barriers are mostly related to women with young children not fitting the norm of the ideal worker i.e. attitudinal, workplace culture and values. But there is also a need to accept that older workers may wish to step off the career trajectory into part-time work rather than going into full-time retirement.

Part-time work available at senior levels or at the same level as when working full-time 

The increasing age at which couples are having children means part-time work needs to be available at senior levels. More than 50% of children are now born to women aged 30 years and over,
 meaning that these women are mid-career, not entry level.

There is a body of research and evidence that part-time work can be successfully undertaken by senior managers and professionals.  10% of US professionals work part-time.
 Lee et al’s (2002) research findings refute conventional wisdom that part-time work is not feasible for senior employees/those supervising others. They say it just takes some effort and attitude change by management to look at the factors that facilitate it and those that don’t and make changes to workplace culture and practices. Their research included views of co-workers, direct reports and senior managers. The Catalyst (2000)10 year longitudinal study of women managers and professionals working part-time also shows it can work.

The availability of high level part-time work reduces staff turnover. A US study of highly educated, high income working mothers found that 23% would have left if not for this option, which the authors term “new concept part-time work.”
 

Some countries, such as Sweden and Denmark, have policies or legislation which enable mothers to continue to work part-time in their original jobs, while in others, such as the UK, part-time hours are likely to be available only at lower occupational levels.
 

A New Zealand study of part-time work in the Public Service
 found it to be concentrated in the lower salary grades and underrepresented in the higher salary levels. This study also provides case studies of successful part-time work arrangements at management level, and practical advice on how to make such arrangements work.

Part-time work at pay and conditions of equivalent full-time/at same level

In many countries part-time work is available at the same pay and conditions as equivalent full-time positions. But in other countries, such as the US and the UK, it is not.   This suggests the availability of part-time work at the same pay rate and conditions as full-time is being constrained in some countries by attitudes and values, such as the norm of the ideal worker.  Part-time work is stigmatized as low status work and part-time employees as not fully committed workers
. 

Women often return to work after a break (for child rearing) to a part-time job that is below their skill level, offers fewer opportunities for further training and career development, is segregated in specific female activity sectors and has a negative impact on their economic prospects
. 

The ability to transition from full-time to part-time and back to full-time 

People may wish to transition between full and part-time work and back again after the birth of a child, when a family member needs care, to pursue study or as a result of a temporary illness or injury. While some people may like to work part-time throughout their life, for many it is a temporary, transitional requirement to accommodate a life course stage. 

Research by Drago et al (2004) shows there is a lack of flexibility available to transition between full-time and part-time hours, and that lack of flexibility is greater for women than men. Drago et al’s research showed that fathers and childless women are more able to transition between full-time and part-time work than mothers. These distinctions indicate again that this lack of flexibility to vary the number of hours regularly worked over a period of time is at least in part related to attitudes, values, and the norm of the ideal worker, rather than any organisational inability to accommodate the transition.  

Drago et al also found that professional and managerial workers of both sexes were more likely face the lack of their normal job being available on a part-time basis than other occupational categories. Other research reports on the lack of part-time work being a barrier to retaining women at senior levels and retaining women in an organisation.
 

An example of a New Zealand employer that does offer flexible transition from full-time to part-time and back to full-time work, and the benefits to the organisation of doing so, is Westpac,
 an EEO Trust Employers Group member.

· In 2001 they had a 39% return rate from parental leave.

· In July 2002 they introduced a new parental leave policy – more flexible and graduated return to work options customised to the needs of individual staff, plus extra paid parental leave on top of the statutory requirement, keeping in touch while on leave etc.

· In 2002 they had a 56% return rate.

· In 2003, of those who have completed their leave period, 70% have returned rather than resigned.

Another New Zealand organisation PricewaterhouseCoopers (PwC) retains skilled staff by enabling them to work part-time.
 For example, Lynne Taylor is a director in corporate finance at PwC. She has been with the organisation since 1989, although at that time she was in the UK office of one of its founding companies, Coopers & Lybrand. When she returned to New Zealand in 1991 she continued to work for Coopers & Lybrand and stayed with the organisation that grew out of the merger with Price Waterhouse in 1998. 

