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are about to be unleashed. Mergers and acquisitions have been rampant in Lurope as

companies have attempted to gain pan-European market share.

After 1992 the EC will have, along with a single internal market for goods, n single financial
market. Banks and financial services providers registered in one member st will be able to

operate freely throughout the community.

Several European banks and financial services providers have responded with ¢ross border
mergers, alliances and expansions, in anticipation of the increased competition. Deregulution of
the barriers which formerly separated banking and insurance activities hus resulted in mergers,
amalgamations and cross-shareholdings between banks and insurance companies within the

borders of the EC. For example:

. Deutsche Bank has purchased banks in Italy, Spain, Austria and Britain,

. France's State-owned Credit Lyonnaise has purchased banks in Belgium, the
Netherlands and Italy. Credit Lyonnaise, France's third-largest banking group, and
Commerzbank, Germany's third largest bank, were negotiating for possible
partnership at the time of writing;

. Spain's Banco Bilbao and Banco Vizcaya merged in 1988 to form Banco Bilbao
Vizcaya, Spain's largest bank, and now ranks among the top 100 banks in the world in
terms of assets and among the top 50 in Europe;

. Germany's Dresdner Bank is reportedly considering pursuing i cross sharcholding
arrangement with Banque Nationale de Paris (BNP). Both Dresdner and BNP are the
second-biggest banks in their respective countries. Dresdner Bank also holds a 10 per
cent stake in the German-based Allianz insurance group, Europe's largest insurer,

. In the Netherlands, there have been a number of mergers between hinks, and also

between banks and insurance companies.

While the advent of the EC is presenting expansion opportunities for some, many Buropean
banks, such as Britain's Midland, do not have the cash to make big acquisitions due 1o "T'hird

World debt provisions.

This trend of mergers between banks and insurance companies is of particular interest to
Australian observers due to the fact that the Australian government recently blocked a proposed
merger between the Australian insurance group National Mutual and the Australian and New
Zealand (ANZ) bank claiming that it would reduce domestic competition. However, i more
recent move by Westpac Bank and AMP Insurance to form a strategic alliance through cross-

shareholdings has been approved (see Section 8).

The period of mergers and acquisitions in the EC will inevitably be followed by a process of

consolidation and rationalisation. This, in combination with increased competition, is expected
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to dramatically reduce the number of players in the EC's financial services arena. An excellent
indicator of this is the estimate by PA Consulting that more than half of the 10,000 financial
services companies currently operating in Europe are not expected to survive the next five years

as independent entities.2!

In theory, growth by merger or acquisition offers the chance to achieve economies of scale and
therefore increase competitiveness. However, in practice there are a number of complicating

factors.

For example, although official barriers to entry will be removed between members of the EC, a
number of informal barriers will remain to shape the form competition takes. The main
informal barrier is that each EC country is dominated by an oligopoly of big banks: four in
Britain, three in France, three in Germany and so on. The barriers to entry to national markets

provided by each oligopoly's size and resources will be formidable.

Another complication is the diversity of languages and cultures of European consumers which

means that only some bank products are suitable for cross-border sales.

Competition induced cost-cutting and rationalisation could result in large retrenchments of
employees in the EC financial services sector. Figures assembled by the UK Banking,
Insurance and Finance Union (BIFU) estimate that as many as 30,000 jobs could be lost in the

next two years in UK banks due to cost reduction programs.22

It is clear that competition will dramatically increase in the EC post 1992. However, this
competition will not be confined to the EC alone. There will also be a 'ripple effect’ spreading
out to non EC countries. The EC is not only a powerful trade grouping, but also a potent

international political lobbying force.

A particularly relevant example of this is to be found in the financial services sector. The EC is
negotiating for the removal of banking restrictions in non EC countries which impede free entry
to EC banks. The EC has identified 26 non EC countries which impose restrictions on foreign
banks.

The most detailed complaints are levelled against Japan. The US is also singled out for
restricting both the type and location of foreign banking operations. Canada and Australia are
cited for imposing tight restrictions on the volume of foreign banking activity, as are Norway

and Sweden.

21 Lawson, M., '‘Big Shake-out in Insurance on the Cards', Australian Financial Review, 2/5/91.
22 The Times, 'Large UK Banks May Sack 30,000', The Australian, 23/1/91, p. 31.
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A number of countries either limit foreign bank activity or issue no foreign bank licences at all.
These include China, Singapore, South Korea, Taiwan, India, Indonesia, Malaysia, Pakistan,

Thailand, Argentina, Brazil and Mexico.?

