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Change Order
This Change Order (including its attachments, if any) serves to vary the Contract in accordance 
with the terms set out below.  Unless specifically stated in this Change Order, all Terms and 
Conditions of Contract continue unaffected. 

1. Deed Number SON3385995 

2. Work Order Number CD011390 

3. Change Order number 01 

4. Raised by PM&C 

5. Details of change (use attachments 
if required) 

Amend Work Order Number from 
‘CD0011390’ to ‘CD011930’ 

Amend page 13 signing party ‘KPMG Australia 
Pty Limited, ABN 47 008 644 728’ to KPMG 
Australia, ABN 51 194 660 183’ 

6. Implementation date of Change Upon signing of both parties 

7. Effect on Deliverables and Services Nil 

8. Effect on Documentation Nil. 

9. Plan for implementing the change N/A 

10. Effect on Service Charges Nil 

11. Other relevant matters (eg 
transitional impacts) 

The PM&C Customer Representative will provide 
details where required. 

Signed for and on behalf of the Commonwealth of Australia as represented by the Department of 
the Prime Minister and Cabinet by its duly authorised representative: 

Signature: 

Name of Signatory: 

Position: Senior Adviser 

Date: 28 October 2022 

Signed for and on behalf of KPMG Australia (ABN 51 194 660 183) by its duly authorised 
representative: 

Signature: 

Name of Signatory: 

Position: Partner 

Date: 28 October 2022 
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Invoice 

Contract ID (CD011436) 

To__________________________________________________________________________________ 

Adviser, Women’s Economic Policy Branch, Office for Women 

Department of the Prime Minister and Cabinet  

From_________________________________________________________________________ 

Marian Baird AO 

Description of services: Cost 
1.Report and references on Paid Parental Leave, Australian and overseas
evidence and best practice on:

Reserved leave/‘use it or lose it’ portions for
fathers/partners
Optimal length of concurrent leave
Optimal flexibility design, with the aims of improving
gender equality, women’s labour force engagement and
health of babies
Any other optimal design features.

2.Advice to WEET to inform the first piece of legislative change to
introduce 26 weeks PPL by 2026.
3. Two briefings to i. an academic roundtable and b. the WEET.

$10,000 (No GST) 

Total Amount payable 

Pay in full to: 
Marian Baird  

$10,000 (No GST) 
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Invoice 

Contract ID (CD011436) 

To__________________________________________________________________________________ 

Adviser, Women’s Economic Policy Branch, Office for Women 

Department of the Prime Minister and Cabinet  

From_________________________________________________________________________ 

Marian Baird AO 

Description of services: Cost 
Description of work: 

1. Qualitative data collection on parents’ decision making about
taking of parental leave and proposed changes; 

2. Liaison with the WEET;
3. 30-page research report to the WEET with recommendations;
4. Two briefings to the WEET to inform the Albanese Labor

government’s proposed changes to the Federal Government's Paid
Parental Leave (PPL) scheme, 2023–2026.

$25,000 (No GST) 

Total Amount payable 

Pay in full to: 
Marian Baird  

$25,000 (No GST) 
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Introduction 

This report provides research evidence to inform the government’s proposed changes to the federal government's paid 
parental leave (PPL) scheme in 2023–2026. Our report is titled Next Steps in recognition of the proposed changes: 

– From 1 July 2023, 20 weeks in total per couple will be available, with 2 weeks reserved each for the mother and 
father/partner, and 20 weeks in total for a single parent. 

– From 2024, 2 additional weeks per year, up to 2026 when 26 weeks in total will be available.

The research evidence and policy design principles we outline also inform these later changes. 

With the extension of paid parental leave by 6 weeks from 20 weeks to 26 weeks, announced by the Labor Government as 
part of the October 2022-23 Budget, Australia has an opportunity to improve the national system according to ‘best 
practice’ and informed by significant international research evidence and some Australian evidence. There is an 
opportunity to enable women to participate in the labour market more fully, to develop and embed incentives for fathers 
to share the care of a baby and to provide flexibility to parents in their use of parental leave. This would reflect the best 
international evidence on parental policy design for gender equality, the division of unpaid household labour and 
women’s economic opportunities and security over the life course. It would also reflect the best practice to ensure the 
wellbeing of mothers, babies and fathers/partners. 

The focus of the report, as requested by the Womens Economic Equality Taskforce, is research evidence on: 

– reserved leave for fathers 
– flexibility of leave use 
– concurrency and sharing of leave taking 
– bonus leaves. 

A number of other issues directly related to the design of best practice paid parental leave are also highlighted for further 
consideration. 

The positive impacts of paid parental leave align with many of the UN Sustainable Development Goals (SDGs) making the 
extension of Australia’s paid parental leave system a positive contribution to national efforts to support the SDGs relevant 
to women and children’s health and wellbeing (Heymann et al., 2017), particularly SDG 1 on poverty alleviation; SDG 3 on 
good health and wellbeing; SDG 5 on gender equality; SDG 8 on decent work and economic growth; and SDG 10 on 
reduced inequalities (see Box A). 

Box A. Paid parental leave, child wellbeing, economic inclusion and prosperity 

“Early experiences have a profound impact on children’s development. They affect learning, health, behaviour and – 
ultimately – adult social relationships, wellbeing and earnings. Investing in this period is one of the most efficient and 
effective ways to help eliminate extreme poverty and inequality, boost shared prosperity, and create the human capital 
needed for economies to diversify and grow.” (WHO, 2018, p. 3) 

Even with the government’s welcome extension of the national system from 20 to 26 weeks, Australia’s paid parental leave 
scheme will remain amongst the least generous schemes internationally (OECD, 2022; see Figure 1). 
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Figure 1. International comparison of paid parental leave

Source: Adapted from OECD Family Policy Database (2021) Child-related leave, Table PF2.1 Key characteristics of parental leave systems, available at 
https://www.oecd.org/els/family/database.htm  

We note that there is little systematic data on the decisions made by parents in the use of paid parental leave in Australia 
to guide policy design and recommend investment in both quantitative and qualitative data collection to inform the roll 
out of the additional 6 weeks of paid parental leave by 2026. This data will support policy design to best meet the care 
needs, expectations and aspirations of households. Further research would include evaluation of the Australian 
experience of paid parental leave use, how households combine the national scheme with employer schemes, interactions 
between the two schemes, and household preferences for shared care of babies and very young children.

Australia’s Paid Parental Leave Act 2010 provided for a thorough academic evaluation of the policy (see Martin et al., 2014) 
including its impact on mothers’ and babies’ health, mothers’ workforce participation, and fathers’ and employers’ 
reactions. Ongoing evaluation of a policy of this type is best practice. Internationally, parental leave schemes are under 
frequent review and modification as they attempt to meet the needs of contemporary families, economies and 
international conventions (see Box B). Most recently, some members of the European Union (Denmark and Finland) have
revised their paid parental leave policies in response to the current EU Directive.
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Box B. International Standards 

EU Directive on work–life balance: Implementation 2 August 2022.1 The Directive on work-life balance aims to both 
increase (i) the participation of women in the labour market and (ii) the take-up of family-related leave and flexible 
working arrangements. The EU Directive includes: 

– Paternity leave: Working fathers are entitled to at least 10 working days of paternity leave around the time of birth 
of the child. Paternity leave must be compensated at least at the level of sick pay. 

– Parental leave: Each parent is entitled to at least four months of parental leave, of which two months is paid and 
non-transferable. Parents can request to take their leave in a flexible form, either full-time, part-time, or in 
segments. 

International Labour Organization (ILO) Maternity Protection Recommendation, 2000, No. 191.2  

– Members should endeavour to extend the period of maternity leave referred to in Article 4 of the Convention to at 
least 18 weeks. 

– Provision should be made for an extension of the maternity leave in the event of multiple births. 

The Fifty-fourth World Health Assembly, May 2001 Resolution, WHA54.2, on Infant and young child nutrition, 
paragraph 3(6).3  

– exclusive breastfeeding for six months as a global public health recommendation. 

1 Directive (EU) 2019/1158 of the European Parliament and of the council of 20 June 2019 on work–life balance for parents and carers. https://eur-
lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:32019L1158&from=EN  
2 https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_INSTRUMENT_ID:312529  
3 World Health Assembly, 54. (2001). Fifty-fourth World Health Assembly, Geneva, 14–22 May 2001: resolutions and decisions. World Health Organization. 
https://apps.who.int/iris/handle/10665/260183  
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Australia’s paid parental leave scheme in national and 
international context 

Australia has a short history of nationally legislated paid parental leave compared to other high income countries, with the 
exception of the USA (Baird & Williamson, 2010). In 2010 Australia introduced the Paid Parental Leave Act 2010. This was a 
breakthrough policy that for the first time provided eligible working parents in Australia with a legislated right to a period 
of paid parental leave. The 2010 Act stipulated 18 weeks for the primary carer paid at the national minimum wage (NMW). 
While this was an important policy initiative, the scheme was shorter in length and less generous in income replacement 
level than many of the paid parental leave systems that have been operating in comparable economies for many years. In 
2013 the scheme was expanded to include 2 weeks of reserved leave for fathers, called Dad and Partner Pay (DaPP) also 
paid at the national minimum wage. 

Official evaluations of the paid parental leave scheme have shown it to be beneficial to working parents, especially 
mothers in low-wage work where the employer did not provide paid parental leave (Martin et al., 2014). 

Australian women’s participation in paid work has risen rapidly over the past 40 years (see Figure 2), to reach an historically 
high participation rate of 62.4% in August 2022, with a particularly rapid transformation in the participation of women of 
childbearing ages (see Figure 3). Nevertheless, women have a lower participation rate than men, work less hours than men 
and have lower wages than men. These gendered workforce gaps are in large part shaped by women’s disproportionate 
responsibility for unpaid family and community care which many women manage by shifting to part-time employment 
after childbirth (Baird & Heron, 2020). 

