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Schemes and Return to Work
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Welcome & Updates

U Dzana Ferhatbegovic, Womends Empower
UN Global Compact

U Carmen Niethammer, Gender Secretariat, IFC

U Elena Bombis, Children's Rights, UN Global Compact

Supporting Working Parents

U Elizabeth Broderick, WEPs Leadership Group Co-Chair
and Former Australian Sex Discrimination Commissioner

U Lisa Pusey, Principal Adviser, Sex Discrimination,
Australian Human Rights Commission

Promotion of Equality & Diversity in the Workplace
U Adele Badaracco, Manager, Foreign Labour Law, ENI

Career and Family Transition
U Ellen Williams, Assistant Director, Americas Diversity &
Inclusiveness Center of Excellence, Ernst&Young

Recruitment Processes Involving Pregnancy
U Andrew Medard, Managing Director, amge+

Send questions throughout the webinar via
n ¢he Quedtians pane (Ap | Péease specify to
whom the question should be directed.

Example: Question for John Doe: What are
the Guiding Principles?
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The Principles

2

Leadership Promotes
Gender Equality

Health, Safety and
Freedom from
Violence

Education and
Training
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e w03 Joint initiative of the UN Global Compact and UN Wom
UN WOMEN @
UNITED NATIONS
GLOBAL COMPACT
A Framework for business on how to empower women in the workplace,
marketplace and community
A Help companies mainstream gender equality throughout business operations
and other areas of corporate sustainability
A Emphasize the business case for corporate action to promote gender equality
A Elaborate the gender dimension of good corporate citizenship, the UN Global
Compact, and business' role in sustainable development
A Over 1,060 CEOs have signed the CEO Statement of Support for the WEPs

OWhen you embrace these Principles, you join a

great and gathering movement to unleash the

power of women and change thie2 NX R X

Byworking together based on shared values, we can
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- UN Secretarfzeneral Ban Knoon
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Community
Leadership and
Engagement

Transparency,
Measuring and
Reporting

www.WEPrinciples.org | \W#EPrinciples | #WEPs | Facebook.com/WEPTinciples



S

49 22YSyQa 9YLR 6 S NIEGulily MeandByishas
e w03 Joint initiative of the UN Global Compact and UN Wom

UN WOMEN @

UNITED NATIONS
GLOBAL COMPACT
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Resources:

u Call to Action: Invest in Women's Rights to Health

U Call to Acti on: |l nvest i n Womends Emp

U Call to Action: Tackle Unconscious Bias to Create Inclusive Business
Environments

U Free Implicit Association Tests to help companies uncover unconscious bias

For more tools and resources, visit www.WEPTrinciples.orqg



http://weprinciples.org/files/attachments/WEPs_Call_to_Action_Investing_in_Women's_Health.pdf
http://weprinciples.org/files/attachments/WEPs_Call_to_Action_Investing_in_Women's_Health.pdf
http://weprinciples.org/files/attachments/WEPs_Call_to_Action_Investing_in_Women's_Health.pdf
http://weprinciples.org/files/attachments/Womens_Employment_Brief_Web.pdf
http://weprinciples.org/files/attachments/Unconscious_Bias_Call_to_Action.pdf
http://weprinciples.org/files/attachments/Unconscious_Bias_Call_to_Action.pdf
http://weprinciples.org/files/attachments/Unconscious_Bias_Call_to_Action.pdf
https://businessiats.diverseo.com/
https://businessiats.diverseo.com/
http://www.weprinciples.org/

The principles can be mapped for action in:

#(), $2%. 603 2
AND BUSINESS
PRINCIPLES

A Set of principles to guide
companies on a full range of
actions they can take in the
workplace, marketplace, the
community & the
environment to respect and PRINCIPLE 3:
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caregivers
A Co-developed by UNICEF, UN
Global Compact and Save PRINCIPLE 1:
the Children PRINCIPLE 2 Child Rights