If negotiations for reciprocal entry are not successful, it will be within the Commission's power
to refuse foreign banks access to European markets from countries which discriminate against

European banks once the new EC banking regulations come into force.

Apart from banking licences previously granted to foreign banks, Australia prohibits foreign
banks setting up subsidiaries or establishing foreign branches. Taking into consideration the
increasing pressure for the Australian financial sector to be opened wider to allow the entry of
EC banks and more generally other foreign banks, it is likely that, in the longer term,

restrictions will be lifted to allow more foreign banks to operate in Australia.

In addition, the implementation of common Bank for International Settlements (BIS) capital
adequacy requirements by all major central banks by 1993, will diminish the need for banks to
operate as subsidiaries subject to Australian Reserve Bank prudential supervision. Foreign

banks could then open a branch instead of operating a subsidiary as they must do now.

It seems reasonable to conclude that there will be more and more takeovers of existing banks
around the world in the next few years as part of the rationalisation process in the new era of
global banking. Therefore competition and rationalisation will also increase in non EC nations

which allow reciprocal EC bank entry.

Regrettably, the process of global rationalisation in the banking and financial services sector
will inevitably result in employee retrenchments as duplicate services and distribution points are
also rationalised. As a consequence, union membership levels may be decreased. However,
the task remains for banking unions to internationalise to keep pace with the ongoing global
banking rationalisation and to ensure new banks gaining entry to formerly closed national

markets respect the rights of their employees for union representation.
3.3 COSTS AND IMPLICATIONS OF INTERNATIONAL RESTRUCTURING

The sudden collapse of Communism in Eastern Europe stands in stark contrast to the ordered
and measured pace of the advent of the EC. The reconstruction of the Eastern European
economies will require enormous capital investment. The president of the European Bank for
Reconstruction and Development (EBRD), Mr Jacques Attali, forecast that it could require as

much as $US3 trillion in investment over the next 20 years.2*

23 'EC to Press for End to Banking Restrictions’, EC News, January/February, 1990.
24 Wire Services, ‘Brady in Push for Global Interest Dip', Australian Financial Review, 17/4/91.
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The reconstruction of Kuwait and the demands of the US economy for capital to support its
large budget deficits and problematic banking system will add to the demand for capital. These
huge capital requirements will create a drain on available investment capital. Heightening the
problem is the fact that the two countries that had been major sources of international

investment funds are now investing more at home.

Germany, which had been a huge exporter of capital to other nations is now channelling its
investment funds into unification. Japan, the other major capital exporter, is sending less
money abroad as its economy slows, stock and real estate prices plunge, and its banks attempt

to meet BIS Capital Adequacy Ratios.

According to the International Monetary Fund's chief economist, Mr Jacob Frenkel, the
growing demand and need for capital has created a world-wide capital shortage.?’> Increased
competition for scarcer capital will increase its cost due to the higher levels of interest rates

which will be required to attract capital investment.

The international shortage of capital reflects the gap between savings and the demand for funds.
This is particularly the case for nations which have had an overdependence on external
borrowings instead of domestic savings. These nations will need to increase their levels of
domestic savings. Indeed, with Germany and Japan likely to have less funds to export, this is
an important time for debtor countries like Australia to become self-sufficient in its savings.

Australian domestic savings will be boosted by the advent of employer-provided
superannuation, (part of a wages package negotiated by the ACTU) particularly if it rises from
three per cent of award wages to six per cent as suggested. It has been estimated that each one

per cent of award wages is equivalent to about $A1.8 billion a year.

The capital accumulated by these superannuation funds should be invested in Australian
infrastructure development in recognition of the funds' broader social responsibilities.
However many superannuation funds are only interested in returns to policy holders and
therefore prefer short-term investments in largely non-productive enterprises instead of

investments in productive, employment-generating infrastructure.

It is clearly in the best interest of all Australian employees and their dependents for capital
accumulated through their contribution to employment-based superannuation to be invested in
domestic, employment-creating infrastructure to thereby reduce the requirement for overseas

sourced funds.