Paid parental leave policy is now an expected part of the Australian public policy framework (Baird & Williamson, 2010; 
Baird, Hamilton & Constantin, 2021) and potentially a key policy support for women’s economic opportunities and gender 
equality. Some large private sector employers now provide generous paid parental leave schemes (Baird et al., 2021, 
WGEA, 2022a). Increasing interest in this policy area has been growing rapidly, especially in encouraging and enabling 
fathers to share the care (see for example KPMG, 2021; Parents at Work, 2022; Wood et al., 2021). 

Change in young workers’ aspirations around combining work and care is leading to converging gender roles and 
expectations among young Australian parents, with men who are fathers looking for public policy to support their care 
aspirations (Hill, Baird et al., 2019, Churchill & Craig, 2022). The male breadwinner model has been hard to shift in 
Australia, with social and economic trends making the ‘One-Plus’ or one-and-a-half Breadwinner model the most common 
family type (Baird & Heron, 2020).  
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Figure 2. Australia – Labour force participation rates, by sex (Feb 1978 – Sep 2022)

Source: Australian Bureau of Statistics (2022, September). Labour Force, Australia. ABS. https://www.abs.gov.au/statistics/labour/employment-and-
unemployment/labour-force- australia/latest-release.
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Figure 3. Australia – Labour force participation by sex and age (1978 and 2019)

Source: OECD.Stat (2021). Labour Force Statistics – Labour Force Participation (Labour force statistics by sex and age – indicators).

Figure 4 shows that women’s hours of work, while increasing, remain lower than men’s. WGEA (2022b) also reports that in 
2021 “at no age were more than 50% of women working full-time”, with the pattern of women working fewer hours than 
men clear. Providing a mechanism through more flexible and shared parental leave will enable Australian women to 
extend and deepen their labour market attachment, thereby increasing their career and promotion opportunities and 
greater economic security over the life course.
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Figure 4. Proportion of actual hours worked (males and females), March 1991 and March 2015 to March 2022

Source: Australian Bureau of Statistics (2022). Labour Force, Insights into hours worked, May 2022, Australia, available at 
https://www.abs.gov.au/articles/insights-hours-worked-may-2022

Paid Parental Leave Act 2010 – Objectives
The objectives of the Paid Parental Leave Act (2010)4 must be read within the particular Australian context. The Act was 
introduced following a comprehensive analysis of the need for a paid parental leave scheme by the Productivity 
Commission (2009).

4 Act reference: PPL Act Part 1-1 Division 1A Objects of this Act (https://guides.dss.gov.au/paid-parental-leave- guide/1/2/1/10) 
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The objective of Parental Leave Pay is to provide financial support to primary carers (1.1.P.230) (mainly birth mothers) of 
children, in order to: 

– allow those carers to take time off work to care for the child in the 2 years following the child's birth or adoption 
– enhance the health and development of birth mothers and children 
– encourage women to continue to participate in the workforce 
– promote equality between men and women, and the balance between work and family life 
– provide those carers with greater flexibility to balance work and family life. 

It is important to note that these objectives can be in conflict or tension with each other and that the weight given to each 
may vary as policy develops to reflect changing family and economic trends and needs. Analysis of international trends in 
parental leave policy design show that the objectives of parental leave policies are shifting from a maternalist to an 
economic and labour market orientation (Dobrotic & Blum, 2020) especially with regard to encouraging female workforce 
participation (Baird & O’Brien, 2015). 

Use of the current scheme5 
The design of the 18 week paid parental leave scheme introduced in 2010 focused on the primary carer. Dad and partner 
pay (DaPP), introduced three years later, was for the father or partner. Table 1 shows the scheme’s use matches this intent, 
with mothers using the parental leave pay and fathers/partners using the Dad and partner pay. For example, in 2018–2019 
and 2019–2020, 99.5% of paid parental leave recipients were mothers. In 2013 Dad and partner pay was introduced to 
provide fathers/partners with a period of 2 weeks paid at the national minimum wage. This is used overwhelmingly by men. 

Table 1. Paid parental leave recipients by gender 

Parental leave pay Dad and partner pay 

Female (%) Male (%) Female (%) Male (%)
2011/2012 125026 99.35% 798 0.63% 

2012/2013 131478 99.42% 765 0.58% 92 0.34% 27162 99.66%

2013/2014 145317 99.48% 766 0.52% 289 0.38% 75478 99.62% 

2014/2015 159449 99.47% 844 0.53% 289 0.41% 70700 99.59% 

2015/2016 169889 99.55% 769 0.45% 343 0.43% 79142 99.57% 

2016/2017 170129 99.53% 796 0.47% 374 0.45% 83226 99.55% 

2017/2018 158583 99.50% 789 0.50% 372 0.45% 81510 99.55% 

2018/2019 177882 99.51% 876 0.49% 465 0.51% 91297 99.49% 

2019/2020 170837 99.49% 875 0.51% 467 0.51% 91876 99.49% 

Note: Unknowns have been included in the ‘Male’ category. 
Source: EDW Paid Parental Leave scheme Claims Universe, Data Load Version 2, as at 30 June each entitlement year.

5 The authors thank staff of the Department of Social Services for providing the data used in this report. 
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Concurrency of use 
Under the current scheme, concurrency or overlap of paid parental leave and Dad and partner pay days is low. For 
example, Table 2 shows that in 2019–2020, of the almost 172,000 recipients of paid parental leave (of whom 99.5% were 
mothers), there was an overlap of the full period of Dad and partner pay days (that is taken with the partner) in just 34,354 
cases. 

Table 2. Paid parental leave recipients who have an overlapping DaPP period for the same child 

Period 
Overlap 
Indicator 

Number 
of Days 

2011/ 
2012 

2012/ 
2013 

2013/ 
2014 

2014/ 
2015 

2015/ 
2016 

2016 
2017 

2017/ 
2018 

2018/ 
2019 

2019/ 
2020 

OVERLAP 1 79 236 203 223 252 247 255 243 

2 72 235 185 197 250 200 217 217 

3 85 225 243 211 245 213 199 222 

4  105 244 218 237 192 212 228 225 

5 83 233 208 230 218 186 200 191 

6  100 272 238 276 232 226 252 223 

7  211 565 493 570 579 545 554 559 

8 97 280 248 255 269 223 240 276 

9 89 231 202 211 253 208 225 222 

10 95 274 258 220 222 198 250 233 

11 71 230 208 224 234 206 243 241 

12 58 217 208 260 184 230 220 226 

13 69 227 219 231 249 272 282 304 

14 9738 25871 25380 29366 31892 30306 35672 34354 

NO 
OVERLAP 0 125824 121291 116743 131782 137947 135654 125900 139721 133976 

Total 125824 132243 146083 160293 170658 170925 159372 178758 171712 

Note: Where entitlement period end dates occurred outside the entitlement year the projected end date has been used. Retrospective changes may have 
been applied that will not have been captured due to the report date. 
Source: EDW Paid Parental Leave scheme, Claims Universe, Data Load Version 2, as at 30 June each entitlement year. 
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Flexibility of use 
The policy was amended in 20206 to allow flexible use of paid leave days. Table 3 shows flexibility of use. Of total cases, 
86% have not used leave in a flexible way, 10% used the flexible option and for the remaining 4% the flexible option is still 
underway. For those who do choose to use the flexible option, they access less of their full 18-week paid parental leave 
entitlement overall. In 2021–22 this was almost 11 weeks. Under the current scheme, there is also a very low rate of 
transfer to a secondary claimant. 

Table 3. Paid parental leave recipients (under flexible PPS) as at 30 September 2023 

PARTICIPATION 2021–22 

PLP 
choices 
made for 
children 
born on or 
after 1 
July 2020 

Consecutive 18 week period (finished) 153,084 85.70%
Consecutive 18 week period (still on) 7,423 4.20%
Received PLP 
Period and/or 
Flexible PPL 

Flexible completed 7,967 
2,972 
6,184 

Flexible commenced 

Total Flexible not started 

Grand Total 

PLP opted for flexible PPL 17,123 9.60% 
PLP recipients 178,556 
Average PLP period duration 10.6 weeks 

Transfers to 
secondary 
claimant 

PLP period – Full transfer 274 
PLP period – Partial transfer 311 
TOTAL transfers PLP period 585 
Flexible commenced/completed n.p. 
Permission given not started <5 

Total Taken/available PPL Flexible 522 

Source: Provided by Services Australia, Data Load Version; N/A. 

6 https://www.apsc.gov.au/circulars-and-advices/circular-20208-changes-parental-leave-pay-improve-flexibility  
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The 2023 Policy Change 

The change introduced from 1 July 2023 to combine the 18 weeks plus 2 weeks will provide a total of 20 weeks for a couple 
(or a single parent). This removes the primary carer assumption designed into the current scheme and will allow 
opportunity to consider the mix and potential concurrency of leave taking by the parents as well as the flexibility of use. 

Deciding how the additional 6 weeks of paid leave can be allocated requires a need to consider the objectives of female 
labour market participation, gender equality in care and maternal and baby health, as they are balanced against each 
other, within the limits of 26 weeks. These trade-offs are particularly acute given the relatively small extension of total paid 
parental leave time from 20 to 26 weeks. The longer the total period of paid leave, the easier it will be to adequately 
resource and achieve all objectives of the Act. 

Changes in parental leave schemes in other countries allow us to observe the impact of specific policy changes on fathers’ 
and mothers’ behaviours, providing ‘natural experiments’ and leading or best practices. 

In the following sections we provide research evidence for key design features including reserved leave for 
fathers/partners in support of shared care; concurrent, shared and flexible use of paid parental leave; bonus and 
incentives for shared care; and support for maternal and child health.  

We then offer three models, or archetypes, that highlight the way in which the competing objectives of Australia’s paid 
parental leave scheme might be accommodated in the next steps for policy. We complete this report with a short section 
on additional optimum design features from the international evidence that should be considered in this and future 
iterations of paid parental leave before we offer a final conclusion. 

