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Submission for the Inquiry into the Future of the Working Week 

Overview 

1. The Australian Nursing and Midwifery Federation – ACT Branch (ANMF) recognises the opportunity

presented by the Inquiry Into the Future of the Working Week of the Standing Committee on Economy and

Gender and Economic Equality of the ACT Legislative Assembly to consider innovative ways forward for the

Territory’s workforce.

2. In 1856, when Melbourne Stonemasons became the first group of workers in the world to successfully

campaign for an 8-hour working day, the eventual near-century long shift to the mandated 40-hour working

week begun. However, since the landmark 1948 decision by the Commonwealth Arbitration Court that

enshrined the 40-hour week in legal precedent, large-scale progress and change in this arena has slowed –

with the exception of the 1983 change to a 38-hour week – while the workforce has continued to evolve.

3. While progress in this neoliberal era has stagnated, the pandemic has been reported to have shifted views

on working hours and the relationship modern employees have with work.1 The importance that workers

have placed on greater autonomy, better wellbeing standards, better treatment, and better work-life

balance has not only resulted in the internationally recognised mid-pandemic ‘Great Resignation’ event, but

has left lasting impacts on the global workforce. 2

4. Locally, the ANMF membership base, like all groups of front-line health professionals, were and still are

forced to deal with the pandemic in ways unlike any other sector in the workforce.

5. It is therefore important Government and the healthcare industry seriously consider alternatives such as

the four-day or 32-hour work week in the pursuit of growing and maintaining the nursing and midwifery

labour force.

6. Since the pandemic, nurses and midwives have reported high levels of burnout and low job satisfaction,

resulting in a growing number of practitioners becoming uncertain as to whether they can see a future for

themselves in the professions. For example, in a September 2022 ANMF press release, Sandy, a nurse,

1 Microsoft. (2022). Great Expectations: Making Hybrid Work Work (pp. 1-56). Microsoft. Retrieved from https://www.microsoft.com/en-
us/worklab/work-trend-index/great-expectations-making-hybrid-work-work  
2 Morgan, K. (2021). The Great Resignation: How employers drove workers to quit. Pages 2-4. Retrieved 19 September 2022, from 
https://www.bbc.com/worklife/article/20210629-the-great-resignation-how-employers-drove-workers-to-quit  

https://www.microsoft.com/en-us/worklab/work-trend-index/great-expectations-making-hybrid-work-work
https://www.microsoft.com/en-us/worklab/work-trend-index/great-expectations-making-hybrid-work-work
https://www.bbc.com/worklife/article/20210629-the-great-resignation-how-employers-drove-workers-to-quit
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stated that ‘everyone is burnt out, everyone is at the limit’3, a sentiment apparently carried by a significant 

number of the ACT’s nursing and midwifery workers. 

7. Given the significant number of nurses and midwives in the ACT who work within the ACT Public Service

(ACTPS) – a potential target for an initial trial – not only would a transition to a 4-day or 32-hour working

week be a useful attraction and retention tool moving forward, but it would also make clear that the

Government genuinely values the work undertaken by nurses and midwives.

8. The ANMF provides its submissions on the relevant Terms of References as provided.

a) Defining and Configuring the Four-Day Week

Introduction 

9. Considering that s 61(1) of the Fair Work Act 2009 caps the maximum number of weekly hours for full-time

employees at 38, and the lesser of 38 hours and the usual number of hours worked for employees that are

not full time, attention must be paid to a new maximum hours ceiling for the ACT workforce, including

nurses and midwives.

10. The ANMF suggests that the full-time ceiling for hours worked should, over time, become 32 hours for the

ACT (including in the Health care sector) following a transitionary program that gradually shortens the

working week in order to avoid a ‘whiplash’ effect on the ACT. The 32-hour working week should be

constituted, in the first instance, as consisting of four ‘8-hour’ days.