25  The New York Times, 'World Faces Capital Shock', Australian Financial Review, 27/3/91.



23
3.4 1997 HANDOVER OF HONG KONG TO CHINA

In 1997 the British colony of Hong Kong will revert to the sovereignty of China. World capital
markets are currently questioning whether Hong Kong will remain a major financial centre after

1997.

The three largest financial centres in the world are London, New York and Tokyo, however
there are business opportunities for smaller markets. Hong Kong is in Tokyo's time zone, as
are Singapore and Sydney. The smaller financial markets in Hong Kong's time zone are
examining the potential business that may be diverted to their markets if the international flows

of capital are displaced from Hong Kong.

Singapore is in a strong position to attract business formerly located in Hong Kong due to its
low company taxation rate of 10 per cent for non-resident foreign exchange transactions and its
banking regulations which permit foreign banks to set up as full branches of their parent.
Australia, in comparison, has a company tax rate of 39 per cent for non-resident foreign
exchange transactions and regulations which permit the establishment of subsidiaries but not

branches. Compared to Singapore in these respects, Australia appears uncompetitive.

The Australian Merchant Bankers' Association has argued in a submission to Treasury that
branch status would enhance not just the ability of merchant banks in Australia to participate in
foreign exchange dealing, but would also inject much needed liquidity and hence greater
competition into the local market. Therefore, they argue, parent banks would no longer find
cost disadvantages in dealing through their Australian branch, and hence business which now

goes to South-East Asian centres could be directed into Australia.

They argue that although Sydney has the telecommunications infrastructure, availability of
skilled professionals and geographic location within the Asia-Pacific region needed for an
international market, the company tax rate is preventing Australia becoming an international
financial centre. They recommend that offshore transactions could be quarantined and a

competitive tax rate imposed.20

Proponents of Sydney becoming an offshore banking centre claim there would be benefits such
as 'increased employment opportunities, increased capital flows and therefore increased
availability of investment capital for infrastructure development, and also increased tax revenues

due to the increased volume'.2’

26 Lloyd, S., 'Branching Out in Banking', Australian Financial Review, 19/7/90.
27 Shearer, J., 'Australia's Chance for a Global Financial Market Niche', Decisions, National Australia Bank,
October, 1990.
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That foreign exchange markets deal in large volumes is indisputable. For instance, in 1988
while the total volume of tradeable goods among OECD countries was valued at $600 billion
annually, the daily volume in foreign exchange trading amounted to $600 billion.28

However, one could question the validity of the assertion that capital movement through foreign
exchange markets could provide infrastructure capital. Foreign exchange markets simply shift
foreign exchange around the world at the request of customer corporations for speculative

purposes. One study concluded that:

much of the dealing on foreign exchange markets serves no useful economic purpose;
indeed it destabilises the international financial system. [In addition, the profits of foreign

exchange dealing can] be routinely directed to the most advantageous tax locations.??

It would appear that the main beneficiaries of offshore banking units are corporate treasury
departments and foreign exchange dealers who earn their profits from trading. The desire by
governments to attract offshore banking transactions to their markets has the effect of initiating

competition between governments to provide the lowest corporate tax rate.

The potential of increased employment in the offshore banking units for the nations which
encourage this activity has to be measured against the extremely poor record of merchant banks
in regard to unionism. The 8,000 employees of the 140 merchant banks in Australia have no
union representation due to the merchant banks' contradictory argument that 'they are not in the

banking industry nor are they in connection with the banking industry'.30

If any further banks are to be given access to Australia, their entry must be accompanied by an
undertaking to recognise the role of the FSU in the banking industry and the rights of bank
employees to be protected by a federal banking award.

28  Ohmae, K., The Borderless World: Power and Strategy in the Interlinked Economy, Collins,
1990, p. 1.

29  Reinecke, 1., The Money Masters, William Heinemann Australia, 1988, p. 96.

30  ABEU, Industrial and Race Relations, ABEU Newsletter, 1988, p. 18.
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SECTION 4 LABOUR FORCE TRENDS

The most significant labour force trends in the Australian finance sector have been the collapse
of the traditional career structures based on junior recruitment and promotion through seniority,
and a corresponding increase in part time work. This is paralleled by an increasing percentage

of the workforce who are female.

