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INTRODUCTION
The Victorian Trades Hall Council (VTHC) was
founded in 1856 and is the peak body for unions
in Victoria. VTHC represents approximately 40
unions and over 400,000 workers in Victoria.
These workers are members of unions that
reach into every industry in the state, both in
the public and private sectors.
Since gaining the Eight Hour Day in April 1856, VTHC
has had a long history of fighting for and defending
the rights of workers in Victoria. The importance of
winning the Eight Hour day is significant not just in
Australia but worldwide. Few advances in the quality
of life for working people would have been achieved
without the involvement of the Victorian union
movement.
Over the last 150 years, VTHC and its affiliated
unions have campaigned for and successfully won
a range of important rights and entitlements for
Victorian (and Australian) workers, including:
• Minimum wage
• Penalty rates
• Collective bargaining rights
• Freedom of association and the
right to representation
• Occupational Health and Safety
(OHS) protections
• Annual as well as Sick (and Carer’s) Leave
• Maternity and Parental Leave
• Domestic Violence Leave
• Superannuation
• Protections from unfair dismissal and
redundancy entitlements, and
• Long Service Leave.
VTHC will continue to campaign tirelessly for the
rights, entitlements and protections of workers
in Victoria, no matter their employment status,
employer or workplace.

in no way intended to supersede any submission
from an affiliate union, rather it should be read as
complimentary.
Unions exist to give workers a voice. As a result, this
submission includes personal stories from Victorian
workers who have been denied, or missed out on
benefiting from or receiving their full entitlements to
long service leave.
VTHC would like acknowledge the work of its
affiliate unions, and the ACTU, for participating in
the development of this important submission.
VTHC would also like to acknowledge the work and
ongoing support of the McKell Institute.
With the launch of this important inquiry, an
opportunity presents itself for Victoria to continue
to lead the way in the rights and entitlements of
workers. The introduction of a portable long service
leave scheme would be a groundbreaking step
forward for Victorian workers and I encourage the
Committee to seize the opportunity.

Luke Hilakari
Secretary

VTHC recognises the role of leave entitlements,
both historically and in today’s hectic and
demanding working life. The changing nature
of today’s modern workforce means leave
entitlements, as they currently stand, should
be revised and updated.
VTHC has consulted widely and collaboratively with
our affiliate unions. Unions have been encouraged
to prepare and submit their own submission
relevant to their membership. This submission is
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EXECUTIVE SUMMARY
This submission makes the case for a portable long service leave scheme for workers in Victoria.
Historically, long service leave was an entitlement granted to civil servants as acknowledgement for 10 years
of service. Today, however, the Victorian workforce is rapidly evolving with more and more workers finding
themselves in insecure work. VTHC sees this as a direct result of the corporatisation, internationalisation and
the exploitive deregulation of the Australian labour market. This model, however, does not necessarily deliver
good outcomes for workers.
A report from the Australian Council of Trade Unions (ACTU) titled ‘Lives on Hold: the report of the Independent
Inquiry into Insecure Work in Australia’ (2012) showed that almost 4 million workers or 40% of the Australian
workforce are locked in insecure work, namely as casuals, labour hire workers, short-term or ‘independent’
contractors.
Workers in insecure work regularly report having substandard employment conditions and entitlements. The
McKell Institute report, titled ‘The Case for a National Portable Long Service Leave Scheme in Australia’ (2013)
estimated that 33% of Australian workers did not have any access or entitlement to long service leave at all.
This increasing insecurity is coupled with work intensification. Australian workers find themselves working
longer and harder, with ABS data showing an increasing number of employees working over 50 hours per
week.
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This submission addresses:
•

The changing nature of the Victorian
workforce with an increasing shift towards
casual, contract and other forms of insecure
work. As a consequence, workers are less
likely or able to accumulate long service leave
than before. Workers are also expected to work
longer and harder.

•

The purpose of long service leave, currently
and as it have evolved over time. Today, long
service leave is seen as much as a needed
break from the demands and stresses of work,
to encourage rest and recovery before again
returning to work. Long service leave is not
a ‘reward’ for years of service to a particular
employer, it is an earned entitlement that has
been circumvented by employers through the
use of a casualised workforce.