11. It is worth noting that, prior to the emergence of the cause for the four-day week, academic circles were

already considering the possible benefits of worktime reduction. A 2001 paper by Bosch and Lehndorff

observed an ‘established and growing body of evidence supporting the hypothesis that reductions in

working time can increase productivity and improve workers’ wellbeing and work-life balance.’4

12. The ANMF considers this academic precedent important in establishing the four-day working week as part

of the historical cycle of worktime reduction outlined earlier, and notes it as a distinguishing factor from

post-pandemic phenomena such as ‘quiet quitting’5.

13. The ANMF also notes that the models actioned in a number of previous trials were created in committee-

based environments following thorough consultation between employers, workers, and unions,  to ensure

that the interests of all parties were considered. As such, the ANMF asserts that any change to the working

week in the ACT, regardless of industry, should not be made without comprehensive consultation with

relevant industry stakeholders.

3 (2022). Press Release, 2 September 2022, ANMF ACT. ANMF: ACT Branch - Facebook. https://www.facebook.com/anmfactbranch/. 
4 Bosch, G., & Lehndorff, S. (2001). Working-time reduction and employment: experiences in Europe and economic policy 
recommendations. Cambridge Journal of Economics, 25(2), 209–243. http://www.jstor.org/stable/23599605 Quoted in Haraldsson, G. D., & 
Kellam, J. (2021). Going Public: Iceland’s journey to a shorter working week. Alda, Autonomy pp 16. 
5 Humphery-Jenner, M. (2022). Quiet quitting: The burnout phenomenon hitting business. UNSW Sydney. 
https://www.unsw.edu.au/news/2022/08/quiet-quitting--the-burnout-phenomenon-hitting-business- 

http://www.jstor.org/stable/23599605
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Worktime Reduction vs. Worktime Compression 

14. The ANMF notes one key distinction which must be made between two prevailing models of the four-day

week. The key difference being that between worktime reduction and worktime compression.

Worktime Reduction 

15. This refers to the model of worktime organisation which can be explained through the ‘100:80:100’

principle. That is, ‘100 per cent of pay for 80 per cent of the time, in exchange for a commitment to

maintain 100 per cent productivity.’6 This has become the preeminent model for trialling the 4-day or 32-

hour week, and has been utilised in the majority of recent empirical trials.

Worktime Compression 

16. This model, which sets out that a standard 38-hour working week be compressed into 4 days, in exchange

for 100 per cent of pay. The ANMF notes that the few initiatives or studies which have trialled alternative

worktime methods in the form of the ‘4/10 model’ (4, 10-hour days with Fridays off) reported high levels of

stress and worker fatigue, as well as poor customer satisfaction resultant of confusion and frustration

regarding opening hours.7

‘24/7’ Health services and shift work 

17. Reflecting on the Icelandic trial (see below), the Confederation of State and Municipal Employees of Iceland

(Bandalag Starfsmanna Ríkis og Bæja, or BSRB), the Icelandic association of public sector trade unions, made

the following observations regarding worktime reduction for its shift workers:

a. When the program was introduced, an imbalance in the numbers of available and required staff was

created. This was combatted in two ways:

i. Workers already working reduced hours through flexible working arrangements or

otherwise were invited to take up the reduced full-time workload

ii. Onboarding new staff to fill the remaining gap8

18. Therefore, it is clear that in terms of a health service, that is required to be operational 24 hours a day, and

includes significant shift work (of which the majority of nurses and midwives undertake), a (likely significant)

cost will be incurred in the transition to a shortened working week; the Icelandic example highlighting the

importance and efficacy of collective agreements, enterprise bargaining, and, importantly, thoughtfully

considered cost-benefit analysis in any proposed program.