There are now multiple entry points into a banking career, with senior management jobs
requiring high levels of formal education and experience in areas other than retail banking.
Thus there is now a greater emphasis on senior and technical recruitment from the external
labour market. Because the increased female component of the Finance sector workforce is
largely concentrated in low-skilled and part-time work, there has been a distinct segmentation of
the workforce on gender lines. The workforce is now largely divided between high-level career
categories increasingly requiring professional qualifications dominated by males, and a female
workforce trapped in relatively low-level unskilled jobs with little career development

possibilities.31

Table 4.1 The Finance and Insurance Industries: Occupation by Industry by Sex

Professional | Administrative Clerical Sales
and Executive
Technical
% % % %
1976 Males 3036 83 13819 91 52026 47 313 85
Finance Females 611 17 1431 9 58447 53 53 14
1647: 100 15250; 100| 110473 100 366 100
1976 Males 1436 87 5824 95 8864 32 6604 91
Insurance | Females 265 13 335 5 18938 68 6667 9
2000 100 6160; 100| 27801: 100 7271% 100
1981 Males 5184 77 17548 88 56332 43 1823 80
Finance Females 1573 23 2410 12 75809 57 470 20
67571 100 19959 100| 132140; 100 2292 100
1981 Males 2453 80 6153 93 11285 28 3459 87
Insurance | Females 602 20 474 7 28919 72 506 13
3057 100 6627 100| 40207 100 2965 100
1986 Males 9313 67 10854 88 42641 38 16070 34
Finance Females 4543 33 1441 12 69828 62 31341 66
13856 100 12295 100| 12469 100| 47411 100
1986 Males 3617 70 3633 90 8716 23 14732 82
Insurance | Females 1565 30 390 10 29054 77 333 18

5182j 100 4023% 100| 37770 100| 18065{ 100

Note: The occupational categories used in the 1986 Census are somewhat different from those used in 1976 and 1981.

Source: Women's Bureau, Department of Employment, Education and Training, New Brooms: Restructuring and
Training Issues For Women in the Service Sector, p. 25.

31 Manning, H., 'The Banking Labour Process’, Journal of Australian Political Economy, Vol. 18, June
1985, p.55. Alexander, R. and Frank, S, Award Restructuring and Part-time Work in Banking,
Department of Employment, Education and Training, AGPS, Canberra, 1990, p. 16.



26

Similar trends to banking are evident in the insurance sector. Between 1976 and 1981 general
insurance employment declined by 8.4 per cent, while life insurance employment declined by
13 per cent.32 Traditionally the insurance industry has provided social and career mobility for
young males. Although women have always been employed in the clerical area they have not
normally formed part of the career structure which allowed men with few, if any, professional

qualifications to work their way up to management positions.

While there has been a distinct feminisation of the insurance sector over the last two decades,
this has also been associated with the collapse of the traditional career structure. Thus the
increased involvement of women in the insurance sector may not lead to career opportunities for
women, but as in the banking sector, be largely associated with the use of permanent part-time

workers as a contingent labour force.

More recently, following the impact of the recession and the increase in bad and doubtful debts,
for the first time we are seeing contraction in employment opportunities in banking through
retrenchments. The ABEU first raised fears about loss of employment in discussions about the
impact of major technological change during the 1984 Senate Inquiry. However technological
job loss was offset by expansion of services and the scramble for competitive positioning in the
face of financial deregulation. This job loss is now being experienced as banks react to a
difficult environment. The extent of this can be seen in speculation about the ability of one of
the top-rung banks to maintain its capital adequacy ratio, exposing it to takeover risks. The
biggest single cost to banks is personnel, hence pressure on cost cutting will fall on
employment. Continued pressure for increased productivity and rationalisation of the
workforce through mergers and acquisitions between banking and insurance is likely to

reinforce this trend.
These labour force trends will create the following challenges for unions in the 1990s:

. developing labour strategies to respond to the core-periphery structure of modern
international capitalism. Economic relationships that once characterised the exploitative
relationships between first and third world countries, now apply to different segments of
labour within the nation state of first world countries as well as in third world countries.
There is now an international division of labour between core and contingent workers that
transcends nation states. The sex-based segmentation of the Australian labour market
tends to concentrate women workers in the periphery and male full time workers in the
core;

. integrating the predominantly female part-time labour force, presently concentrated in low
grade clerical functions (the contingent labour force) into career path planning, based on

the development of broad based skills and promotional opportunities;