Child labour Integration

A Principle 3: Provide Decent
Work for Young Workers,
Parents and Careqivers

PRIMCIPLE 10: PRIMCIPLE 7:
Community & Environment
www.childrenandbusiness.org government & land
afforts
bombis@unglobalcompact.org PRINCIPLE 5:  PRINCIPLE &: &
Emergencies Sacurity
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http://www.childrenandbusiness.org/
mailto:bombis@unglobalcompact.org

SUPPORTING
WORKING
PARENTS

Commission

é Australian
Human Rights
o
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Supporting Working Parents

Keyfindingsof the National Review into discrimination in the workplace related to
pregnancy, parental leave and return to work

WWW.Ssupportingworkingparents.gov.au



http://www.supportingworkingparents.gov.au/

Australian
Human Rights - - €
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1In2

mothers reported experiencing
discrimination in the workplace at

some point during pregnancy,
parental leave or on return to work

\ ®




270/0 of the fathers and
partners surveyed reported
experiencing

discrimination during

parental leave or when they
returned to work




Many different forms of
discrimination
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redundancy and dismissal.



No worker or workplace is
Immune

A Cut across all industries, sectors,
occupations and size businesses

A Some groups of workers were
particularly vulnerable



Financial impact

Impact on career and
job opportunites

Impact on family

Physical health

84% of mothers who experienced
discrimination on at least one occasion,
reported a negative impact

sios [

I
I

39%

_ 2%
| |

10% 20% 30% 40% 90%

60% 0% 80%



SAA0NAYAYIl GA2Y KFa | yS3t
engagement in the workforce and their attachment
to their workplace

A 22%of the mothers that experienced discrimination in the
workplace during pregnancy did not return to therkforce

A 32% of mothers who were discriminated against at some
point went to look for another job or resigned

A 18% of mothers indicated they were made
redundant/restructured, dismissed or that their contract was
not renewed at some point during their pregnancy, when
they requested or took parental leave, or when they
returned to work
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Only 9% of mothers that
experienced discrimination
made a complaint



Reasons for not taking action

A 27% felt that the discrimination was not
28NA2da Sy2dAKT Al RAR
they sorted it out

A 24% felt it was too hard, stressful or
embarrassing for them to take action

A 22% felt that they would not be believed or
nothing would change if they took action in
response to the discrimination they
experienced.



| would describe my experiences during pregnancy, whilst on

parental leave and on returning to work as harrowing,

disappointing and probably the worst experience of my life. |

spent much of my pregnancy feeling anxious (and sometimes in

tears), despite being thrilled about the pregnancy and being

physically well. | felt powerless, vulnerable and fearful about my

220 aSOdz2NAGeé |yR O2dzZ RYQuU dzyRSNEGLI YF
badly, especially given my unquestionable commitment to the

organisation over the previous seven years.

- Affected individual



Challenges for employers

A Lack of access to concise information on rights
and obligations

A Competing demands of managing business
with the needs of pregnant employees

A The management skills gap

A Finding agd training replacement employees
oaol Ol FAL T €0

A Operating in an environment of uncertainty



The first thing Is that you try to be very excited
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[thinking] Is how the hell am | going to replace
this person for the next year? With the best
Intentions in the world not to discriminate in any
way, how can you avoid being concerned: how
am | going to run this company and meet my
objectives In the next year or two?

- Employer



Leading practices and strategies

A Many organisations are implementing innovative
strategies to address these issues in the workplace



Summary of KeklindingS

Discrimination in the workplace related to pregnancy,
parental leave and return to work:

A is pervasive
A is deeply hidden
A can derail the best policies and practices

A Takes strong and bold leadership to address within
the organisation



Principles for Reform

. Understandingights and obligations is the
startingpoint

. Dismantling harmful stereotypes, practices and
pehaviours about pregnant women and working
parents is critical to eliminatingiscrimination

. Strongstandards and improved implementation
driveschange

. Ongoing monitoring, evaluation and research
will help to shape effective action.




SUPPORTING
WORKING
PARENTS

FOR EMPLOYERS
What if my employee is not

entitled to unpaid parental
leave?

READ MORE

Employers Employees

FOR EMPLOYERS I8 FOR EMPLOYEES

WHAT'S IN THIS SECTION?