•

The need for a portable long service leave
scheme, to compensate for the entitlement loss
as a result of the shift towards insecure work.
As a result of the deregulation of the labour
market, workers – through no fault of their own
– are unable to accumulate long service leave,
despite having given many years of service to a
particular industry. It is simply unfair for workers
to lose these entitlements. For businesses who
set aside long service leave payments, they gain
from a cash windfall if and when a worker leaves,
or is terminated. This cash windfall is a worker’s
earned entitlement that goes unpaid.

•

•

The impact that the loss of long service
leave can have on workers and their
families. A loss of long service leave means
workers are not able to take extended breaks, for
rest and recovery. Workers are not able to spend
extended periods of time with their families or to
take extended, meaningful leave. Long service
leave can also provide an opportunity for further
study or volunteer work, which in turn expands
the skills and capacities of Victorian workers.
The benefits that portable long service
leave could have on workers and their
families. Portable long service leave would
mean workers were again able to access leave
entitlements after a sustained period in the
workforce. It would encourage workers to take
holidays or breaks to spend more time with their
families. In addition, portable long service leave

would provide substantial benefits to employers
including the retention and increased productivity
of staff.
•

The specific needs of certain industry
sectors, recognising that some industries
already have some form of transferable long
service leave scheme; and particularly noting the
sectors experiencing high levels staff turnover as
a direct result of insecure work, coupled with
typically low pay. It is the opinion of VTHC that
some sectors, namely community care services
would benefit immensely from an immediate
introduction of a portable long service leave
scheme. It is also worth noting that the vast bulk
of work, including industry research and actuarial
studies, has been completed for a portable long
service leave scheme for community services.
Further, industries such as building services
(cleaning and security) as well as non-emergency
ambulance transport are also industries that
should be considered for prioritisation.

•

The preferred model for a portable
long service leave scheme in Victoria.
Notwithstanding that different sectors have
unique circumstances and needs, it is the
position of VTHC that there should be a portable
long service leave for all Victorian workers. The
scheme should be legislated; and the relevant
authority should report to government, plus have
a board representative of worker and employer
groups. Regular contributions should be made
by the employer, and the scheme should be
easy and simple for workers to understand.

Victoria is lagging behind other states on the
introduction of a portable leave scheme. A scheme
for construction workers has operated since 1976,
but states such as NSW and Queensland also have
schemes for cleaners, introduced in 2011 and 2005
respectively. The ACT has the most comprehensive
list of portable leave schemes, covering builders,
contract cleaners, security and community service
workers.
It is the opinion of VTHC that the recommendations,
listed on the page over, are necessary, realistic
and achievable. VTHC commits to working with
community stakeholders, employer associations
and government to secure the long service leave
entitlements of workers and to introduce a scheme
that ensures no worker misses out.
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RECOMMENDATIONS
1. That the Victorian Government recognise the changing nature of today’s modern
workforce – including the increasing prevalence of casual, contract, labour hire and
other forms of insecure work – and acknowledge the need for a portable long service
leave scheme for Victorian workers.
2. That the Victorian Government commit, in the long term, to introducing a portable long
service leave scheme for all Victorian workers; and undertake with relevant stakeholders
including community groups, employer associations and unions to develop a strategy
for its introduction.
3. That the Victorian Government commit, in the short term, to introducing a portable long
service leave scheme on an industry-by-industry basis, with the community services
sector, building services and non-emergency ambulance transport sectors proritised
for immediate introduction.
4. That the Victorian Government, in planning a portable long service leave scheme,
recognise the diverse needs of different employment sectors – particularly sectors that
are typically low paid with high rates of staff turnover as a result of insecure work – and
consider, as a minimum, a phased introduction of the scheme.
5. That a portable long service leave scheme should include minimum standards such as:
• A compulsory system for Victorian workers, regardless of employment status;
• At least 8.67 weeks leave after 10 years of service (pro-rata at 7 years) plus payout
on retirement; and
• Guarantee no loss of entitlements for workers already able to access a long service
leave scheme.
6. That the Victorian Government work with other states, where relevant, to facilitate the
transferring of portable long service leave between state bodies.
7. That the Victorian Government urge the Commonwealth Government to investigate
adopting and moving towards a nation-wide portable long service leave scheme for all
Australian workers.
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A portable long service leave scheme
for a modern Victorian workforce
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CHANGING NATURE OF THE VICTORIAN WORKFORCE
Over the last twenty five years, the Australian
workforce has changed in shape, dramatically.
Responding to global market pressures for
liberalisation and deregulation, employers both large
and small have sought to reduce labor costs. In
the drive for greater profit margins, employers have
pushed workforce ‘risk’ – once known as employer
responsibility – onto other parties, namely the
workers down the employment chain.
Employers are not the only group responsible for
this kind of cost shifting: governments of all political
stripes have embraced a similar model with shortterm, cyclical funding for public services.
As a result, almost 40% of workers in Australia today
are employed as casuals, short-term contractors;
or through labour hire or independent/sham
contracting arrangements. Over two million workers
(or 23.9%) are in casual employment, possibly the
most insecure and marginal of all employment forms.