32 Women's Bureau, Department of Employment, Education and Training, New Brooms: Restructuring and
Training Issues For Women in the Service Sector, p. 24.
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’ resourcing employees to use the climate of industrial democracy and devolution of
decision-making to shape job design and work organisation that fully exploits new
technologies to match the needs of employees with the competitive strategies of the firm;

. developing policies to support the ethical concerns of workers in the Finance sector in
terms of the relationship between the banks and other sectors of the economy, within the

emerging global philosophy of sustainable development.
4.1 CHANGING CAREER STRUCTURES

Career structures have undergone radical change in the Finance sector, as the rapid adoption of
information technologies has transformed almost all aspects of work organisation. Banks were
quick to use mainframe computer technology to strive for greater efficiencies and reduced
labour costs during the 1970s. High inflation rates led to increased competition between banks

and other financial institutions for depositor's savings, and for provision of loan services.

The traditional career structure of banks was based on a hierarchical system of internal
promotion based on seniority, a strong auditing culture and a relatively high labour cost retail
branch structure. With the increasing pressure for productivity gains and the introduction of
mainframe computers, the industrial discipline of Taylorist production design principles was
used to rationalise banking functions. Management strove for efficiencies through the creation
of large EDP 'factories' and, through branch networking, the deskilling of many branch office
functions. This process impacted particularly on women employees in the banking sector who

became concentrated in the routinised, de-skilled jobs.
The reasons for this are both historical and structural:

. women have traditionally been regarded as a contingent labour force, recruited into junior
clerical positions and required to resign when they were married;

. as households became increasingly dependent on two incomes to finance home-
ownership, women who had previously been forced to resign on marriage re-entered the
workforce on a permanent part-time basis to provide a second income;

. the 1974 Bank Officials Award negotiations restricted women to part-time employment
and the increasingly de-skilled telling function in order to preserve the traditional career
structure of male employees, ;

. other than highly specific on-the-job training, training opportunities provided by the
banks have been targetted on staff believed to have long term career commitment to the

bank.

Despite the increasing level of education and experience among female employees, it was
women who were recruited into the part-time de-skilled jobs with no career path possibilities,

increasing the segmented nature of the workforce in the Finance sector.
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During the 1980s, financial deregulation and a continued high level of technological innovation
in response to perceived increased competitiveness, and the rapidly changing needs of corporate
clients in a globalising economy, created further pressure for change in work organisation and

skill formation in the financial sector.

However with the development of distributed processing technology and expert systems, there
has been a distinct shift away from centralisation and de-skilling of front-line functions towards
decentralisation of decision making and a recognition of a different skills base required in front-
line staff. This parallels recognition of the need for a major cultural shift from auditing to

selling and marketing.

Information technology now allows the large corporation to combine a rigorous system of
oversight from Head Office with the devolution of business decisions to business units run as
'autonomous' profit centres. Recently in Australia this led to the devolution of decisions about
lending to branch offices, and loans managers were involved in a vigorous promotion of loans
to the public. Following the spate of corporate collapses, the major reduction in farm incomes
with the collapse of the wool and wheat industries, and continuing business failures resulting
from the current recession, banks have been faced with a significant problem of bad and
doubtful debts. The response to this has been to pursue a much more rigorous policy of

centralised decision making, with decisions for lending returned to head office.

Recent restructuring of retail banking with area or zone banking is an attempt to develop
structures which provide the right mixture of devolution and control, of specialisation and
customer focus. One example of this has been the new zone structure of the ANZ Bank's retail
section. Zones, based on customer trading areas, include a large number of Sales and Service
Branches and a smaller number of Lending Centres, supported by a Customer and Branch
Support Centre and a Lending Support Centre. This structure also reflects the bank's attempt to
move from an auditing driven culture to a market driven culture and is supported by an

extensive training and development program.

All centres are based on a team approach to work organisation and supervision, with managers
and supervisors being part of the team and performing multiple functions. The creation of a
Customer Servicing function is an attempt to create career paths for front office staff. The
concentration of back office functions into more specialist centres will provide a higher level of

specialisation in a decentralised manner.

Bertrand and Noyelle's study on human resources and corporate strategy for twelve OECD
financial institutions suggests the trend to devolution is particularly evident in Scandinavia and
the US.33 In a US multinational bank, for instance, there was extensive practice of autonomy
at a divisional and subsidiary level. Managers ran their division/subsidiary as 'independent’

businesses, with each unit undertaking its own strategic planning and budgeting.