Lynne was initially employed as a consultant and was appointed director in 2001, despite having two children and working part-time. According to Lynne, her success at PwC is partly a result of the firm’s approach to retaining talented staff and its determination to help women develop and progress

Career path flexibility 

A whole range of working options need to replace the one size fits all career path model based on the ideal worker norm
 “otherwise children and relationships could be luxuries many people find they simply can’t afford” (Fox, 2004:20).

A US study following professional and managerial women for 10 years found that women credit the availability of part-time work during critical child-rearing years as the key to maintaining career momentum (Catalyst, 2000). Half of the women in the study had returned to full-time work within 10 years.  Flexibility resulted in retention – over half of the women in the study said they would not have stayed without the part-time option while their children were young.

Childcare

The cost of childcare is a major disincentive to women on low incomes returning to the workforce, particularly part-time. The provision of quality, affordable and convenient childcare is not just a workplace issue but some organisations do assist their workers to meet this need. For example, a winner in the EEO Trust Work & Life Awards 2004
 was DPA & Associates of Taupo which provides a subsidised nanny to care for employees’ children in their own homes.  The business benefits of doing this, say the firm’s directors, are:

· increased productivity, 

· increased hours that parents can work, 

· better efficiency, 

· better bottom line, 

· and retention of experienced staff at a small cost to the business.

The business benefits of enabling part-time work

“Organisations perform better when they align HR policies with business strategies and external environment forces” (Lee et al, 2002:211).

The business benefits of work-life balance initiatives,
 such as the provision of quality part-time work to suit the needs of people at different life cycle stages are:

· Improved retention, especially of valuable employees in a competitive market

· Reduced turnover and recruitment costs, including improved return rate from parental leave

· Reduced absenteeism

· Increased productivity 
The role of employers

Corwin et al (2001) suggest a manager’s task is to work out what makes for a successful part-time arrangement.

A recent survey in Australia and New Zealand
 found management attitudes were the main barrier to greater flexibility in the workforce.  Managers are reluctant to do the work necessary to make special arrangements for employees
.  Change to a more flexible way of working requires three things:

· a recognition and acceptance of the benefits to productivity.

· a management shift from monitoring desk time to monitoring output. 

· an attitudinal shift from distrust to trust.

Research shows that SMEs are generally high providers of work-life initiatives such as flexibility.
 They tend to do this on an informal basis, without the need for formal policies.   

Research on the effect of organisation size on the provision of part-time work is mixed.  Larger organisations (20+) may find it easier to allow desired hours changes as employees are more substitutable in larger organisations.
  However the ideal worker norm may also be stronger in larger organizations with a specified workplace culture, making them unlikely to deviate from the traditional workplace norms.

The employee

Corwin et al (2001) outline strategies employees can use to maximise the success of part-time arrangements.  For example, transparent schedules, promotion of the business benefits, cultivating senior management support.

6. 
Social policy initiatives

The European Commission Report 2001 on the social situation in the EU recommends policy goals that enable couples to reconcile their desire for children with participation in the workforce. Compatibility between child-rearing and labour market participation is improved and fertility is higher in member states where caring activities are better shared between men and women, public caring infrastructure is more developed, part-time jobs are more available and legislation is more family and female friendly.
 

A study of EU countries
 found rates of part-time employment vary across countries and within countries over time because they are highly responsive to shifts in public policies.  These include:

· Earnings thresholds in relation to social assistance payments

· Tax incentives for employers to hire part-time employees

· Wage equality policies for part-time employees
The highest employment rates for mothers in EU countries are found in Scandinavian countries as, in addition to these policies, they also have the most developed childcare and family leave provisions.

Incentives for part-time employment include:

· Benefits and allowances that support young people, women and mature people into part-time work

· Increasing earnings thresholds in relation to social assistance payments

· Tax incentives for employers to hire part-time employees

· Policies of wage equality with full-time workers for part-time employees

· A more neutral tax treatment of second earners relative to single individuals

· Stronger tax incentives to share market work between spouses

· Childcare subsidies especially targeted at low skilled women who suffer the biggest distortion in their labour supply decision.

· Paid maternity and parental leaves.

· Legislation to give parents the right to work part-time and to resume their full-time job

· Same training opportunities and other conditions as full-time workers, possibly by legislation

Disincentives for part-time employment include:

· Inadequate public childcare subsidies

· Child benefits rather than childcare subsidies

· Tax penalties on couples earnings

New Zealand policies 

A comparative analysis of family policies in industrialised countries by Gauthier (1996) found that New Zealand, along with the US, Canada, the UK and Australia was in the lowest category of provision of family support. These countries were categorised as individual responsibility not state/public responsibility for families. Since then changes include: 

· Increases in benefit abatement thresholds in 1996. These improved financial incentives to combine the Domestic Purposes Benefit (primarily received by sole parents) with part-time employment.
 This was accompanied by various facilitative measures aimed at smoothing the path from benefit to full-time work. 