“Insecure work [is] poor quality work that
provides workers with little economic
security and little control over their working
lives. The characteristics of these jobs can
include unpredictable and fluctuating pay;
inferior rights and entitlements; limited
or no access to paid leave; irregular and
unpredictable working hours; a lack of
any say at work over wages, conditions
and work organisation.”
‘Lives on Hold’ – Unlocking the Potential of Australia’s
Workforce: The Report of the Independent Inquiry
into Insecure Work in Australia (ACTU)

Different sectors of the workforce are impacted to
differing degrees by insecure work, with healthcare
and community services; retail and hospitality; plus
manufacturing having some of the highest number
of casuals. Further, the Bendzulla Actuarial (2007)
report into the feasibility of a portable long service
leave scheme for the Victorian community services
sector included some damning figures:
“In the Victorian community care workforce, casual
employees make up 63% of the workers with an
additional 25% being employed on a part-time

basis…85% of community care organisations do not
offer full time positions, and 15% recruit only casual
staff.” (p.21-2)
Some of the consequences of insecure work
are:
• Financial insecurity, making it harder for workers
to get home or car loans
• Less safe workplaces, as workers are more
nervous about speaking up about safety for fear
of losing their job
• Inability to plan lives due to random and irregular
days of employment
• Fewer career options, with less training
opportunities leading to poorer career
advancement.
This new industrial landscape has stripped
away the access of many workers, through
no fault of their own, to basic workplace
entitlements including paid sick leave, annual
leave and long service leave.
Our industrial relations system, including longstanding leave entitlements, has not kept up with
the changing nature of our workforce and the swift
move to more insecure modes of work. It is startling
to note in a country of significant wealth that poverty,
and the working poor, is on the rise.
According to the Australian Council of Social Service
(ACOSS) report ‘Poverty in Australia 2014’, the
proportion of people living in poverty has risen both
over the short and long term; and 33% of those
living below the poverty line are also workers (and
the majority were part time). Further, it is significant
to note that VTHC found studies from the United
Kingdom showing a direct link between low-paid,
temporary work and recurrent poverty (where people
move in and out of poverty). Clearly, insecure work
does not lift working conditions or worker’s income
for long, indeed it traps them in a cycle of poverty.
It is important to note that a modern, fluid and
responsive workforce does not have to result in
insecure work for so many Victorians. Access
to leave entitlements, worked for and fairly
accrued, can assist in reducing the impact of
insecure work. Portable long service leave is
one such leave entitlement that could go just
some of the way to lessening the severity of
insecure work.
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Disadvantage disproportionally affects women more than men.
Both the McKell Institute and Inquiry into Insecure Work reports show that women are locked into
insecure work at much higher rates than men. As a result of domestic duties and caring responsibilities,
women are often forced to look for part time work, which is also more likely to be casual in nature.
As a result, a quarter of all women workers in Australia find themselves in casual work without access
to any leave entitlements at all (While casual workers are technically entitled to long service leave under
Victorian legislation, this is really only allowable in the strictest of circumstances).
It is well known that women earn less than men – 81 cents to the male dollar – and accumulate less
superannuation over their working life, further entrenching the disadvantage. This makes access to a
portable long service leave scheme an issue of gender equality for Victorian women as well.

PURPOSE OF LONG SERVICE LEAVE
Long service leave in Australia is a historical
entitlement, dating back to the colonial years. It was
granted to civil servants after completing 10 years
of service. The tyranny of distance meant Australia
needed a unique entitlement to allow civil servants a
suitable amount of time off work to return home to
England by ship, and back again.
In Victoria, long service leave was recognised as
an entitlement for workers in 1953, with the most
current act being the Long Service Leave Act 1992.
In Victoria, portable long service leave schemes now
operate in the construction industry and across the
public sector.
It is recognised today that long service leave
is not ‘a reward’ for service to one particular
employer. Further, it is not ‘a bonus’ for
‘loyalty’ after completing so many years in the
workforce. It is an entitlement that workers
systematically accrue through their working
life. It is accumulated, similar in nature to
other entitlements such as superannuation,
with each week, month and year spent in the
workforce.
This nuanced difference in language is significant.
Whilst employers might try to paint long service leave
as a reward, bonus or incentive for employee loyalty
– it is an entitlement in the same vein as sick leave
or superannuation. It has been fought for, negotiated
and won through union agreements with employers
and legislation from governments. Any attempts