Reserved leave for fathers/partners7 

Research from comparable economies demonstrates that best practice paid parental leave systems include a reserved 
and non-transferable (“use-it-or-lose it”) portion of paid parental leave for fathers, also sometimes called a father or daddy 
quota) The evidence is that when paid at, or close to full wage replacement rates, men do increase their contribution to 
unpaid care in the home and this, over time, changes gender norms around the division of paid and unpaid work (Patnaik, 
2019). 

The uptake of parental leave by fathers and partners tends to remain low because of barriers relating to the income level 
at which it is paid, organisational stigma and traditional gender norms (Australian Institute of Family Studies, 2019; Baxter, 
2019; Coltrane et al., 2013; Kalb, 2018; Patnaik, 2019, as cited in Théboud & Halcomb, 2019). The gender pay gap poses 
barriers as loss of family income has less impact when women, who on average earn less than men, take parental leave 
(Australian Institute of Family Studies, 2019; Kalb, 2018; Moran & Koslowski, 2019;). 

The highest rates of utilisation by fathers are in countries with designated periods for men that provide paid parental leave 
at high income replacement levels as well as incentives for fathers to take the leave, for example the Nordic countries and 
the Canadian province of Quebec (Feldman & Gran, 2016; Harvey & Tremblay, 2018; Karu & Tremblay, 2018). 

7 Some of the material presented below is drawn from a report prepared by Marian Baird, Elizabeth Hill, Lisa Gulesserian and Daniel Dinale for the WGEA 
Insights Paper 2019 (WGEA, 2019). 
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In Australia, men have been slow to take up paid parental leave and the Dad and partner pay introduced in 2013, with most 
recent data showing approximately 92,000 fathers/partners taking Dad and partner pay in 2019–20 compared to 171,000 
mothers taking paid parental leave (see Table 1 above). Early research showed that Australian men were less likely than 
women to have or to request access to parental leave, and they are more likely to be refused or penalised when they do 
(Chapman, Skinner & Pocock, 2014). However, as Table 4 shows, when fathers/partners do take Dad and partner pay, the 
vast majority take 6–10 days. 

Table 4. Paid parental leave recipients by entitlement days taken 

Count of Customers 2011/2 
012 

2012/2 
013 

2013/2 
014 

2014/2 
015 

2015/2 
016 

2016/2 
017 

2017/2 
018 

2018/2 
019 

2019/2 
020 

Dad 
and 
Partner 
Pay 

0 to 5 
days 

575 1,422 1,407 1,756 1,772 2,060 1,782 1,637 

6 to 10 
days 26,679 74,345 69,582 77,729 81,828 79,822 89,980 90,706 

Total 27,254 75,767 70,989 79,485 83,600 81,882 91,762 92,343 

Note: Unknowns are included in 0–5 days. Only weekdays (payment days) have been considered. 
Source: EDW Paid Parental Leave scheme Claims Universe, Department of Social Services.  

The review by Martin et al. (2014) of the government’s paid parental leave scheme showed fathers and partners are more 
likely to use their annual leave to take time off to care for children. This is likely because it is paid at full wage-replacement, 
while Dad and partner pay is paid at the minimum wage.  

However, more recent research shows that attitudes and aspirations are changing and that Australian men with children 
are increasingly interested in being active and engaged fathers (Baxter, 2014; Hill, Baird et al., 2019). 

The greatest shift in gender behaviours occurs when fathers “father alone” (O’Brien & Wall, 2017) and take full 
responsibility for caring. Fathers’ involvement in childcare has been linked to improved wellbeing, happiness and 
commitment to family (Norman et al., 2018). Iceland provides a clear example of how policy change that includes 
incentives for fathers can change behaviour over the long term (see Box C). Fathers have also been found to benefit 
through reducing risky behaviours such as smoking and alcohol consumption (Chan et al., 2017). They report learning new 
skills such as prioritising, role modelling and compassion which they transfer to the workplace (Harvey & Tremblay, 2018). 

When fathers take parental leave, children enjoy better relationships with them, increased father involvement over their 
lifetime and stronger school performance (Heymann et al., 2017; Porter, 2015). Children also benefit from higher household 
incomes as a result of both parents working and increased access to better health services and education experiences. 

Mothers benefit when fathers/partners take parental leave around the time of birth as the mothers have more time to 
recuperate after childbirth, receive more emotional support and experience less stress (Chan et al., 2017; Heymann et al., 
2017; Porter, 2015). When fathers/partners take parental leave, they are more likely to participate in ongoing childcare and 
other unpaid household responsibilities (Norman, Fagan & Elliot, 2017), allowing women with more time to spend on paid 
employment, facilitating greater economic independence and higher household incomes (Arnarson & Mitra, 2010). 
Father/partner support also leads to mothers’ smoother transition back to work and fewer experiences of child and 
flexibility related stigma in the workplace. Overall, father or partner involvement in childcare may provide mothers with a 
stronger sense of wellbeing, heightened relationship satisfaction and an enhanced ability to balance work and life 
commitments (Norman et al., 2018). 
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Parental leave can also deliver economy-wide benefits through enhanced women’s workforce participation. The 2021–
22 NSW Intergenerational Report shows that if the rate of women’s participation in paid work was lifted to equal men’s,
the NSW economy would be 8% larger by 2060–61 (NSW Treasury, 2021). This is the equivalent of $22,000 more annual 
household income in today’s dollars. Modelling the direct impact of the introduction of a 26-week paid parental leave
scheme on women’s labour force participation, the Grattan Institute shows an increase in national GDP of $900 million a 
year, and an increase of $30,000 to the average mother’s lifetime earnings (Wood et al., 2021).

Box C. Policy changes social norms and drives gender equality: The case of Iceland

In 2000 Iceland revised their paid parental leave scheme to give each parent 13 weeks of non- transferable leave (a 
mother’s and father’s quota), plus an additional 13 weeks for parents to divide as they choose. Note that the leave is 
paid at 80% of income. This policy shift has changed fathers’ behaviour with a significant increase, since the late 1990s, 
in the percentage of households that share care equally (see chart below). Policy change has shifted social norms 
toward a dual earner–dual carer household model. Overall, the policy change has had a number of positive impacts:

– Men have increased their use of parental leave – around 90% of all fathers in Iceland took leave. On average, fathers 
have used their quota rights (Arnalds et al., 2022).

– Men now play a greater role in the care of their children beyond the paid parental leave period (Arnalds et al., 2013, 
2022; Eydal, 2008).

– The gendered roles of both mothers and fathers are being transformed towards a dual earner–dual carer model 
(Arnalds, Eydal & Gíslason, 2013).

– The gender pay gap has narrowed from 17.5% in 2010 to 12.6% in 2020 (Arnalds et al., 2022). 

Iceland: How did cohabiting and married parents divide care during the day?

Source: Arnalds, Eydal & Gíslason (2013).
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Households can benefit through a shift in gender norms and through stronger parental relationships (Norman et al., 
2018). The availability of paid parental leave for each parent fosters a more equal division of unpaid care and changes in 
traditional gender norms (Karu & Tremblay, 2018). Additionally, higher household incomes and increased economic 
security are associated with fathers’ use of parental leave. Children who have parents that model gender equality are more 
likely to carry these new norms forward (Unterhofer & Wrohlich, 2017). 

There are challenges for men and partners in the uptake of parental leave, but purposeful policy design can assist in 
ameliorating them, and in also changing the bargain between mothers and fathers about who takes leave (Brandth & 
Kvande, 2020, p. 198). Gender norms which assume women do the majority of childcare may dissuade fathers from taking 
parental leave due to the perception that unpaid work is ‘women’s work’ (Australian Institute of Family Studies, 2019; 
Coltrane et al., 2013). Studies of parental leave suggest that men are more likely to use caregiving leave when there is 
strong organisational support and encouragement (Patnaik, 2019). 

In the workplace, equal uptake of parental leave between women and men can also moderate discrimination in the hiring 
process by reducing employers’ reluctance to hire, retain and promote mothers (Porter, 2015) and childless women of 
childbearing age due to assumptions about their need to take time off for care. Finally, men’s use of parental leave 
contributes to future gender equality with daughters of working mothers more likely to work and to earn higher wages 
(McGinn et al., 2018). 

When fathers and partners take parental leave, organisations report better recruitment, retention and promotion rates, 
leading to stronger performance and productivity outputs (Porter, 2015). Paid leave benefits send a strong signal of an 
organisation’s commitment to employees, and thus these benefits can help to attract and retain top talent (Rau & 
Williams, 2017). 
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Shared, flexible and concurrent use of paid parental leave 
time 

Options to share time and use parental leave flexibly are emerging as key features in the research and in policy design 
overseas. Schemes overseas vary from hyper-flexibility, such as in portions of 1/8 of a full day in Sweden to one period of 
several blocks of leave, to the option in Greece to take longer periods of leave with lower benefits or shorter periods with 
higher benefits. 

Research evidence suggests there are benefits and risks of shared leave flexibility. The benefits are that parents are able 
choose their leave arrangements to suit their work and family circumstances. Brandth and Kvande’s 2020 analysis of the 
Norwegian scheme shows that men do use the flexibility, but also that such flexibility tends to mean that fathers do not 
fully commit to care. However, they also argue that flexible use of leave by fathers is preferable to no use of leave by 
fathers. 

In terms of simultaneous or concurrent leave, there is less research evidence. However many schemes allow fathers to 
take leave at the same time of the mother’s specific maternity leave (that is, at birth). Many countries still prescribe an 
obligatory period of maternity leave for the birth parent. Of the 49 countries studied by Koslowski et al. (2022), 38 have an 
obligatory period of maternity leave. 