6 Purtill, J. (2022). Adam is getting paid to take today off. Is the four-day week the future of work? Retrieved 20 September 2022, from 
https://www.abc.net.au/news/2022-09-07/is-the-four-day-work-week-the-future-of-work/101395094  
7 Wadsworth, L. L., & Facer, R. L. (2016). Work–family balance and alternative work schedules: Exploring the impact of 4-day workweeks on 
state employees. Public Personnel Management, 45(4), 382-404.   
8 BSRB. (2022). Shortening of the Working Week. Retrieved 17 October 2022, from https://www.bsrb.is/is/stytting-vinnuvikunnar 

https://www.abc.net.au/news/2022-09-07/is-the-four-day-work-week-the-future-of-work/101395094
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19. Again, the ANMF makes the submission of the 32-hour working week this time in contrast to a 30-hour

week following observation of the experience of shift workers in the Icelandic trials, some of whom felt ‘a

need to keep in contact with colleagues after hours, particularly those who had to communicate handover

details.’9

20. Specific to nursing and midwifery, the ANMF submits that all hours and shift time-centric clauses and

provisions within Enterprise Agreements will require review to align with comparable ratios of hours per

shift to weekly hours. In short, this may see a change to long-standing standard shift patterns and, possibly,

ways of work and providing care.

Strategies for Worktime Reduction 

21. In their observation of the Icelandic Trials, Haraldsson and Kellam listed the following as key strategies for

maintaining productivity in a workplace implementing the four-day week, the concepts of which could

provide a useful guide to workplaces, albeit predominantly offices, in a future trial:

a. “More effective prioritisation of daily tasks.

b. Delegating and designating tasks more effectively amongst staff.

c. Emphasis on performing personal errands outside of working time (with important exceptions, such

as healthcare visits, etc.).

d. Fewer, shorter, more focused meetings. One workplace decided meetings could only be scheduled

before 3pm, for example.

e. Replacing meetings with emails, where possible.

f. Reduction in time spent on coffee breaks.

g. In playschools, children’s’ lunch breaks were staggered, so that fewer staff were needed to

supervise.

h. Moving services to digital provision, if possible.

i. Introducing more lean management processes”10

22. The ANMF recognises a number of synergies with these strategies and their adaptability to the healthcare

workplace context.

23. In addition, the 2019 White Paper authored by 4-Day Week Global11 provides a number of strategies for

workplace leaders who are intending on embarking upon a worktime reduction program, including a

number of practical recommendations to mitigate a whiplash effect.

24. Overall, the recommendations for workplaces detailed in the Autonomy paper (see below) emphasise

flexibility in the management of shifts, execution of tasks, and hours of work while maintaining employee

interest in the program as means to effectively achieve shorter hours.

9 Haraldsson, G. D., & Kellam, J. (2021) pp 75. 
10  Ibid 72.  
11 Perpetual Guardian. (2019). White Paper - the Four-Day Week. Guidelines for an Outcomes-Based Trial - Raising Productivity and 

Engagement [Ebook] (pp. 5). Auckland. 
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Strategies for Attracting the Private Sector to a Reduced Working Week 

25. The ANMF recognises that, in light of the successes of the Icelandic trials, operationalising a trial within the

ACTPS could potentially prove easier than within or across the ACT private sector (including in the

Healthcare sector). Therefore, it is pertinent to consider means for attracting private enterprise to either

participate a potential trial or seek to implement a reduced working week on its own accord.

26. The ANMF submits that the ACT Government consider the possibility of engaging local tertiary education

institutions to lead a future trial in the private sector in a similar manner to that of the ongoing UK trial.12

27. This university-led approach presents a unique opportunity for research and observation of modern work

practices, particularly in a healthcare setting. The ANMF proposes that the concept of worktime reduction

itself, as well as a well-developed cross-sector trial would entice a broad church of academics from the

schools of business and economics, humanities, social and, of course, health sciences.

b) Advantages of a Four-Day Week

28. Overall, the ANMF submits that through the implementation of worktime reduction strategies, the ACT

health workforce can move toward a workplace culture that prioritises employees’ work-life balance and

overall wellbeing while maintaining productivity.

Work-Life Balance and Wellbeing 

29. Improvements to work-life balance – the state of personal stability between the amount of time spent

prioritising one’s personal and professional lives – is a cornerstone of all campaigns toward worktime

reduction, and is a major drawcard for workers regarding reduction programs.