WHAT'S IN THIS SECTION?

https://supportingworkingparents.qov.au



https://supportingworkingparents.gov.au/

Usina the website

FOR EMPLOYERS

WHAT'S IN THIS SECTION?

Quick Guide for Employers
Understanding the legal framework
Pregnant employees

Employees and leave

Employees returning to work from leave
Commencing and ending employment

Tools

FIND ouT MORE |


https://supportingworkingparents.gov.au/for-employers

A QUICK EMPLOYER GUIDE
TO SUPPORTING
WORKING PARENTS

Supporting pregnant employees and working
parents makes good business sense

Thiz guide iz up fo date 25 of 1 July 2015

SUPPORTING
WORKING
FARENTS

This quick guide promotes understanding of the law s relating to
pregnant employees, employees on parentsl leave snd working
parents. These laws include the Sax Discrimination Act 1284 (Cth),
state and territory anti-discrimination legislation, the Fair Work Act
2009 [Cth) and federal, state or territory work, health and safety
legislation. These laws apply to most workpleces in Australia.

The Employaer Toolkit on Supporting Working Parents provides
you with more detailed information on your obligations. It also has
contact detsils for organisations that can help you mest your legal
obligations and build a safe and fair workplace for everyone.

-» PREGNANT EMPLOYEES

Discrimination issues: Soma
WOmen experience a variaty of
physical effects such as tiredness
and nausea during certain
stagas of pragnancy. In most
casas, this does not pravent
tham from performing their
work. It may, however, require
some changes to their duties
or work emironmant. You are
encouraged to accommodate
tha neads of pregnant employess
in the workplace to avoid
discriminating on the basis of
pregnancy under, for example,
the Sax Discriminafion Act.

Under anti-discrimination
laws, employees who may ba
{or are) pregnant must not be
trested lass fawourably than othar
amployess whan it comes to,
for exampla, promotions, pay
reviews and ofher workplace
opportunities. As being pregnant
in and of itseff, is not tachnicaly
an ilness undar the Fair Waork
Act, use of parsonal/carer’s
lese depands on individual
drcumstances.

If you allow employees to
access paid or unpaid leave
for other purposes, o mest
your cbigafions under anfi-
discrimination laws, you should
afford pregnant employeas
tha same flaxdbility in regard
to attending prenatal medical
appointments.

any changas you might need to
make to keep her and her unborm

child safe at work. Changes
could include varying the work
anvironment or hours of work, of
a temporary transfer to anoiher
wiork area o an appropriate
safe job. Conduciing a risk
assassment will ba necessary

if new issues (invohing risks to
health or safaty) arise that you
haven't planned for. You must
folkows through by implementing
reasonably practicable measures
to addrass the risks and should
contact your local work haalth
and safety authority if you are
unsure about what needs to

ba dona.

Fair Work Act issues: Under
the Fair Work Act, regardiass
of an employee’s status or
length of sendica, if an employes

'WHAT TO DO WHEN AN
EMPLOYEE INFORMS YOU THAT
SHE IS PREGNANT:

« Offer congratulations and discuss
work heaih and safety iBsuss.

+ fwnid making assumplions about
what your employee can or can't
o — discuss with your empioyes
any changas that need fo be made
=0she can work safely during her

pragrency.

* In consultation with e employes,
miea reasonably practicable changes
1o her job, such as providing regular
braaks or providing an appropnate
safa job.

providas you with evidence

that sha is fit for work feg. a
medical certificats) but that it is
inachisable for her to continus in
her present position becauss of
ilnass or risks arising out of har
pragnancy o hazards connected
with her job and thera is an
‘aporoprate safe job avalable,

sha is entitied to be fransferred to
the appropriate safe job.
An appropriate safe job
means a safa job that has the
=ame ordinary hours of work
az the employse's prasant
posifion or a different number
of ordinary hours agreed to by
the employee. You must pay the
employee af the employea’s full
rate of pay (.e. the sama rate as
sha was paid before the transfes)
for the hours that she works in
the appropriate safe job.
If an appropaate safe job is
not avalable, the Fair Work Act
provides that an employes can
take 'no safe job' leave. This
leava is:
= Paid if the employes is enfitied
o unpaid parental leave under
the Fair Work Act o

= Unpaid if the employeeis
not entitied to unpaid
parental lksave under the
Fair Work Act.