A Finnish study (Eurola et al., 2019, p. 5) found that “80% of fathers take simultaneous paternity leave from 2 to 3 weeks 
while the mother is on maternity leave”, with the proportion unchanged over the past two decades. A study of Swiss 
parents taking leave together concluded that it allowed for greater ‘equilibrium’ in parenting and in reducing mothers’ 
gatekeeping of decisions about care and its allocation. 

In Australia gender norms are particularly sticky as evidenced during the height of the COVID-19 crisis when lockdowns 
meant many formal care services, schools and workplaces closed shifting education, childcare, elder care and work for 
many households back into the home. This pandemic-induced escalation in unpaid care and domestic work was not 
shared equitably. Women, especially mothers with school aged children, absorbed the majority of the new care load on 
top of a pre-pandemic load (Craig & Churchill, 2021). This widened the gendered gap in unpaid care and domestic work. 
This recent evidence on the practice of gendered norms in the division of care labour suggests that an overly flexible or 
‘gender-neutral’ approach to policy design may see women continue to take the majority of paid parental leave, leaving 
existing gender norms around care and paid work unchanged. 

Added to this, evidence clearly points to the relationship between payment level while on leave influencing father’s use, 
such that the national minimum wage level payment of the Australian national scheme is likely to impede high take up 
rates by fathers/partners. Employer top-up to regular income levels while on parental leave would assist in overcoming the 
income deficit felt by the household and would also signal cultural support from the employer, another important factor 
influencing fathers’ use of parental leave (Haas & Hwang, 2008). 
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Bonus policies and incentives 

To encourage both parents to use their full quota of leave some countries have introduced bonus policies of extra leave 
(Canada, Germany, Italy, Japan, Portugal), financial bonuses (Austria, Croatia, France, Korea) or parenting training 
(Romania) (see Appendix 2). While this is mostly directed at incentivising fathers to take their leave, it can incorporate 
mothers’ leave taking as well. The evidence shows fathers respond by taking their designated leave, but the majority of the 
additional leave is usually taken by mothers. 

Given that 26 weeks is still limited and represents a short duration of paid parental leave by international standards, we do 
not recommend this approach of bonus policies. If one parent does not use their whole reserved portion, then the total 
leave available is reduced by the amount not taken. The Grattan Institute (Wood et al., 2021) recommends such a model 
where 2 weeks bonus leave is available to families where both parents use at least 6 weeks of the 24 weeks leave. 
However, this approach risks shortening the leave available to the birth parent if the father/partner cannot take their full 
portion of leave. By contrast, KPMG (2021, pp. 12–13) recommends an ‘equality supplement’ of either 2 or 4 weeks, to be 
added to the 26 weeks, if both parents use their leave, lengthening the total available to 28 or 30 weeks. Baird et al. (2021) 
also suggest a bonus period of leave in addition to the 26 weeks, which they call a ‘shared care bonus’, to be offered to 
“couples who have shared the original period of leave equally”. This bonus differs from the KPMG model by also 
suggesting that where the whole or most of the 26 weeks was used by one parent, the bonus must be used exclusively by 
the other parent. 

Need for incentives: Fathers are more likely to take parental leave when there is incentive to do so (Australian Institute of 
Family Studies, 2019). Such incentives include father quotas (use-it-or-lose-it policies that reserve some parental leave 
exclusively for fathers), high wage-replacement rates, and financial bonuses, as evidenced through the experience in 
Nordic countries and the Canadian province of Quebec, which have the highest rates of uptake globally (Feldman & Gran, 
2016; Harvey & Tremblay; 2018; Kalb, 2018; Karu & Tremblay, 2018; Rehel, 2014). Patnaik (2019) in examining the Quebec 
Parental Insurance Program found that the use of ‘daddy quotas’ increased fathers’ participation by 250%, primarily 
through higher benefits in tandem with weeks that were explicitly framed as ‘daddy-only’. Patnaik (2019) also found that it 
is possible for policies such as ‘daddy quotas’ to not only induce short-term changes in behaviour but to have an enduring 
impact on the gendered division of paid and unpaid care work. Other studies of the Quebec experience demonstrate 
similar findings, including a positive impact on women’s labour force participation, especially in full-time work (Dunatchik 
& Özcan, 2021; Wray, 2020). 

While the Nordic countries have led innovation around incentives for fathers/partners, in particular quotas for fathers, 
differences within Scandinavia include some lessons for Australia. At the same time as Finland, Iceland, Norway and 
Sweden increased their non-transferable quota of parental leave for fathers, Denmark withdrew theirs. This saw only a 
small change in the average rate of parental leave taken by Danish fathers between 2002 and 2020 (when the policy 
changed) even as fathers in Iceland, Norway and Sweden continued to climb (Rostgaard & Ejrnæs, 2021, p. 320). Denmark’s 
policy has now been reversed as the Danish government introduced new legislation in line with the EU Directorate on 
work–life balance, to include a non-transferable allocation of 9 weeks of paid leave for fathers to be taken before the child 
turns one. This is in addition to 2 weeks of paternity leave at the time of the birth. 
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Parental leave, maternity and child health 

An objective of the Paid Parental Leave Act in Part 1-1 Division 1A Objects of this Act is to “enhance the health and 
development of birth mothers and children”. This objective aligns with longstanding research evidence on the positive 
relationship between paid leave for mothers, the health outcomes for women and their children, and establishment and 
maintenance of breastfeeding (Bütikofer, Riise & Skira, 2021). It is a fundamental objective of multiple International 
Labour Organization Conventions on maternity leave and World Health Organization recommendations on maternal and 
child health (WHO, 2003) and is established in various human rights treaties (see Box D). While maternalist arguments for 
longer period of paid parental leave have been in part overshadowed by more recent arguments around the role of paid 
parental leave in supporting women’s workforce participation and gender equality, the research evidence on maternal 
and child health remains robust and should be considered. 

Box D. Care at work: Investing in care leave and services for a more gender equal world of work  

“Paid maternity leave with adequate maternal and child healthcare is a core element of the health and economic 
protection of women workers and their children during the pre- and post-natal period and during periods of 
breastfeeding. It is a precondition to the right to care and be cared for and to achieve gender equality at work. This role 
is universally acknowledged and firmly established in key universal human rights treaties, such as the Universal 
Declaration of Human Rights (1948) and the Convention for the Elimination of All Forms of Discrimination Against 
Women (1979), as well as in international labour standards on maternity protection and social security adopted by ILO 
constituents – government, employers’ organizations and workers’ organizations – over a century ago, as the first 
Maternity Protection Convention, 1919 (No. 3), was adopted in 1919. The “provision for child welfare and maternity 
protection” is also listed among the core aims and purposes of the ILO (Article III of the Declaration of Philadelphia, 
1944). The second Maternity Protection Convention (Revised), 1952 (No. 103), was adopted in 1952, and the last and 
most up-to-date international labour standards on this topic are the Maternity Protection Convention (No. 183) and 
Recommendation (No. 191), 2000. Other relevant ILO standards are the Social Security (Minimum Standards) 
Convention, 1952 (No. 102), and the ILO Social Protection Floors Recommendation, 2012 (No. 202). The importance of 
ensuring maternity leave rights is also confirmed by the fact that the vast majority of countries have adopted statutory 
provisions for paid maternity leave. This entitlement is associated with positive health outcomes for women and their 
children, as well as with the establishment and maintenance of breastfeeding (Bütikofer, Riise & Skira, 2021, as cited in 
International Labour Organization, 2022, p. 53).” 

The ILO’s Maternity Protection Convention (C191) establishes the right of women to a minimum 18 weeks maternity leave 
paid at full wage replacement with paid nursing breaks and appropriate nursing facilities upon return to work (article 9). 
Australia has not ratified the convention. Research also shows that fathers’ participation in parenting is important to 
maternal and child health, in particular the mother’s decision to breastfeed (Bar-Yam & Darby, 1997; Rempel & Rempel, 
2011; Wolfberg et al., 2004). The more a father is involved in parental care for a newborn the more likely it is that a mother 
will successfully breastfeed (Kotelchuck, 2022; Redshaw & Henderson, 2013). 
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Breastfeeding is widely accepted as positive for baby health in the first year and beyond. International recommendations 
are that infants be exclusively breastfed for up to 6 months of age for optimal health, growth and development (WHO, 
2003). It is then recommended that solid foods are combined with breastfeeding until the age of 12 months. Extending the 
duration of breastfeeding was a key aim of the paid parental leave scheme recommended by the Productivity Commission 
inquiry (Productivity Commission, 2009). In more recent comparative literature we find that the detail of policy design 
shapes patterns of breastfeeding. For example, a policy focus on parental leave as ‘gender neutral’ that prioritises 
flexibility could compromise maternal and child health if it were to be used in a way that unduly limited the duration of 
paid leave taken by new mothers (Bakken, 2022) and where the amount of paid leave taken was short, new mothers may 
not be able to access adequate paid time to rest and recover from birth or establish breastfeeding (Euromonitor, 2016). 

We highlight two pieces of research and analysis on parental leave policy and child health linked to breastfeeding. 

1. Recent research by the Norwegian Labor Directorate found that policy changes to increase the paternity leave ‘quota’ 
by shortening the paid maternity leave ‘quota’ led to an increase in the proportion of new mothers who took unpaid 
leave explicitly to stay at home longer and breastfeed (Bakken, 2022). 

2. Baby food industry publications note that parental leave policies have an impact on breastfeeding rates. In response 
to the parental leave policy debate of 2015–16 the Australia Country report prepared by Euromonitor International 
(Euromonitor, 2016, p. 5) concluded: “Recent amendments to Australian Government policy are likely to have a 
significant impact on baby food in the country. For example, changes to Australia’s Paid Parental Leave scheme will 
have a significant impact on local baby food throughout the forecast period as it will influence whether a mother 
staying at home to breastfeed her children is a feasible option, as well as whether making homemade baby food is a 
practical choice. Changing paid parental leave from 18 weeks to six months would increase the ability of Australian 
mothers to breastfeed, while assisting the return to work would have the opposite impact. The anticipated result of 
this will be decreased breastfeeding rates and Australian mothers turning to milk formula as a substitute.”