30. The ANMF notes that the Auckland University of Technology’s (AUT) study of the 2018 Perpetual Guardian

Trial (PGT) found a statistically significant reported increase in work-life balance. Out of five, the average

pre-trial score was 3.36, which increased 12%, to 3.76 following the trial.13 The ANMF notes that in its

Discussion Paper for the Inquiry, the Committee observed similar findings in relation to reported work-life

balance increases during the PGT.

31. The same report detailed that the sentiments surrounding job satisfaction, engagement, and retention all

increased significantly, and the Wellbeing Report showed a clear increase in overall life satisfaction, health,

leisure, people felt more connected to their communities and reported significantly lower amounts of

stress.

12 Kalia, A. (2022). ‘I had a very welcome lie-in on Friday’: the joys and challenges of switching to a four-day week. Retrieved 17 October 
2022, from https://www.theguardian.com/money/2022/aug/18/four-day-week-trial-uk-workers-joys-challenges 

13 Haar, J. (2019). Research: Prof. Jarrod Haar - Quantitative Research — 4 Day Week Global. Retrieved 20 September 2022, from 
https://www.4dayweek.com/research-prof-jarrod-haar-quantitative-research 
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32. There is a clear intersection between the concepts of work-life balance and wellbeing. Within the context of 

worktime reduction, each notion builds up or detracts from the other depending on whether each quality is 

being left satisfied or unsatisfied.  

 

33. The ANMF contends that, due to the overwhelmingly high levels of stress and burnout reported by the 

nursing and midwifery workforce,14 moving toward a permanent worktime reduction scheme would be an 

invaluable step toward combatting this issue within the healthcare sector.  

 

34. The sentiments surrounding wellbeing articulated in AUT’s report appear universal across all trials. The 

Icelandic Government reported that, following the implementation of worktime reduction schemes, ‘many 

workers expressed that after starting to work fewer hours they felt better, more energised, and less 

stressed, resulting in them having more energy for other activities, such as exercise, friends and hobbies.’15 

This change was stated to have a markedly positive effect on their intra-workplace attitudes and sense of 

commitment.  

 

35. Participant testimonials from the ongoing UK trial have further illustrated this positive change to workplace 

attitudes. Various participants have described the effects of the trial as resulting in them ‘bringing craft to 

how [they] attend work’16, and prioritising efficiency in the workplace, as well as subsequently approaching 

Monday’s ‘calmer, … buzzing’17, and ready to work. 

 

36. In further analysis of relevant trials, participants of ongoing or past trials have lauded the initiative for its 

ability to provide a sense of work-life balance. One Australian participant has stated that his workplace’s 

move to the four-day week was instrumental in ‘breaking up the monotony of the work-week’18 and 

providing a greater sense of fulfilment and happiness both at and away from work. A UK participant stated 

that, following their workplace signing onto the ongoing mass-trial, they began to realise the ‘social value 

[they were] being robbed of’19 by committing 40+ hours per week to their professional life, and that their 

experiences in the workplace and at home were greatly improved by moving to the four-day week. 

 

37. The Icelandic trial also illustrated the benefits of worktime reduction for single parents, as interviewees 

stated that, due to reduced working hours, they were able to spend increased quality time with their 

children during the week. A theme that was universal among single parents was a belief that there would be 

a negative impact were the changes to be withdrawn.20  

 

38. In addition, a UK respondent noted that, as ‘younger generations increasingly don’t want to be defined by a 

lifestyle of burnouts,’21 many younger professionals are seeking workplaces which prioritise their 

employees’ work-life balance. Therefore, as the ACT looks to build its future workforce, the ANMF considers 

a reduced workweek a strong drawing point for future health professionals and emblematic of the ACT 

 
14 (2021). Press Release, 11 August 2021, ANMF ACT. ANMF: ACT Branch - Facebook. https://www.facebook.com/anmfactbranch/. 
13 Government of Iceland, June 2019, pp. 25–26; Kjartansdóttir, Kjartansdóttir & Magnúsdóttir, 2018, pp. 55–56. 
16 Purtill, J. (2022). 
17 Kalia, A. (2022). 
18 Purtill, J. (2022). 
19 Kalia, A. (2022). 
20 Haraldsson, G. D., & Kellam, J. (2021) pp 45. 
21 Kalia, A. (2022). 
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Government’s intent to continue its ‘long history of innovative industrial relations to the benefit of 

workers’22. 