33 Bertrand, O. and Noyelle, T., (1988), Human Resources and Corporate Strategy, CERI, OECD, Paris.
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Although this trend was reportedly not as well developed in Japanese and French organisations,
it parallels similar trends in large corporations in other industry sectors in Australia and
elsewhere. Factors driving this process of devolution include the need for corporations to
achieve much higher levels of flexibility in their organisations, and to be much closer to their
customers and suppliers in developing quality products and services for a rapidly changing

market, and meet a much greater degree of world competition for business.

Japanese management systems have created a new international awareness of the importance of
corporate culture and the factors that sustain'employee commitment to organisational goals in
the face of constant change in both the technological and market environment. The abstract
rationalism of functional specialisation and notions of efficiency and productivity that were the
hallmark of Taylorist work design has given way to new forms of work organisation and
management behaviour to support increased flexibility and continuous innovation in all aspects

of the organisation.

As Mr Konosuk Matsushita of Matsushita Electrical Industries commented:

the core of management is precisely the art of mobilising and pulling together the
intellectual resources for all employees in the service of the firm.34

whereas under the Taylorist tradition of Australian organisations, the essence of management

has been getting ideas out of the heads of bosses and technocrats into the minds of labour.

An understanding of changing career structures in the finance industry must involve an
appreciation of this larger debate about work organisation and skill formation, which is now the
subject of intense scrutiny across the industrialised world. While a contingent labour force of
part-time workers performing routine functions initially enabled the banks to increase their
flexibility and productivity around peaks and troughs in customer servicing, this strategy does
not allow for longer term flexibility. This must include employees' ability to use constantly
changing technology to respond quickly to customer needs through their understanding of the
wider system of which they are a part, and their commitment to the firm's strategic goals ina

volatile marketplace.

In service industries, products involve a relationship between the firm and the client.3?
Product knowledge therefore always includes behavioural knowledge that cannot be routinised
into abstract standardised information. New technology allows sophisticated customer
profiling, and the pressure for constant innovation is to use this information to respond

creatively to market opportunities.

34  Ohmae, K., The Borderless World: Power and Strategy in the Interlinked Economy, Collins,
London, 1990.
35 Ibid.
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As in new developments in user-interface systems for skilled automation in European
manufacturing, particularly in Germany and Scandinavia, distributed data processing has

helped blur the boundaries between corporate specialists and final users.

...the great variety of standard applications software.now available to run on either PC or
distributed data processing systems allows nearly anyone with limited computer

experience to customise program applications around their local needs.30

One of the challenges for the union in response to these pressures on changing career structures
is how to work within the framework of these new organisational possibilities, and with the
imperative of maximum flexibility, to address the contingent status of the majority of female
employees in the finance industry. This will be examined in detail in our following discussion

of women in the banking and insurance industry, and the issue of part-time and casual work.

Another challenge for the union in the finance industry is its relationship to the new cadre of
highly skilled professional staff who have been recruited from the external labour market to fill
senior positions in new product and service areas. The declining status of some low-level
branch management jobs has further restricted career possibilities for most employees, as has
the recruitment of these more highly qualified specialists and professional managers from

outside the industry.

The basic nature of international economic activity has been changed fundamentally by the
advent of information technology and the globalisation of the economy. This flows from
international activity on the short term money market, creating a 'casino’ society - the roulette
wheel replaced by the computer screens and exchange traders. Thus a very different culture of
professional skills and attitudes has been developed at the senior level, whereby this class of
money dealer has been able to command salaries significantly above comparable salaries for
other professionals with similar qualifications. This new area of career opportunities has had

little to do with traditional career structures.

Until recently the erosion of the traditional banking career structure has been hidden by the
continued strong growth of employment and high turnover within the industry. For example
from 1984 to 1987, the Australian Bureau of Statistics estimated that some 18,000 new jobs
were created within banks in Australia. Two factors are important in reviewing this trend.
Firstly job creation was concentrated in the part-time workforce (a contingent labour force), and
secondly we are now seeing real contraction in employment in the banking sector. As one
senior manager within the Retail Banking sector commented, ‘there is now no job security in

this industry, not even if you are a good performer".