Paid parental leave supports maternal and child health and breastfeeding, in particular the health of disadvantaged 
children (Broadway et al., 2017). It also supports father–child bonding, fathering identities (Petts et al., 2020) and 
children’s long-term educational outcomes (Ginja et al., 2020). 
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Three models for paid parental leave in Australia 

Based on research findings here and internationally, tensions and trade-offs, and considering the varied purposes of paid 
parental leave, we offer three models for consideration based on the following design assumptions: 

– Maintain at least the overall amount of paid leave available to mothers/birth parents of 18 weeks minimum. 
– Reserve a non-transferable period for parent A and parent B. 
– Encourage fathers/second parent to use more parental leave, taking into account all known benefits and limitations of 

20 weeks to 26 weeks duration. 
– Provide opportunities for women to participate in the labour market. 
– Enable parents as much choice about concurrency as possible within the 20–26 weeks range. 
– Avoid a bonus element so as not to restrict total accessible weeks of 20–26 weeks, however consider the possibility of a 

bonus in addition to 26 weeks in future policy. 
– Enable as much flexibility of use as possible (of periods of 1 day at a time, or in blocks) within the 20–26 weeks range 

and the reserved leave boundaries. 
– Ensure the total amount is available for single parents. 
– Consider additional leave for multiple births. 
– Continue the national minimum wage payment, noting that the minimum wage is a known barrier to fathers’ uptake. 
– Increase the weeks of leave every 2 years. 

The headings in the models are used in the following way: 

Reserved leave refers to the portion of paid leave that is non-transferable between parents and is forfeited if not taken by 
the allocated parent. 

Shared leave refers to the total amount of paid leave able to be distributed between parent A and parent B in whatever 
combination they prefer. 

Concurrent leave refers to the amount of paid parental leave that parent A and parent B can take at the same time (overlap 
or concurrently), but not concurrent with employer provided leave/pay. 

Each of the models represent an archetype arrangement – a ‘pushed to the limit’ design. This accentuates the impact of the 
research findings on the design of the scheme. For policy implementation purposes, some adjustment is also suggested. 

Model 1 – Equal Sharing and Fully Flexible Care 

Reserved portion (non-transferable) Shared portion Total Concurrent 
allowed 

Year Parent A (Birth 
parent) 

Weeks/days 

Parent B 

Weeks/days Weeks/days Weeks/days Weeks/days 
2023 2/10 2/10 16/80 20/100 10/50

2024 4/20 4/20 14/70 22/110 11/55

2025 4/20 4/20 16/80 24/120 12/60

2026 4/20 4/20 18/90 26/130 13/65
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Model 1 emphasises providing a design that enables the most equal and flexible use of leave. Concurrent leave is allocated 
at the most extreme level to provide maximum choice for parents in how they share their care. In Model 1 the concurrent 
period allowed is much greater than currently exists and would represent a significant shift in design. However, the 
evidence to date in the use of the Australian scheme where overlap is now allowed, and internationally, suggests that 
parents do not choose concurrent leave of long duration. 

Model 1 increases the reserved portion of non-transferable leave for parent A and parent B at the same rate in 2024 and 
does not prescribe when reserved leave can be taken. Reserved leave can be taken concurrently. Remaining leave is 
shared. The design does not reduce possible time for parent A from the current 18 weeks. A bonus of 2 weeks (or more) 
could be added where both parents use the full reserved leave portion (acting mostly as an incentive for fathers), bringing 
the total to 28 (or more) weeks. 

Model 2 – Incentivise Father/Partner Care and Women’s Workforce Participation 

Reserved portion (non-transferable) Shared portion Total Concurrent 
allowed 

Year Parent A (Birth 
parent) 

Weeks/days 

Parent B 

Weeks/days Weeks/days Weeks/days Weeks/days 
2023 2/10 2/10 16/70 20/100 2/10

2024 2/10 4/20 16/80 22/110 2/10

2025 2/10 4/20 18/90 24/120 2/10

2026 2/10 4/20 20/100 26/130 2/10

Model 2 emphasises providing reserved leave for fathers and limiting concurrency of leave taking to encourage the couple 
to make a decision about how to distribute the remainder of the paid leave. Model 2 only increases the reserved portion of 
non-transferable leave for parent B so that the shared portion ends up greater than Model 1. This design only allows 
concurrent leave for 2 weeks/10 days to nudge fathers to care alone. It does not reduce possible leave time for parent A 
from the current 18 weeks and does not prescribe when the use-it-or-lose-it component is to be taken. Note: total leave 
time of 20 weeks in 2023 limits the opportunity to maintain total amount of time available for mothers (parent A) AND reserve 
additional time for parent B care. 
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Model 3 – Protect Maternal and Child Health 

Reserved portion (non-transferable) Shared portion Total Concurrent 
allowed 

Year Parent A (Birth 
parent) 

Weeks/days 

Parent B 

Weeks/days Weeks/days Weeks/days Weeks/days 
2023 4/20 2/10 14/70 20/100 4/20

2024 6/30 2/10 14/70 22/110 4/20

2025 6/30 2/10 16/80 24/120 4/20

2026 6/30 2/10 18/90 26/130 4/20

Model 3 emphasises preserving a longer period for mothers in recognition of their health related, breastfeeding and baby 
bonding needs. 

Model 3 provides 4 weeks reserved, non-transferable leave for birth parent A in 2023, while providing 2 weeks reserved 
leave for parent B. The remainder can be shared. The design allows concurrent leave for 4 weeks to support maternal and 
child health and wellbeing and does not reduce possible time for parent A from the current 18 weeks. To further support 
maternal and child health the reserved 4 weeks for birth parent A would be taken at time of birth, and allow for concurrent 
leave with parent B. 
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Unfinished business: Additional optimal design features 

There are a range of areas that have attracted criticism and comment in the 10 years the current scheme has been in place. 
We list these to ensure they remain on the agenda for change. To further enhance gender equality, inclusivity and security, 
Australia’s paid parental leave system would: 

– Add superannuation to paid parental leave to reduce the superannuation gap between women and men and to reduce 
women’s lifetime earnings gap. 

– Increase the payment level to at least two-thirds of average income as recommended by the EU. This will influence the 
uptake by men. 

– Set a target for uptake by fathers/partners – and monitor it over time. 
– Ensure that all workers (citizens, residents and visa workers) are eligible for paid parental leave. 

To further enhance mother and child health: 

– Renew attention on breastfeeding and lactation rights and facilities in workplaces. 
– Focus on child health and wellbeing in designing paid parental leave and its connection to the early childhood 

education and care system. 

To ensure the scheme is well understood by the community, invest in policy communication: 

– Introduce and set aside funds for a new public communications strategy to inform new parents and parents-to-be of
the changes. 

– Communicate separately with employers and employer associations. 

Consider the important role of employers and the workplace: 

– Encourage employers to top-up paid parental leave to income replacement rates for parents. 
– Consider tax incentives to support employers. 
– Better understand the role of the workplace in accepting fathers’ use of paid leave. 
– Collect data on, evaluate and monitor the use of stay in touch days by employers. 
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Conclusion 

There are tensions in the purposes of paid parental leave schemes between facilitating health and wellbeing of mothers 
and babies, enhancing women’s workforce participation, and achieving greater gender equality by encouraging fathers to 
share in the care of young children. This makes trade-offs between these goals implicit in the design of schemes, including 
in considering the optimum arrangements to extend Australia’s scheme by 6 weeks.  

We have provided three archetype models that focus either on flexibility and shared care (Model 1), incentivising fathers to 
participate in care and mothers to participate in the labour force (Model 2) and enhancing time for mothers’ and babies’ 
health, bonding and support for breastfeeding (Model 3). 

Model 1 provides for shared care and fully flexible arrangements. This model allows mothers to use the majority of the 
leave if they wish, but also enables and encourages fathers through a reserved portion to share the care role. The model 
has flexibility by allowing couples to decide how they wish to share their leave and in what units – days or weeks – they 
prefer and that suit their paid work and family responsibilities over the first 2 years of a child's life. The introduction of a 
greater shared portion aligns well with schemes internationally. By allowing all non-reserved leave to be taken 
concurrently if desired by parents, this design would quickly shift the emphasis from a primary carer model currently in 
place to a full choice in care model. It is recognised that this may be too large a shift in the first year in policy terms so 
restricting the concurrent time would also be possible. Such a move would be closer to Model 2. 

Model 2 incentivises fathers/partners to increase their participation in care and restricts concurrency, thus forcing parents 
to decide who will take the leave. Having fathers take a longer period of reserved leave may encourage them to take more 
of the remaining leave, especially as that leave is offered flexibly in days over 2 years. This may enable a combination of 
fractional work hours for both parents, thus potentially enabling women’s greater labour force attachment. It should be 
noted, however, that while paid parental leave is at the national minimum wage, the barrier for the higher income earner 
(usually the father given the gender pay gap) to take the majority of the leave continues to exist. 

Model 3 attends more to the issue of the care and wellbeing of mothers by reserving a longer period of leave for them. The 
experience in Australia is that mothers overwhelmingly use the current 18 weeks, and neither Model 1 nor Model 2 would 
restrict mothers from continuing to use this period should they wish. 

Any of the models could be enhanced in 2026 to further incentivise fathers to share care through adding a bonus period of 
2 weeks (or longer) of paid leave for parents who use all their reserved portion of leave. This would increase the total 
possible leave time to 28 weeks, or longer. 