@ Relevant laws

ANTI-DISCRIMINATION LAWS
Federal, state and territory anti-
diserimination laws maka it unkwiul
for zn employer tn discriminate against
=N amployee on various grounds
including sex, pragnancy, potential
pregnancy, breastfaeding and family
regporesibiities. This appies to most
ampioyment relationships and scmes all

stanps of the employment relfiorship, fmm
recnuitment through & tarmination.

FAIR WORK ACT

Thea Fair Work Act sats ot specific
sandards for smployment, including

in relsfion to pregnant employess,

unpaid perantal keave znd the right to
request flaxible work amangamants. [t
makes discrimination on the basis of
zet, pregnancy and family and carer's
responsibiitios unlawful, subject to cartsin

exceptions, and protects empioyees
wha have workplacs rights, ik tha right
o take unpeid parentzl s,

WORK, HEALTH AND SAFETY LAW
Thesa laws sat out employers
obligafions to enzure, for exampls,
=0 far a3 is ressonably pracicabls,
theat the workplaca i safe for all
workars including amployees and
contractors and others st the
wirkplace.



https://supportingworkingparents.gov.au/employers/quick-employer-guide-supporting-working-parents

orting Working Parents

INS I D E Understanding the legal framework

THIS pr'f'!;l ant "
T U 0 I. KI T r & returning to work from leave

g and ending smployment INCLUDES TOOLS & GLOSSARY



https://supportingworkingparents.gov.au/for-employers

2. Pregnant employees

TOPTIP
Accommodate change

Offer congratuztions and
don't make assumptions
about what your employag
can or can't do — discuss
Ay CONCEIm you may

heave with your employae
about her ability o perform
the requiraments of the
rode. Discuss with your
employee any changes that
naed to be made so sha
can continue to work safely
during har pregriancy.

Common ways to
accemmodata pregnant
employess include mora
braaks, differant start and
finish times, pravision
of a car space, ensuring
employess can have toilat
braaks as neadad and a
chair to sit on if fhe job
Lesually imvahves standing

up for long periods of time.

P scc 002 §

Rasponding

fo pragnancy
announcaments

2.1 Key points

In order to meet your obligations under
anti-discrimination kaws, ensure that pregnant
employess are not subjected to nogative
comments, remarks and jokas about their
pregnancy.

5o far as is reasonably practicable, you must
put systems in place to ansure the health and

safety of &l your workiers, not just amployeas,

during her pregnancy.

As; baing pregnant in and of itseff, is not
technically an illness under the Fair Work Act,
use of personal/carers keave depands on
individual circumstances.

If you allow employees to access pad or
unpaid leave for other purposes, to meat your
chbligations under anfi-discrimination laws,

while at work.

» You should discuss with your pregnant
employes any changes that need to ba
made so she can confinue to work saiely

you should afford pregnant employees the
same flexibility in regard to attending prenatal
medical appointments.

2.2 Gan | ask an employee if she is pregnant?

Even if you suspect an employes is pragnant,
parhaps because she is showing signs of
marning sickness, or has taken some personal’
carer's leave, you should ganerally mot sk and
should wait for the employee to notify you of her
[pregnancy.

If, however, you suspect that an employes is
pregnant and thera are genuine work: health
and safely concerns, you should ask herina
confidential and sensitive manner and make
reasonably praciicable adjustmenis to her
currant roke.

It s very important that managers respact an
employes’s reguest for confidentiality regarding

their pregnancy and when and how thair
pregnancy should be disclosed to others in
the workplace.

If managers nead to spoeak to Human Resources
of 2 colleague responsible for werk health and
safiety about an employee’s pregnancy, this
should ba done in consultation with the pregnant
amployes.

Under anti-discimination laws, employess

whiz may be (or ans) pregnant must not be
desadvantaged or treated less favourably than
other employeas whean it comes to, for exampla,
promations, pay reviews and other workplacs
opportunities.





https://supportingworkingparents.gov.au/for-employees