39. On assessment of the quantitative and qualitative data, it is clear that the proven potential for worktime

reduction schemes to alleviate burnout and mitigate stress provides a powerful argument in favour of the

concept. As such, the ANMF submits that the ACT Government genuinely consider a reduced working week

as a means for managing and tackling these serious issues detracting from worker satisfaction and

workplace morale and culture.

Productivity 

40. The ANMF understands that among the chief concerns of management teams regarding worktime

reduction is the maintenance of productivity levels during a 20% reduced working week. At large, previous

studies have illustrated this to be a non-issue, as the majority of trial participants have noted increased

morale, commitment and energy following the introduction of a reduced working week, in turn leading to

maintained or increased productivity.23

41. The underlying philosophy of the majority of trials is, as previously outlined, worktime reduction. That is,

100% of the work, done in 80% of the time, to 100% of the same quality.24 Initially, some trial participants

noted an increased sense of time pressure in the weeks following the implementation of a worktime

reduction model, but that following this short period, many found it simple to adapt their workplace

practices to the worktime reduction plan in place.25

42. Haraldsson and Kellam,26 in their observation of the Icelandic trials, utilise the example of the Registers of

Iceland to illustrate this. Among other duties, the Registers of Iceland is in charge of registering marriages

and births for the entire Icelandic population.

43. Prior to the trial, it took a mean period of six days to process any given certificate (April-July 2017), yet

during the trial this period fell to one or two days. Moreover, after this significant decrease there was little

to no deviation between the number of matters requiring processing and waiting time, regardless of any

influx in matters.

44. As illustrated above through an analysis of the trial performance of the Registers of Iceland (see ‘Figure 7’

below)27, also taken from the Autonomy paper, it appears that worktime reduction has been demonstrated,

in the relevant context, to not negatively alter productivity levels.

22 See the ACT Government’s submission to the Inquiry (Submission Number 13) 
23 Government of Iceland, June 2019, pp. 25–26; Kjartansdóttir, Kjartansdóttir & Magnúsdóttir, 2018, pp. 55–56. 
24 Purtill, J. (2022). 
25 Kalia, A. (2022). 

26 Haraldsson, G. D., & Kellam, J. (2021). n4 
27 Haraldsson, G. D., & Kellam, J. (2021). n4 
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45. Further, Hamermesh, Kawaguchi and Lee state in their 2014 paper analysing worktime reduction in Korea 

and Japan in the 1990s and early 2000s that ‘shorter working hours are positively associated with higher 

labour productivity per hour due to reduced fatigue, increased worker motivation, decreased absenteeism, 

lower risks of mistakes and accidents at work, and reduced employee turnover.’28 

 

46. Despite the initial scepticism brought to trials by workplace leadership, the job performance reports of the 

AUT Study of the PGT, which were provided by managers and supervisors, found that job performance 

remained consistent despite the 20% reduction in time spent at work. In fact, there was a slight increase in 

performance by a metric of 0.2 (scored out of 5) across the trial.29 A manager at a participating UK 

workplace stated that the reduction in worktime didn’t affect the ‘service or commitment’ of their 

employees, but instead left them ‘focused and refreshed’.30  

 

 
28 Kawaguchi, Daiji and Lee, Jungmin and Lee, Jungmin and Hamermesh, Daniel S., A Gift of Time. IZA Discussion Paper No. 6700, Available 
at SSRN: https://ssrn.com/abstract=2114880 or http://dx.doi.org/10.2139/ssrn.2114880 
29 Haar, J. (2022). 
30 Kalia, A. (2022). 
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47. In addition, Bosch and Lehndorff state in their 2001 paper that observable productivity growth did not 

solely occur as a result of shorter working time, but also ‘greater autonomy over operating times and shift 

patterns.’31 The ANMF considers reduced working time a valuable step to increasing productivity, wellbeing, 

and positive workplace attitudes, but notes that these increases will ultimately not eventuate unless 

employees are able to exercise high levels of control over their work schedules and shift patterns. 