As Australian families continue to change their practice and aspirations for how to share paid work and unpaid care for 
young children, ongoing evaluation and resourcing must also be part of the plan for a more generous paid parental leave 
system. To support families to manage work and care Australia will need to further extend the national paid parental leave 
scheme to bridge the current ‘care gap’ and connect with the early childhood education and care system in a way that 
supports child wellbeing, education and health and parental workforce participation, especially by mothers. 
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Appendices 

Appendix 1. Bonuses to incentivise fathers to use parental leave 
Source: Individual Country Reports in Koslowski, A., Blum, S.,  I., Kaufman, G. & Moss, P. (2022). International 
Review of Leave Policies and Research 2022. Available at: http://www.leavenetwork.org/lp_and_r_reports/ 

Nation Bonus type 

Germany Germany extends paid leave by two months if fathers take at least two months of leave. 
‘Partnermonths’ (Partnermonate): two bonus months are paid on top of the 12 months if both parents take 
at least two months of leave or for single parents. 

Japan Japan provides an extra two months of leave if both parents use some of their leave entitlement. 
The maximum period of well-paid, post-natal leave is 14 months (including two months of bonus leave if 
parents share the leave period), which is nearly eight months for mothers and six months for fathers. 
If fathers do not use their leave entitlement, the maximum period of well-paid leave is just under eight 
months. 

Canada In 2019 Canada introduced five or eight extra weeks of paid leave reserved for fathers/second parents, if 
parental leave is shared between couples. 
The number of weeks available depends on whether parents choose the standard option (12 months of 
leave at 55% of income) or the extended option (18 months of leave at 33% of income). The standard option 
provides couples with a collective 40 weeks of parental leave (an additional 5 weeks). The extended option 
provides couples with a collective 69 weeks of parental leave (an additional 8 weeks).8  

Portugal Portugal offers a bonus to families where the father shares part of the initial parental leave (formerly 
maternity leave). 
An extra 30 days (‘sharing bonus’) is available if parents share the leave. The leave is then extended to 150 
days or 180 days. 
Initial Parental leave: 120 days at 100 per cent of earnings or 150 days at 80% of earnings, with no upper 
limit on payments. A sharing bonus is allocated if each parent takes at least 30 consecutive days of 
leave or two periods of 15 consecutive days once the other parent returns to work: 150 days are paid at 
100% of earnings or 180 days at 83% of earnings, with no upper limit on payments. 
The sharing bonus applies only if both parents work or are eligible for other reasons (e.g., low family 
income, receiving unemployment benefits). 
Since it came into effect in May 2009, data on the sharing bonus showed a strong initial increase in uptake 
in 2009 and 2010 (from 596 fathers who shared Maternity Leave in 2008 to 17,066 fathers sharing Initial 
Parental Leave in 2010), followed by a slow but steady increase until 2020 when 31,588 fathers took leave. 

Austria In Austria, there is a paid ‘family time’ where fathers receive a ‘family time bonus’ of €700. 
If parents share their childcare benefit at a minimum ratio of 40:60, then each parent is entitled to a 
‘partnership bonus’ payment of €500. Thus, together they receive a total of €1,000. Payments are not 
taxed. 
In approximately 8% of all births, fathers receive the ‘family time bonus’ during their paternity leave.9  

Croatia Higher payment for additional 2 months if both parents use. 

8 Source: https://nelliganlaw.ca/blog/canadas-new-parental-sharing-benefit-how-does-it-work/  
9 Lorenz, T. & Wernhart G. (2022). Evaluierung des neuen Kinderbetreuungsgeldkontos und der Familienzeit. Quantitativer Teilbericht, from 
https://services.phaidra.univie.ac.at/api/object/o:1429695/diss/Content/download. 
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Nation Bonus type 

France Longer period of financial payments if both parents take some leave. 

Italy The maximum total length of leave per family is ten months unless the father takes at least three months 
of leave; in which case the total length of leave can be extended to 11 months and the father can extend his 
leave to seven months. During this period, parents receive pension credits so they do not suffer a reduced 
pension because of taking leave. 

Korea If parents take Parental leave simultaneously or sequentially for a child under 12 months of age (including 
leave during the pregnancy), then each parent’s Parental leave benefit is increased for the first three 
months from 80% of ordinary 
earnings to 100%, with escalating ceilings for each additional month on leave. 

Romania If the father has gained a certificate of completion for a childcare course, demonstrating basic care 
knowledge, the length of the Paternity leave is increased by ten days to a total of 15 days of Paternity 
leave – the father can benefit from this increase only once. The course and certificate are prepared by the 
family doctor, in maternity wards, by other health state services, or private consultancies which are 
recognised by the state. The usual practice is for couples to take these courses 
together, even if men’s participation is increasing, especially in urban areas. 
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Statement of Work
C.A.1 Key Events and Dates
This Contract commences on the Contract Start Date or the date this Contract is executed, whichever is the 
latter, and continues for the Contract Term unless:

a) it is terminated earlier or
b) the Customer exercises the Contract Extension Option, in which case this Contract will

continue until the end of the extended time (unless it is terminated earlier).

Event Details

Contract Start Date: Upon Contract Execution Date

Contract Term: This Contract will terminate on Friday, 9 December2022.

Contract Extension Option: This Contract includes the following extension option(s): six 
months.



C.A.2 The Requirement
The Australian Government has established the Women’s Economic Equality Taskforce (Taskforce) to 
provide independent advice to Government to support the strong gender equality agenda the Government 
has committed to. The Taskforce is constituted to provide advice that ensures women are at the centre of 
policy and decision making. The Taskforce will provide advice on a range of issues including, but not 
limited to, the gender pay gap, addressing gender segregation and promoting gender equality. 

To fulfil their remit the Taskforce has been given a research budget that will enable them to meaningfully 
advise Government on these issues. The Minister for Women and Minister for Social Services have asked 
to Taskforce to provide advice on upcoming changes to the Paid Parental Leave Scheme. The Taskforce is 
required to provide advice no later than 16 November 2022 to allow the Department of Social Services and 
legal drafter’s time to incorporate any changes ahead of the introduction of the legislative changes into 
Parliament in the final week of November.

The customer has a requirement for the supplier to provide comprehensive and knowledgeable advice, the 
Taskforce requires research to be conducted urgently to inform their work. The engagement with the 
supplier will enable the Taskforce to carry out their duties as per their remit to the best of their ability.

C.A.2(a) Standards
The Supplier must ensure that any goods and services provided under this Contract comply with all 
applicable Australian standards and any Australian and international standards specified in this Statement 
of Work. The Supplier must ensure that it obtains copies of all relevant certifications and maintains records 
evidencing its compliance with those standards. If requested by the Customer, the Supplier must enable 
the Customer, or an independent assessor, to conduct periodic audits to confirm compliance with those 
standards.

Web Content Accessibility
As applicable, the Supplier must ensure that any website, associated material and/or online publications 
(where applicable) complies with the Web Content Accessibility Guidelines available at: 
https://www.w3.org/WAI/intro/wcag. 

Australian Standards
The Supplier must comply with the following Australian Standard(s):

AS Number Title

Not Specified Australian Code for the Responsible Conduct of Research, 2018

C.A.2(b) Security Requirements
None Specified

C.A.2(c) Work Health and Safety
Prior to commencement of this Contract, the Customer’s Contract Manager and the Supplier’s Contract 
Manager will identify any potential work health and safety (WHS) issues anticipated to arise during the term 
of this contract and assign management of each issue identified to the party best able to manage it. For all 
issues assigned to the Supplier, the Supplier will provide the Customer with a WHS plan for approval and 
no work will commence until the plan is approved unless agreed in writing by the Customer – if required. 
Throughout the Contract Term, the Customer and the Supplier will proactively identify and cooperate to 
manage any WHS issues that arise.

C.A.2(d) Delivery and Acceptance



Where the Customer rejects any deliverables under Clause C.C.11 [Delivery and Acceptance] the 
Customer will specify a timeframe in which the Supplier is required to rectify deficiencies, at the Supplier’s 
cost, so that the deliverables meet the requirements of this Contract. The Supplier must comply with any 
such requirement. Rectified deliverables are subject to acceptance under Clause C.C.11 [Delivery and 
Acceptance].
The Supplier will refund all payments related to the rejected deliverables unless the relevant deliverables 
are rectified and accepted by the Customer.
If the Supplier is unable to meet the Customer’s timeframe, the Customer may terminate this Contract in 
accordance with Clause C.C.16 [Termination for Cause].

Milestone Description Contact for Delivery Delivery Location/Email Due Date

Delivery of the WEET 
research proposal on 
PPL

weet@pmc.gov.au 16/11/2022

C.A.2(e) Meetings
The Supplier is not required to attend meetings.

C.A.2(f) Facilities and Assistance Offered by the Customer
The Customer will not make any facilities or assistance available to the Supplier.

C.A.2(g) Customer Material
The Customer will not provide any material.

C.A.2(h) Conflicts of Interest
The Supplier has declared that it has or may have Conflicts of Interest (COI) relevant to the performance of 
its obligations under this Contract. During the Contract Term the Supplier agrees to keep the Customer 
informed of all relevant details relating to the following COI and implement any COI management strategies 
specified below:
The Supplier is conducting research on the Australian Paid Parental Leave Best Practice Policy Design and 
has declared that they have children of child-bearing age that may be impacted by the content and purpose 
of the research.
In addition to the Supplier's obligations under clause C.C.3 [Conflict of Interest], the Supplier also agrees to 
comply with any additional requirements notified by the Customer from time to time in relation to the 
management of this conflict.

C.A.2(i) Public Interest Disclosure
For information about how to make a Public Interest Disclosure, please refer to the information provided on 
the Customer’s website:
https://intranet.ssp.pmc.gov.au/PMC/GOV/Pages/public_interest_disclosure_act_procedures.aspx. 
All Public Interest Disclosure matters (relating to this procurement) should be referred to:

Name/Position: Authorised Officer

Email Address: publicinterestdisclosure@pmc.gov.au

Telephone: (02) 6271 6588

C.A.2(j) Complaints Handling
Any complaints relating to this procurement should be referred to:

s 22(1)(a)(ii)



Name/Position: Complaints Officer

Email Address: complaints@pmc.gov.au

Telephone: (02) 6271 5688



C.A.3 Contract Price
The maximum Contract Price inclusive of GST and all taxes and charges will not exceed $10,000.00 as set 
out below.