· The introduction of paid parental leave in 2002. 

Overseas examples of legislative incentives for part-time work

The European Union (EU) introduced a directive on part-time work in 1997
 setting out general principles and minimum requirements relating to part-time work to eliminate discrimination against part-time workers, improve the quality of part-time work and eliminate barriers to opportunities for part-time work.  

In response to the EU directive, the UK introduced The Part-time Workers Regulations (Prevention of Less Favourable Treatment)
 in 2000. This provides for part-time workers to:

· Receive the same hourly rate as a full-time worker

· Not to be excluded from training

· Have the same leave entitlements

· Have the same access to benefits e.g. pension schemes

Germany has prohibited discrimination between full-time and part-time work since 1985.  New part-time laws introduced in 2001-02 brought Germany into line with the 1997 EU directive which aims to encourage more men to take the part-time option and increase the flexibility of the labour force
. The key provisions of these laws are:

· Employers must honour employee requests, at all levels including managers, to switch from full-time to part-time work.  

· If full-time jobs are available part-timers wanting to return to full-time work must be given preference.  

· The burden is on the employer to prove why doing so would not be possible or cause excessive hardship to the company. 

An OECD study, which includes New Zealand, recommends legislation for the right to request part-time flexible hours to be offered to people with children and cites countries which already have such legislation: Portugal, the Netherlands.
  This legislation gives parents the right to work part-time and to resume their full-time job i.e. the right to part-time work as a bridge back to full-time. This option has low availability in the UK and Germany and without this many parents drop out of the labour force completely rather than go straight back to full-time work after parenting leave.

7. 
Conclusion

Part-time work is not yet the new norm, but it is increasing and may be the most likely source of increased labour force participation by those currently not in the labour force or about the leave it. A changing norm of the ideal worker, along with supportive policy changes at government and workplace level may be needed in order for part-time work to increase its contribution to labour force participation and productivity.   

There is evidence in this report to support the theory of a potential increase in labour force participation and productivity over the life course by extending the proportion of life spent in the labour force while at the same time reducing the intensity at earlier life cycle stages which conflict with the childrearing years.

Appendix 1

Methods and Approach

Life course approach

	Cohorts

	Born
	Age in 2001

	1
	1957 - 1976
	25 - 44

	2
	1937 - 1956
	45  -64

	3
	1917 - 1936
	65 - 84


Variables

· Life expectancy

· Age at entry to labour force/full-time

· Age at exit from labour force/full-time

· LFP full-time part-time across life course

-
15-24

-
25-44

-
45-59

-
60-64

· % life in full-time work

· % life in part-time work

· childbearing peak

· coincidence full-time work peak and childbearing peak

· % childless

· % 60/65+ vs % 18-24

· Total productivity across life time and across two breadwinner family vs one breadwinner

Methods

1. Labour force participation was calculated from census data.  Each cohort covered four censuses per age group and averaged the sum of the percentage participation.

2. Age of entry and exit to full time work for each cohort is calculated using the median, ie when 50% doing it, as per Ravenera et al, 2002.

3. Life table survival analysis has also been used overseas.

4. Proportion of life in full-time work: Add total number of years for each 5 year age groups where full-time participation was 50% or more, as % of total life years using life expectancy for each cohort. Proportion of adult life in full-time work calculated by taking away 15 years spent in school from total life expectancy, and calculating as above.

5. Life time productivity: Add all age groups FT % divide by 4 (age groups number of)

6. Missing data imputed by previous rate of increase/calculated on available data/take midpoint of two results (which were close). Total = FT + PT/2.4 (Hakim, (1996:67) On average it takes 2.4 part-time employees to provide the same number of hours as one full-time employee.  Statistics New Zealand uses 2:1 ratio.)