 

48. The ANMF considers these accounts of the range of factors that reduced working time positively influences, 

which culminate in higher productivity levels provides a well-rounded account in favour of the concept. 

 

49. Therefore, accounting for an adjustment period wherein productivity may lull, the ANMF notes that the 

previous successes of workplaces in maintaining high levels of work productivity and quality despite 

reduced working hours, and positively lends itself to the ANMF’s principal submission in favour of a four-day 

week.  

 

Gender Equality 

 

50. The ANMF considers the potential for worktime reduction, across industries, to assist in breaking down 

gendered barriers within the professional sphere and society at large may be an often-underreported 

benefit of worktime reduction programs.  

 

51. Nationally, 89% of nurses identify as women32, and the ANMF’s membership base reflects this wholesale. 

Therefore, the ANMF contends that the ACT Government must ensure it considers the potential of 

worktime reduction in the greater cause for the advancement of the rights of women, particularly in the 

workplace and their relationship with work at large.  

 

52. Chiefly, the potential for worktime reduction to assist in combatting gendered issues rests with its ability to 

challenge the reality of women carrying out a vast majority of unpaid household labour, predominantly 

consisting of housework and other household maintenance, alongside the care of children and other 

members of a household, including the elderly.  

 

53. The below graph, taken from the 2021 Australian Census, shows that, in comparison to men, Australian 

women were approximately 2 times more likely to do between 15 and 29 hours of unpaid household labour 

and around 3 times more likely to do over 30 hours.33 The ANMF submits that this disparity in unpaid 

household labour is entirely inequitable, and sees that worktime reduction, particularly where introduced 

across industries, may be a useful tool in achieving equity. 

 

 

 

 

 
31 Bosch, G., & Lehndorff, S. (2001) quoted in Haraldsson, G. D., & Kellam, J. (2021). 
32 Registered Nurses | Labour Market Insights. (2022). Retrieved 19 October 2022, from https://labourmarketinsights.gov.au/occupation-
profile/nurses-registered?occupationCode=2544#:~:text=Around%2050%25%20of%20people%20employed,(44%20hours%20per%20week) 
33 Australian Bureau of Statistics. (2021). Unpaid work and care: Census. ABS. https://www.abs.gov.au/statistics/people/people-and-
communities/unpaid-work-and-care-census/2021. 
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54. In 2020, Oxfam valued the worth of this ‘shadow labour’ at $10.9 trillion34, and despite advances during the

last century in bridging the gendered gap in terms of division of household labour, women are still

disproportionately tasked with this work.

55. The Autonomy paper states that, in Iceland, ‘the division of household labour did change in many cases as a

result of the trials, with men taking on greater responsibilities.’35 This reportedly resulted in less household

stress, which had a flow-on effect into the workplace, as those in heterosexual partnerships noted a

significant reduction in conflicts between work and home life due to more equitable distribution of

household labour.

56. The ANMF holds the potential for widespread worktime reduction initiatives to assist in combatting

gendered issues such as inequities in unpaid household labour. That is, worktime reduction is not a fix-all

solution to any or all real-world issue facing the community or society at large, but it can be a useful step

toward ameliorating some.

34 Coffey, C., Espinoza Revollo, P., Harvey, R., Lawson, M., Parvez Butt, A., & Piaget, K. et al. (2020). Time to Care: Unpaid and underpaid care 
work and the global inequality crisis. DOI: 10.21201/2020.5419 
35 Haraldsson, G. D., & Kellam, J. (2021). 
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c) Possible Disadvantages of a Four-Day Week

Pressure on Essential Services 

57. The ANMF recognises that one noteworthy criticism consistently levied at the concept of the four-day

working week – often put forward as a challenge which would be faced in any transitionary period – is the

notion that the change would place undue pressure on essential services to meet staffing requirements

needed. It is acknowledged that this criticism is relevant to the healthcare sector, and in the ACT (where a

parallel Inquiry is currently being undertaken by the ACT Legislative Assembly).