Fixed Price (including all expenses)

Due Date Milestone Description Total Price 
GST Exclusive

GST 
Component

Total Price 
GST 

Inclusive

25/11/2022 Delivery $9,090.90 $909.10 $10,000.00

Total Fixed Price for Services $10,000.00 GST Inclusive

Adjustment to Fixed Pricing for Contract Variation/Extension
Adjustment for contract extension will be in line with established market rates and within the costs 
considered for the whole-of-life projection for this research.

C.A.3(a) Payment Schedule
The Total Fixed Fees and Charges will be made as a single payment on completion of contracted 
deliverables.
Payment was determined on negotiation with the Supplier and the Customer in line with market rates. 



C.A.4 Contract Managers and Addresses for Notices
Contract Managers are responsible for issuing or accepting any written Notices under this Contract and are 
the contact points for general liaison.

C.A.4(a) Customer’s Contract Manager:

The person occupying the position of: Adviser
Currently:
Telephone:
Email Address: weet@pmc.gov.au
Postal Address: 1 National Circuit

Barton ACT  2600

C.A.4(b) Customer’s Address for Invoices:

Addressee Name/Position Title:
Telephone:
Email Address: weet@pmc.gov.au and apoperations@pmc.gov.au  
Postal Address: 1 National Circuit 

Barton  ACT  2600

The Customer’s preferred method of invoicing is by email. Please ensure invoices reference the contract ID 
#CD011436. 

C.A.4(c) Supplier’s Contract Manager:

Name:
Position Title: Adviser
Telephone:
Email Address: weet@pmc.gov.au
Postal Address:

C.A.4(d) Supplier’s Address for Notices

Name: Marian Baird
Position Title: Professor
Email Address:
Postal Address:

s 47F
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C.A.5 Specified Personnel
Marian Baird.

C.A.6 Subcontractors
None Specified



Additional Contract Terms
An executed contract will incorporate the Commonwealth Contract Terms and also the following Additional 
Contact Terms:

C.B.1 Intellectual Property
The Supplier owns the Intellectual Property Rights in the Material created under this Contract. 
The Supplier grants to the Customer: 
a) a non-exclusive, irrevocable, royalty-free, perpetual, world-wide licence to exercise the Intellectual

Property Rights in the Material provided under this Contract for any purpose and
b) a right to sub-licence the rights in (a) above to third parties, including to the public under an open

access or Creative Commons ‘BY’ licence.
The licence excludes the right of commercial exploitation by the Customer.
The Supplier warrants that it is entitled to grant this licence to the Customer; and that the provision of the 
Goods and/or Services and any Material by the Supplier under this Contract, and its use by the Customer, 
in accordance with this Contract, will not infringe any third party’s Intellectual Property Rights and Moral 
Rights.
Intellectual Property Rights in Goods provided under this Contract or pre-existing Intellectual Property of 
the Supplier, set out below (if any), will not change as a result of this Contract.

Pre-Existing Intellectual Property of the Supplier
Not Applicable

C.B.2 Confidential Information of the Supplier
Not Applicable

C.B.3 Payment Terms
Where the Customer and the Supplier both have the capability to deliver and receive eInvoices through the 
Peppol framework and have agreed to use eInvoicing, following receipt of a Correctly Rendered Invoice, 
including acceptance of the Goods and/or Services by the Customer, the Customer will pay the amount of a 
Correctly Rendered Invoice to the Supplier within five (5) calendar days after receiving it, or if this day is not 
a Business Day, on the next Business Day. 
In all other circumstances following receipt of a Correctly Rendered Invoice, including acceptance of the 
Goods and/or Services by the Customer, the Customer will pay the amount of a Correctly Rendered Invoice 
to the Supplier within twenty (20) calendar days after receiving it, or if this day is not a Business Day, on the 
next Business Day. 
Where the Customer fails to make a payment to the Supplier by the Business Day it is due, the Customer 
will pay the unpaid amount plus interest on the unpaid amount, provided the amount of interest payable 
under this clause exceeds A$100.
Interest payable under this clause will be simple interest calculated in respect of each calendar day from 
the day after the amount was due and payable, up to and including the day that the Customer effects
payment, calculated using the General Interest Charge Rate as published on the Australian Taxation Office 
website https://www.ato.gov.au/Rates/General-interest-charge-(GIC)-rates/. 
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Statement of Work
C.A.1 Key Events and Dates
This Contract commences on the Contract Start Date or the date this Contract is executed, whichever is the
latter, and continues for the Contract Term unless:

a) it is terminated earlier or
b) the Customer exercises the Contract Extension Option, in which case this Contract will

continue until the end of the extended time (unless it is terminated earlier).

Event Details

Contract Start Date: Upon contract execution date

Contract Term: This Contract will terminate on Friday, 9 December 2022

Contract Extension Option: This Contract includes the following extension option(s): six
months.



C.A.2 The Requirement
The Australian Government has established the Women’s Economic Equality Taskforce (Taskforce) to
provide independent advice to Government to support the strong gender equality agenda the Government
has committed to. The Taskforce is constituted to provide advice that ensures women are at the centre of
policy and decision making. The Taskforce will provide advice on a range of issues including, but not
limited to, the gender pay gap, addressing gender segregation and promoting gender equality.

To fulfil their remit the Taskforce has been given a research budget that will enable them to meaningfully
advise Government on these issues. The Minister for Women and Minister for Social Services have asked
to Taskforce to provide advice on upcoming changes to the Paid Parental Leave Scheme. The Taskforce is
required to provide advice no later than 16 November 2022 to allow the Department of Social Services and
legal drafter’s time to incorporate any changes ahead of the introduction of the legislative changes into
Parliament in the final week of November.

The Customer has a requirement for the supplier to provide comprehensive and knowledgeable advice, the
Taskforce requires research to be conducted urgently to inform their work. The engagement with the
supplier will enable the Taskforce to carry out their duties as per their remit to the best of their ability.

C.A.2(a) Standards
The Supplier must ensure that any goods and services provided under this Contract comply with all
applicable Australian standards and any Australian and international standards specified in this Statement
of Work. The Supplier must ensure that it obtains copies of all relevant certifications and maintains records
evidencing its compliance with those standards. If requested by the Customer, the Supplier must enable
the Customer, or an independent assessor, to conduct periodic audits to confirm compliance with those
standards.

Web Content Accessibility
As applicable, the Supplier must ensure that any website, associated material and/or online publications
(where applicable) complies with the Web Content Accessibility Guidelines available at:
https://www.w3.org/WAI/intro/wcag.

Australian Standards
The Supplier must comply with the following Australian Standard(s):

AS Number Title

Not Specified Australian Code for the Responsible Conduct of Research, 2018

C.A.2(b) Security Requirements
None Specified

C.A.2(c) Work Health and Safety
Prior to commencement of this Contract, the Customer’s Contract Manager and the Supplier’s Contract
Manager will identify any potential work health and safety (WHS) issues anticipated to arise during the term
of this contract and assign management of each issue identified to the party best able to manage it. For all
issues assigned to the Supplier, the Supplier will provide the Customer with a WHS plan for approval and
no work will commence until the plan is approved unless agreed in writing by the Customer – if required.
Throughout the Contract Term, the Customer and the Supplier will proactively identify and cooperate to
manage any WHS issues that arise.

C.A.2(d) Delivery and Acceptance



Where the Customer rejects any deliverables under Clause C.C.11 [Delivery and Acceptance] the
Customer will specify a timeframe in which the Supplier is required to rectify deficiencies, at the Supplier’s
cost, so that the deliverables meet the requirements of this Contract. The Supplier must comply with any
such requirement. Rectified deliverables are subject to acceptance under Clause C.C.11 [Delivery and 
Acceptance].
The Supplier will refund all payments related to the rejected deliverables unless the relevant deliverables
are rectified and accepted by the Customer.
If the Supplier is unable to meet the Customer’s timeframe, the Customer may terminate this Contract in
accordance with Clause C.C.16 [Termination for Cause].

Milestone Description Contact for Delivery Delivery Location/Email Due Date

Delivery of the WEET
research proposal on
PPL

weet@pmc.gov.au 16/11/2022

C.A.2(e) Meetings
The Supplier is not required to attend meetings.

C.A.2(f) Facilities and Assistance Offered by the Customer
The Customer will not make any facilities or assistance available to the Supplier.

C.A.2(g) Customer Material
The Customer will not provide any material.

C.A.2(h) Conflicts of Interest
The Supplier has declared that it has no Conflicts of Interest relevant to the performance of its obligations
under this Contract.

C.A.2(i) Public Interest Disclosure
For information about how to make a Public Interest Disclosure, please refer to the information provided on
the Customer’s website:
https://intranet.ssp.pmc.gov.au/PMC/GOV/Pages/public_interest_disclosure_act_procedures.aspx.
All Public Interest Disclosure matters (relating to this procurement) should be referred to:

Name/Position: Authorised Officer

Email Address: publicinterestdisclosure@pmc.gov.au

Telephone: (02) 6271 6588

C.A.2(j) Complaints Handling
Any complaints relating to this procurement should be referred to:

Name/Position: Complaints Officer

Email Address: complaints@pmc.gov.au

Telephone: (02) 6271 5688

s 22(1)(a)(ii)



C.A.3 Contract Price
The maximum Contract Price inclusive of GST and all taxes and charges will not exceed $10,000.00 as set
out below.

Fixed Price (including all expenses)

Due Date Milestone Description Total Price 
GST 

Exclusive

GST 
Component

Total Price 
GST 

Inclusive

25/11/2022 Delivery $9,090.90 $909.10 $10,000.00

Total Fixed Price for Services $10,000.00 GST Inclusive

Adjustment to Fixed Pricing for Contract Variation/Extension
Adjustment for contract extension will be in line with established market rates and within the costs
considered for the whole-of-life projection for this research.