Data limitations

· Lack of data for Cohort 1 past age 44

· Data on part-time work not available pre 1981  

· Definition change 1986 from 20+ hours per week to 30+ for FT 

(1981 data revised to match 1986, so we have comparability from 1981)

Appendix 2: Tables

Table 1 
Trends in labour force participation in New Zealand

	LFP

	Full-time
	Part-time

	
	M

%
	F

%
	M

%
	F

%

	Age 20 -  24
	
	
	
	

	Cohort 1
	78
	58
	6 
	11

	Cohort 2
	93
	54
	-
	-

	Cohort 3
	96
	50
	-
	-

	Age 25-44
	
	
	
	

	Cohort 1
	79
	44
	5
	23

	Cohort 2
	94
	39
	2
	23

	Cohort 3
	99
	26
	-
	-

	Age 45-59
	
	
	
	

	Cohort 1*
	75
	48
	-
	-

	Cohort 2
	74
	43
	6
	22

	Cohort 3
	90
	34
	4
	18

	Age 60-64
	
	
	
	

	Cohort 1
	-
	-
	-
	-

	Cohort 2
	50
	22
	10
	18

	Cohort 3
	40
	12
	7
	8


* only early part of cohort so far

Table 2
Total productivity across life time and across two breadwinner family vs one

	
	Women 20-24 in FT work
%
	Men 20-24 FT
%
	Total FT productivity
%

	1
	58
	78
	68

	2
	54
	93
	74

	3
	50
	96
	73

	

	
	Women 20-24 PT
	Men 20-24 PT

	Total PT productivity

	1
	11
	  6
	  9

	2
	-
	-
	-

	3
	-
	-
	-

	No part-time data published but census commentary 1971 says it increased 1951-1971

	

	
	Women 25-44 in FT work
%
	Men 25-44 FT
%
	Total FT productivity
%

	1
	33
	79
	56

	2
	39
	94
	67

	3
	26
	99
	63

	

	
	Women 25-44 in FT work

%
	Men 25-44 FT

%
	Total FT productivity

%

	1
	33
	79
	56

	2
	39
	94
	67

	3
	26
	99
	63

	

	
	Women 25-44 PT

	Men 25-44 PT

	Total PT productivity

	1
	23
	5
	14

	2
	23
	 2
	13

	3
	-
	-
	-

	No part-time data published but census commentary 1971 says it increased 1951-1971

	
	
	
	

	
	Women 45-59 in FT work
%
	Men 45-59 FT
%
	Total FT productivity
%

	1*
	48
	75
	62

	2
	43
	74
	59

	3
	34
	90
	62

	

	
	Women 45-59 in FT work
%
	Men 45-59 FT
%
	Total FT productivity
%

	1*
	-
	-
	-

	2
	6
	22
	14

	3
	4
	18
	11

	* only data for oldest in cohort so far

	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	Women 60-64 in FT work
%
	Men 60-64 FT
%
	Total FT productivity
%

	1
	-
	-
	-

	2
	22
	50
	36

	3
	12
	40
	26

	

	
	Women 60-64 PT
%
	Men 60-64 PT
%
	Total PT productivity
%

	1
	-
	-
	-

	2
	18
	10
	14

	3
	8
	7
	8


	Life time productivity

	
	FT
	PT
	Total
	Ratio PT:FT

	Cohort 1
	60
	14
	66
	23

	Cohort 2
	59
	13
	64
	22

	Cohort 3
	56
	9
	60
	16

	
	
	
	
	


Method:

Add all ages FT divide by 4 (number of age)

Missing data imputed by previous rate of increase/calculated on available data/take midpoint of two results (which were close).

Total = FT + PT/2.4* 

* Hakim, (1996:67) On average it takes 2.4 part-time employees to provide the same number of hours as one full-time employee.

Table 3  
Labour force participation and productivity, 25-39 age group
	
	Women 25-39 in FT work
%
	Men 25-39 FT
%
	Total FT productivity
%

	Cohort 1
	42
	79
	61

	Cohort 2
	36
	96
	66

	Cohort 3
	25
	96
	62

	

	
	Women 25-39 in FT work
%
	Men 25-39 FT
%
	Total FT productivity
%

	Cohort 1
	22
	5
	14

	Cohort 2
	22
	2
	12

	Cohort 3*
	-
	-
	-

	* no published data but qualitatively from Census commentary we know that part-time work was increasing from 1951 to 1971.

	

	
	Total productivity* 25-39 years
%

	Cohort 1

	67

	Cohort 2
	71

	Cohort 3
	62

	* FT + PT/2.4
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