58. It comes without question that for a program (or trial) to be successful in the healthcare sector, more staff

will need to be recruited to manage the increased number of shifts demanded; a unique quality possibly not

shared to the same extent as many office-based workplaces which have comprised the majority of trial

workplaces.

59. However, while there will need to be a significant boost in recruitment numbers to meet the initial

demands of a proposed initiative or trial, the offering of a reduced working week will likely be a potent

incentive for potential new employees, as well as an equally strong retention tool to current workers.

60. The ANMF notes that, within the ACT Government’s own submission to this inquiry, the ACT Government

describes a want to be at the forefront of innovation when it comes to work practices. The ANMF contends

that, with the adoption of a commitment to the four-day week, the ACTPS will garner a reputation of being

a leader in workplace practices within Australia.

Initial Cost 

61. Again, the ANMF recognises that there will be substantial initial cost to the implementation of a trial,

especially given the need for increased recruitment in a number of areas of the healthcare sector. However,

on balance, given trials demonstrated the ability of workplaces to maintain productivity despite reduced

working time, it is most likely that aside from initial costs, it is likely there may be few other expenses, as

well as consequential savings (including those associated with greater retention), following the adoption of

a worktime reduction model.

Impacts on those in Insecure Working Arrangements 

62. The ANMF notes both the prevalence of insecure work across the ACT ,and wider Australia, and the lack of

focus paid to those in insecure working arrangements in previous trials and empirical research regarding

worktime reduction. Other submissions to the Inquiry have detailed valid concerns regarding the place of

insecure workers in the context of worktime reduction, especially those who are not adequately covered by

enterprise bargaining structures, or whom may work on a shift-by-shift basis (casual).

63. Given that a worktime reduction model provides for 100:80:100 (pay: hours: productivity), the equitable

approach (which, in the ANMF’s view, must be taken) would see those workers who work fewer than 32
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hours (or 4 days) be paid proportionate hourly rates to the modified full-time equivalent worker. As such, 

the comparative financial impact for such workers should be negligible. 

 

64. Further, the ANMF notes that the ACT Government has taken a number of steps to address the prevalence 

of insecure work, predominantly in and through the ACTPS, through the introduction and implementation 

of its Secure Employment Framework and the Secure Local Jobs policy suite. As such, these issues may be 

well explored through existing mechanisms. 

 

e) Considerations of Implementing the Four-Day Work Week in the Context of Enterprise Bargaining and 

Current Industrial Law Considerations 

 

65. On review of the relevant Labour Law framework operating in the Territory, including having due respect to 

the objects of the Fair Work Act 2009 (Cth),36 the ANMF considers it is open to relevant parties, through 

Enterprise Agreement bargaining, to negotiate, draft and execute a departure from the maximum 38-hour 

weekly hours, by way of worktime reduction. 

 

66. Further, given the relevant ACT framework, it would be the ANMF’s clear preference that any worktime 

reduction (or other like model) initiatives (including any trials) be expressed and confirmed, as a standalone 

provision that applies across the relevant enterprise (in contrast to individual agreements) through 

Enterprise Agreements approved by the Fair Work Commission.  

 

g) Best Practice Four-Day Work Week Policy Approaches and Responses Being Undertaken in Other 

Jurisdictions 

 

67. As outlined earlier, the ANMF notes the turn of focus to wide-scale trials in recent years, especially those in 

Iceland, New Zealand, and the United Kingdom, the most latter being ongoing and due to finish in 

December.  