While the new professional workers in the Finance sector have been able to gain rapid

promotion and high salaries - an environment not conducive to union membership, the recent

36 1bid, p. 28.
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recessionary environment and reaction to unsustainable levels of bad and doubtful debts may
create a more sober assessment of the advantages of a representative body for all classes of

employees.

A consideration of new career paths in the banking sector thus involves consideration of several
important trends in the Finance sector. These include the development of multiple entry points
into a banking career, with a greater emphasis on senior and technical recruitment from the
external labour market, requiring university qualifications and related experience. It also
includes changing attitudes to the use of information technology for the decentralisation of
decision making and re-skilling of front-line functions, and the challenge for a greater

integration of part-time workers into a banking career structure.

Career paths are fundamentally linked to questions of skill formation and work organisation.
Despite early gains in labour productivity through routinisation and expert systems to reduce
labour costs, the increasing complexity of the financial sector suggests that the most effective
use of this technology requires a workforce at ease with broad and complex environments and
capable of working in teams or groups who use a systems wide understanding across different
time and space horizons. It has been asserted that the growing complexity of the industry and
demand for 'creative' rather than compliant management has led employers away from relying
on experienced but unqualified 'home grown' managers to fill senior positions37. Career
pathing, under award restructuring, requires that employers also develop and promote these

skills within their internal labour market.

4.2 WOMEN IN THE FINANCE SECTOR

Although equal opportunity policy and affirmative action legislation in the US have led to a
significant movement of college educated women into managerial positions®® (10 per cent of
Vice Presidents and Branch Managers were women in this 1988 study), this trend is not yet

visible in Australia.

The employment statistics in Table 4.2, provided from three of the four major Australian banks,
show the concentration of women employees among service and part-time staff. However it is
important to note that women constitute above 40 per cent of graduate recruits in two of the
banks, and nearly 60 per cent in Westpac-Victoria. Much of this recruitment is likely to be into

corporate banking and human resource development.

In the retail sector, the long tradition of male managerial dominance in the career structure
system is reflected in only 1 out of 1000 branch managers in the Commonwealth Bank being

37  Alexander, R. and Frank, S., 'Award Restructuring and Part-time Work in Banking', DEET, AGPS, Canberra,
1990.
38 Bertrand, O. and Noyelle, T., 'Human Resources and Corporate Strategy', CERI, OECD, Paris, 1988.
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women, compared to the newer banks such as Chase AMP in Australia with 1 in 5 being
women.

Table 4.2 Summary of Employment Statistics Supplied by the Banks

%

WESTPAC

Women as percentage of management and supervisory staff 15.0
salaried staff ) 9.0
services staff 22.3

Part-time staft as percentage of staff 10.0

WESTPAC-VICTORIA

Women as percentage of graduate recruits 57.0
school leaver recruits 65.0
resignations 61.0
full-time staff 47.0
part-time staff 94.0

Part-time staff as percentage of staff 7.0

NATIONAL

Women as percentage of staff 52.0
part-time 97.0
graduate recruits 42.0
school leaver recruits 72.0
staff terminations 1986 66.0

Part-time staff as percentage of staff 11.5

COMMONWEALTH

Women as percentage of staff 54.0
part-time staff 98.0
management and executive staff 1.0
supervisory staff 25.0
full-time clerical 32.0
part-time clerical 98.0
keyboard staff 100.0
wages staff 41.0
graduate recruits 46.0
school leavers recruits 63.0

Part-time staff as percentage of staff 13.0

Source: Women's Bureau, Department of Employment, Education and Training, New Brooms. Restructuring and
Training Issues For Women in the Service Sector, p. 41.

Women are overwhelmingly concentrated in junior clerical positions in both the insurance and
banking sectors. Whereas 60 per cent of total bank employees are women, of the 15 per cent of
employees who are part-time (predominantly clerical) 91 per cent are women. The main areas
of employment for women are as pari-time tellers for peak periods, EDP workers and junior

clerical functions.

Previously Table 4.1 showed that while only 9 per cent of administrative and executive
positions were held by women in 1976, this had only risen to 12 per cent by 1986 in the
Finance sector. The comparative figures for Insurance were 5 per cent and 10 per cent
respectively. The situation with professional and technical employment has fared better with a
rise in Finance from 17 per cent in 1976 to 33 per cent in 1986. Sales figures have shown a
dramatic shift in Finance, from 14 per cent to 66 per cent, while clerical has always been

dominated by female employees.