today by employers to avoid their obligations to
workers through casualisation of the workforce or
sham contracting arrangements should be taken
very seriously by government.
Additionally, this is a worker entitlement that
responsible employers budget for. For businesses
who set aside funding for long service leave
payments but when a worker leaves (or is forced
to leave) before they can claim this entitlement, the
money dedicated to that payment becomes a cash
windfall or bonus for the employer.
The purpose of long service leave is to allow a
suitable break from physical and/or intellectual
labour. It provides time for rest and rejuvenation;
holidays and adequate time spent with family; as well
as the opportunity for further study or volunteering,
if the worker chooses. It provides an opportunity
for balance between work and life commitments. It
assists older works who require medical operations
(such as knee and hip replacements) adequate time
to recover, while also retaining their employment.
For many workers, it is the only time they can take
a dedicated, planned long holiday overseas. It adds
longevity to the worker’s productive life as it allows
the worker to return to employment refreshed and
revived; and to continue working productively for
many more years to come.
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COST TO WORKERS WHEN LONG SERVICE LEAVE ENTITLEMENTS ARE LOST
There are significant costs to workers when any of
their entitlements are lost, and these costs can be
financial, physical or opportunity losses. Sectors that
are typically low-paid with high levels of insecure work
(additionally, often female-dominated) such as the
community services sector are particularly hard hit.
Affiliate unions regularly report to VTHC the loss of
long service leave entitlements for workers across a
diverse range of sectors including building services
including cleaning and security; warehousing and
labour hire work; community care and not-for-profit
sectors; as well as private non-emergency medical
transport. The diversity of these industries speaks
to the need for a fully portable long service leave
scheme.
Affiliate unions regularly report circumstances in

which a worker has been working in their employment
sector (and often at the same physical location) for
well over 10 years but due to changing contracts,
or breaks in employment or a mix of employment
types, or an unexpected period of unemployment
due to loss of a contract, they have lost their long
service leave entitlements and must constantly work
to re-accrue them.
Some of the costs to workers for loss of their
long service leave include:
• Financial pressures and insecurity, including an
inability to budget for the future
• Physical and mental strain, from long periods of
work without rest and recovery
• Lower job satisfaction, with workers feeling
undervalued by employers.
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WORKERS’ STORIES
you have to go and work for the
new successful bidder. Therefore,
you don’t benefit for long service
leave for the 3 years you have
worked.
It is unfair because, as an
employee, I lose a benefit but the
employer who has made provision
for the long service enjoyed the
benefit of tax deduction and keeps
the money.
Because of my senior age, my
job allows me to be independent
and work as my own boss,
provided I met the outputs of the
job. Statistics interest me and the
nature of the work is gathering
statistical information.

VICTOR
NUW MEMBER

company and then 18 months
with my current employer.

“I’m from South Africa and moved
to Australia 8 years ago. I have
worked in market research for
6.5 years; firstly, 5 years with one

In the area where I work, the
contracts only last 3 years.
Therefore, if the contract is not
renewed after 3 years and if you
want to continue in the same field,

MEGAN
ASU MEMBER
“I work in the community mental health for a not-for-profit agency.
My industry moves with trends and relies on government funding
so I will be very lucky to ever get any access to long service leave.
With the changes in funding means changes of contract so it
makes it even more unlikely.
With the funding coming from government, you never know when
your workplace contract will be given to another company or it is
suddenly no longer the trend in supporting this population and
that means you will likely need to leave this workplace - or even
the workplace may no longer be around after the changes.
On top of this my industry is dominated by female
employees whom often end up working part time making
it even more difficult to qualify for long service leave.
My industry needs portable leave to fix all of the above problems.”

If I had long service leave, I would
take a break from work and enjoy
a much needed rest from 7.5
years at the coal face. Next year,
if I were entitled to long service
leave, I would have that much
needed break.”