 

Icelandic Trials 

 

68. There are two central matters to consider when assessing the Icelandic models for applicability in the ACT: 

 

a. There were two Icelandic trials, the first operating within the Reykjavik City Council from 2014-2017, 

and the second within the Icelandic Government between 2017-2021. 

b. Both trials operated on a worktime reduction model, reducing the working week from 40 hours to 35 

or 36 hours at large – neither trial implemented a four-day equivalent working week i.e. 32 hours per 

week. 

 

69. Regardless of not implementing the four-day week, the trials are real-world examples of the efficacy of 

worktime reduction programs. It is also worth noting the role that the BSRB played in advancing the cause 

of worktime reduction in Iceland, as they were a key player in the original Reykjavik trial and the later 

Icelandic Government Trial. 

 
36 See Section 3, in particular s3(f) 
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70. The operationalisation of the trials has been discussed earlier in the submission (and considered in depth in

the Inquiry’s own Discussion paper). However, the key outcome from the structures of the trials is the

overall efficacy of worktime reduction in improving felt qualities such as work-life balance, as well as

maintaining and/or improving quantitative metrics such as productivity.

New Zealand – Perpetual Guardian Trial 

71. While the PGT was conducted within a privately held company, the ANMF submits that its findings provide

invaluable insight to the ACT Government resultant of its successful implementation of a four-day working

week, and should provide confidence to local businesses which may wish to implement a similar model. The

trial lasted for 8 weeks beginning 15 March 2018, and by November 2018 all 240 of the company’s

employees were permanently working 30-hour weeks, and have maintained this arrangement since.37

72. At the centre of the trial’s relevance is both its success in terms of meeting desired productivity quotas and

its operational structure. As noted in the Committee’s Discussion Paper, supervisors did not report any

change in team performance during the trial, in addition to greater job satisfaction.38 The trial actioned a

full reduction to a four-day week, in alignment with the 100:80:100 principle, whereas the Icelandic trials

reduced the working week by less than a full day.

Ongoing Trials 

2022 UK Trial  

73. As of writing, 3,300 employees across 70 business in the UK are trialling the four-day week. This trial is the

largest to date, finishing in December after a six-month trial period. The trial is being observed by scholars

from Oxford, Cambridge, and Boston College, with the report detailing its findings expected to be available

in 2023 – most likely to be published by Autonomy, a sponsor of the trial and the publisher of the

comprehensive report on the Icelandic Trials.

2022-2023 Australian Trials 

74. As of August 2022, 20 businesses across the country began trialling the four-day week. Facilitated by 4-Day

Week Global, initial reports from participants of the six-month long pilot study have been reported to media

outlets as remarkably positive.39

37  Perpetual Guardian. (2019). White Paper - the Four-Day Week. Guidelines for an Outcomes-Based Trial - Raising Productivity and 
Engagement [Ebook] (pp. 5). Auckland. 
38 See the EGEE Discussion Paper at 5.38 pp. 54 
39 Purtill, J. (2022). 
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Recommendation 

75. Ultimately, the ANMF considers worktime reduction, in the health care workplace setting, a worthwhile

step forward for the ACT Government, and that a well-planned, well executed trial should be implemented

in the ACT, and where possible, within both public and private Healthcare settings. It is clear that there are

potential gains for the community at large in the improvement of Nurses and Midwives’ work-life balance,

wellbeing, job performance, and gender equality, through worktime reduction.

76. The ANMF does recognise that the implementation of such an initiative (by way of trial) would require

significant, upfront (and ongoing) financial investment, predominantly by way of increased workforce

numbers.

77. Regardless, the success of previous trials globally point to a future in which society’s relationship with work

is changing, and the ANMF submits that the ACT Government, as an employer (through the ACT Public

Service) has a unique opportunity to be at the forefront of this change, and that a model of worktime

reduction be trialled (and properly evaluated), in the ACTPS Healthcare workplace setting, in the first

instance.

28 October 2022 

Authorised by: 

Matthew Daniel 

Branch Secretary 


	Sub Coversheet Template.pdf
	Submission 024 - Australian Nursing and Midwifery Federation - ACT Branch.pdf