IAN, CPSU MEMBER
“I’ve only recently qualified for my
first long service leave after more
than 3 decades in the workforce,
thanks to being a federal public
servant. I’ve moved between
public sector, private sector and
academia, not always by choice
(e.g. the recession Paul Keating
had to have), while mates with the
luxury of being able to remain with
the same employer have had long
service leave three times over.
Continuity of employer should not
be required, as employee loyalty is
no guarantee of employer loyalty.
There’s no justification for those
already disadvantaged by having
to change employers being further
disadvantaged in respect of long
service leave.”
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PHILLIP
NUW MEMBER
“I work in market and social research.
I’ve been in the industry for 14 and
half years working for 2 different
companies. My working life to
date amounts to less than a year
not working for a market research
company. Where I work now is still
technically my first job! I really like to
be able to speak to people I never
would have spoken to before, and just
being exposed to different opinions.
Because it’s client-driven, it makes
reliability of work very difficult to
predict. Each company is relying upon
winning bids, tenders or competitive
evaluation processes to keep their

BRETT
AEA MEMBER

work going. Most contracts are 3
months at the longest.
I’ve been a supervisor for 4 years now,
but I’m still a casual and this means if
they’re quiet, you get reduced hours
which makes it really difficult to plan
ahead. Even as a supervisor with the
more hours and better pay, if work
is consistent but not really busy, it’s
shared out amongst the supervisors.
I’m lucky to get 20 hours a week right
now.
In the agreement it defines unbroken
service, but by working at another
market research company it has reset

the clock so to speak. I gave 7 years
service and have come back and
given another 5.5 years straight up.
I can understand losing the months I
wasn’t there, but I’ve made that back
in service to the company. I started
work in January 2001, but by my
calculations it will probably be till 2019
or 2020 before I’m entitled to long
service leave.
To be able to have 2 months paid
leave is something that you never have
as a casual supervisor or interviewer,
who can get no hours one week and
then 50 hours the next week.”

“I started in 1997, I’ve been in the industry for
18 years working for 4 different companies. I do
stretcher patient transport for non-emergency
ambulance, backing up the emergency
ambulance industry. We work shift work 24
hours 7 days a week.

didn’t gain long service at all because I kept on
losing it as I moved around.

I enjoy meeting a variety of people and being
able to help them with the challenges that they
face. Every job is totally different. You don’t know
who you’re going to meet and have to help.

It would be great to have long service leave as
people are starting to take this job as a serious
profession, so I’m really excited about this.

The first 2 companies I worked for actually lost
their contracts and had to shut down. The third
company I worked for lost contracts and had
to downsize so I didn’t get a choice, I had to
leave. Each time I went to a new company, I
had to start from square one to accumulate
long service leave.

I am now eligible for long service leave. But if
our company had lost their contract at the start
of this year, I would have lost it all again.

I would have liked to have had long service
leave for when my kids were born. I could
have stayed at home and helped out. I
have 2 kids and it would have been ideal
to stay at home to help when they came
along.

This is why I think long service leave accrual
needs to be changed.

My wife is a nurse and she used her long
service when our oldest child came along. It
would have definitely been helpful if I could
have got some time off too.

It wasn’t like I was going for a promotion, I
had to go where the work was. I don’t think
it’s fair, because I didn’t have any opportunity
to accumulate long service. The first 6 years I

I’ve been in the industry a long time and I want
to give something back to the industry to help
make it more of a profession. Now I’m planning
a family trip up the coast to Queensland.”

12

BENEFITS OF A PORTABLE LONG SERVICE LEAVE SCHEME FOR WORKERS & THEIR FAMILIES
The immediate benefits of a portable long
service leave scheme for all Victorian workers
are apparent: it grants workers fair access
to an entitlement they have worked hard to
accrue.

“A portable long service leave scheme
[for the community services sector]
goes some way towards recognising the
challenges inherent in working in a sector
that offers limited full-time opportunities,
forcing people to work multiple jobs, often
for different employers.

A portable long service leave scheme for Victorian
workers, regardless of their employment status,
would provide a minimum standard for workers. It
would in part address the growing inequity between
permanent and non-permanent (i.e. insecure)
workers.

“It
also
encourages
professional
development and career advancement by
facilitating movement across the sector,
without workers suffering the penalty
of losing accrued long service leave
entitlements.”

“Benefits from long service leave
portability are more likely among workers
aged 35 to 54, female workers and
workers engaged in particular (generally
lower-skilled) non-managerial service and
blue-collar occupations.
Notably, the highest mobility rates are
reflected in occupations that tend to be
characterised by high rates of contract and
casual labour. It is a highly gendered issue
because of the predominance of women
in the casual and part-time workforce.”
The Case for a National Portable Long Service Leave
Scheme in Australia (McKell Institute)

As noted before, access to leave entitlements
including long service leave is an inherently
gendered issue with significantly more women than
men missing out on such entitlements due to the
nature of their insecure work. A portable long service
leave scheme would go one step of the way to
reducing gendered workforce inequity. It would be
an important economic benefit to women workers.
Within specific sectors, a portable long
service leave scheme would encourage worker
retention as well as keeping knowledge and
skills within the sector. For workers in low-paid
industries, it would go some way to providing a
little financial security. Unions in the community
services sector have for some years been
campaigning for an industry-wide portable long
service leave scheme; and significant research
work, including actuarial studies, has already
been completed in Victoria.

A Portable Long Service Leave Scheme for the
Tasmanian Community Services sector: Discussion
Paper (HACSU)

The benefits of long service leave for workers
specifically include:
•

Some financial security, enabling long term
budget planning for workers and their families

•

Sufficient time for holidays, which supports the
Victorian tourism industry

•

Quality time with family and in community
activities, which leads to better social cohesion.

“CoINVEST provides portable long service
leave to workers in the construction
industry in Victoria. It is clear that many
workers are disadvantaged if they work in
an industry based on separate projects,
and frequently move from employer to
employer. The construction industry is a
typical example of this way of working.
97% of workers in our scheme have
had more than one employer over their
qualifying period. If not for CoINVEST,
these workers would not have been
entitled to long service leave.”
How CoINVEST Works (website)
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PREFERRED MODEL AND ADDRESSING INDUSTRY-SPECIFIC
NEEDS OF A PORTABLE LONG SERVICE LEAVE SCHEME
As stated in the recommendations, it is the position
of VTHC that a portable long service leave scheme
should be introduced for all Victorian workers,
regardless of their employment status as a
permanent employee, casual or any other form of
insecure work.

•

Have an appointed board of directors equally
representing employers and employees

•

Guarantee that workers will not lose any
entitlements already accrued under their current
long service leave schemes.

However, the VTHC recognises that as an interim
measure, a portable long service leave scheme
should be introduced on a sector-by-sector basis,
and with an immediate introduction for workers in
the community services sector, building (including
security and cleaning) services, as well as nonemergency ambulance transport.

VTHC supports this preferred model because it is
the simplest and fairest model, providing the greatest
security of entitlements for workers.

It is the opinion of VTHC that the preferred
model for a portable scheme should:

The McKell Institute report provides a comprehensive
analysis of varying portable long service leave
schemes. Further, affiliate unions in their own
submissions to this inquiry provide comment on the
unique and particular demands or challenges of their
relevant industries. Those specific needs include but
are not limited to:

•

Have a minimum set of standards including at
least 8.67 weeks leave after 10 years of service
(pro rata at 7 years) plus payout on retirement

•

•

Operate in a similar fashion to an industry
superannuation fund or Victorian WorkCover
with employers making regular, compulsory and
direct contributions

Sectors that already have transferable long
service leave schemes that operate with varying
success, such as construction workers, public
healthcare workers and public servants

•

Sectors with high rates of insecure work and
typically low rates of pay, such as community
services and building services (including security
and cleaning).

•

Be easy to understand and access for workers
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CONCLUSION
Aided by the union movement, Victoria has long led
the way on the rights and conditions of workers in
Victoria, Australia and across the world. The inquiry
into the portability of long service leave entitlements
presents an opportunity for Victoria to fix an
ongoing problem due to damaging employment
arrangements.

and employers, seeking to avoid their employee
responsibilities and increase profit margins, are
exploiting this gap. Further, as noted, this insecure
work and disadvantage disproportionally affects
women workers, making fair access to entitlements
such as long service leave a gender discrimination
issue.

Work in Australia has changed fundamentally. Due
to deregulation, corporatisation and liberalisation
of the workforce, almost 40% of workers now find
themselves locked in insecure work, through no fault
of their own. Industrial legislation has not keep up
with the changing nature of work today. Businesses

It is the opinion of VTHC that a portable long service
leave scheme would go some way to addressing the
inequity and disadvantage associated with the rise of
insecure work in Victoria. Given the rise in insecure
work, the recommendations of VTHC to this inquiry
are realistic, necessary and achievable.
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