C.A.3(a) Payment Schedule
The Total Fixed Fees and Charges will be made as a single payment on completion of contracted
deliverables.
Payment was determined on negotiation with the Supplier and the Customer in line with market rates.



C.A.4 Contract Managers and Addresses for Notices
Contract Managers are responsible for issuing or accepting any written Notices under this Contract and are
the contact points for general liaison.

C.A.4(a) Customer’s Contract Manager:

The person occupying the position of: Adviser
Currently:
Telephone:
Email Address: weet@pmc.gov.au
Postal Address: 1 National Circuit

Barton ACT  2600

C.A.4(b) Customer’s Address for Invoices:

Addressee Name/Position Title:
Telephone:
Email Address: weet@pmc.gov.au and apoperations@pmc.gov.au
Postal Address: 1 National Circuit

Barton  ACT  2600

The Customer’s preferred method of invoicing is by email. Please ensure invoices reference the contract ID 
# CD011435. 

C.A.4(c) Supplier’s Contract Manager:

Name:
Position Title: Adviser
Telephone:
Email Address: weet@pmc.gov.au
Postal Address:

C.A.4(d) Supplier’s Address for Notices

Name: Elizabeth Hill
Position Title: Associate Professor
Email Address:
Postal Address:
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C.A.5 Specified Personnel
Elizabeth Hill.

C.A.6 Subcontractors
None Specified



Additional Contract Terms
An executed contract will incorporate the Commonwealth Contract Terms and also the following Additional 
Contact Terms:

C.B.1 Intellectual Property
The Supplier owns the Intellectual Property Rights in the Material created under this Contract.
The Supplier grants to the Customer: 
a) a non-exclusive, irrevocable, royalty-free, perpetual, world-wide licence to exercise the Intellectual

Property Rights in the Material provided under this Contract for any purpose and
b) a right to sub-licence the rights in (a) above to third parties, including to the public under an open

access or Creative Commons ‘BY’ licence.
The licence excludes the right of commercial exploitation by the Customer.
The Supplier warrants that it is entitled to grant this licence to the Customer; and that the provision of the
Goods and/or Services and any Material by the Supplier under this Contract, and its use by the Customer, 
in accordance with this Contract, will not infringe any third party’s Intellectual Property Rights and Moral 
Rights.
Intellectual Property Rights in Goods provided under this Contract or pre-existing Intellectual Property of 
the Supplier, set out below (if any), will not change as a result of this Contract.

Pre-Existing Intellectual Property of the Supplier
Not Applicable

C.B.2 Confidential Information of the Supplier
Not Applicable

C.B.3 Payment Terms
Where the Customer and the Supplier both have the capability to deliver and receive eInvoices through the 
Peppol framework and have agreed to use eInvoicing, following receipt of a Correctly Rendered Invoice, 
including acceptance of the Goods and/or Services by the Customer, the Customer will pay the amount of a 
Correctly Rendered Invoice to the Supplier within five (5) calendar days after receiving it, or if this day is not 
a Business Day, on the next Business Day. 
In all other circumstances following receipt of a Correctly Rendered Invoice, including acceptance of the 
Goods and/or Services by the Customer, the Customer will pay the amount of a Correctly Rendered Invoice 
to the Supplier within twenty (20) calendar days after receiving it, or if this day is not a Business Day, on the 
next Business Day. 
Where the Customer fails to make a payment to the Supplier by the Business Day it is due, the Customer 
will pay the unpaid amount plus interest on the unpaid amount, provided the amount of interest payable 
under this clause exceeds A$100.
Interest payable under this clause will be simple interest calculated in respect of each calendar day from 
the day after the amount was due and payable, up to and including the day that the Customer effects
payment, calculated using the General Interest Charge Rate as published on the Australian Taxation Office 
website https://www.ato.gov.au/Rates/General-interest-charge-(GIC)-rates/. 
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Dr Marian Baird AO FASSA is Professor of Gender and Employment Relations, a Fellow of the Academy of Social Sciences 
in Australia, Director of the Women, Work and Policy Research Group at the University of Sydney Business School and co-
convenor of the Body@Work Project. Marian is an internationally recognised scholar on women and work over the life 
course. Her work has a particular focus on the interaction of government and workplace policies on women’s labour 
market attachment and women’s economic empowerment. Marian is Chief Investigator at the Centre of Excellence in 
Population Ageing Research where she examines how workplaces can better accommodate older workers and their care 
commitments. Marian’s research contributed to the development of Australia’s first paid parental leave scheme, and she 
continues to engage with government, industry and unions to promote and develop equitable and productive workplaces. 

Dr Elizabeth Hill is Associate Professor in the Department of Political Economy at the University of Sydney. She is Deputy 
Director of the Gender Equality in Working Life (GEWL) Research Initiative, co-convenor of the Australian Work and Family 
Policy Roundtable and co-convenor of the Body@Work Project. As a leading researcher on the future of women, work and 
care in Australia and the Asian region, she has collaborated on research into gender equality, work and care with leading 
national and international institutions, including the International Labour Organization and UN Women. Elizabeth’s 
research focuses on how economic institutions shape women’s paid work, unpaid care and the care workforce, especially 
as they change in response to the rapidly evolving dynamics of the global political economy. Elizabeth has served as a 
non-executive director on a number of non-profit boards and is an experienced media commentator and advisor to 
government, unions and business. 

___________________________________________________________________________________ 

This report can be cited as: 
Baird, M. & Hill, E. (2023). Paid Parental Leave for Future Families: The Voices of Australian Parents. A report commissioned 
by the Women’s Economic Equality Taskforce, April 2023, The University of Sydney. 



3 

Contents 

Introduction 4 

Aims of the research with parents 5 

Results of the research with parents 6 
1. There is poor general knowledge of the current scheme and the changes ...................................................................... 6 
2. Social norms and employer support for fathers’ use of paid parental leave are important ............................................ 7 
3. The shift to 26 weeks of paid parental leave is welcome, but the preference is for 52 weeks ......................................... 8 
4. Parents were engaged by the new flexible design principles of the 2023 changes, but it must be ‘genuine’

flexibility ............................................................................................................................................................................. 8 
5. Parents tend to prioritise extension of time on paid parental leave over a higher payment ......................................... 11 
6. Reserved leave for fathers ................................................................................................................................................ 12 
7. There is parental consensus that 4 weeks of concurrent leave at the birth of a baby is the optimum .......................... 13 
8. Parents want access to concurrent leave beyond the first 4 weeks of a baby’s life ....................................................... 14 
9. Reserved leave for sole-father care was identified as valuable by some ........................................................................ 15 
10. Parents like to have the option of accessing paid parental leave in the weeks prior to birth ....................................... 15 
11. Single mothers see the paid parental leave scheme as very helpful but would prefer 52 weeks .................................. 16 

Topline findings and recommendations 17 
1. Total length of paid parental leave .................................................................................................................................. 17 
2. Flexible design .................................................................................................................................................................. 18 
3. Reserved leave for fathers/partners ................................................................................................................................. 18 
4. Concurrent paid parental leave ....................................................................................................................................... 18 
5. Sole care for fathers/partners ........................................................................................................................................... 19 

Appendix 1. Research method 21 

Appendix 2. Paid Parental Leave Act 2010 – Objectives 24 

Appendix 3. International Standards 25 



4 

Introduction 

This report focuses on parents’ experiences using Australia’s paid parental leave (PPL) scheme and their aspirations for the 
future of the national scheme, with an emphasis on the role of fathers. It provides research evidence to inform the Women’s 
Economic Equality Taskforce about the government’s proposed changes to the paid parental leave scheme in 2023–2026. 
This is the companion research report to our earlier report Next Steps for Paid Parental Leave in Australia (Baird & Hill, 2022). 

This research was commissioned in response to proposed changes to the scheme: 

– From 1 July 2023, 20 weeks in total per couple will be available, with 2 weeks reserved each for the mother and 
father/partner, and 20 weeks in total for a single parent.

– From 2024, 2 additional weeks per year, up to 2026 when 26 weeks in total will be available.

Recent research evidence shows that young Australian women’s and men’s expectations about patterns of work and care 
are converging. Young women expect to work in much the same way as men – for the duration of their adult life – while 
young fathers expect and aspire to participate in the care of their young children.1 However, many report that current work–
care policy architecture does not support equal work and care between young couples,2 and that men who seek flexible 
work or paid leave to care are starting to face workplace penalties much like those experienced by women.3  

The redesign of Australia’s paid parental leave goes part way to addressing these changing social and gender norms to 
make our workplaces and leave policies fit for purpose and provide a platform for enhanced economic productivity and a 
sustainable workforce. There is, however, a clear understanding that a 26-week scheme is unable to adequately meet the 
needs and expectations of parents. Nor does it provide adequate time to achieve the five objectives of the Paid Parental 
Leave Act 2010: 

– allow carers to take time off work to care for the child in the 2 years following the child’s birth or adoption
– enhance the health and development of birth mothers and children
– encourage women to continue to participate in the workforce
– promote equality between men and women, and the balance between work and family life
– provide carers with greater flexibility to balance work and family life.

Furthermore, even with the extension of the national system to 26 weeks by 2026, Australia will remain well below the 
average period of paid leave available to parents in other OECD economies. See the Next Steps report and Appendices 2 
and 3. 

1 Hill, E., Baird, M., Vromen, A., Cooper, R., Meers, Z. & Probyn, E. (2019). Young women and men: Imagined futures of work and family formation in 
Australia. Journal of Sociology, 55(4), 778–798. 
2 Hill, E., Cooper, R., Vromen, A., Foley, M. & Seetahul, S. (2023). Gender dynamics in the post-pandemic future of work. High level data release for 
International Women’s Day 2023. Research Note 1, Australian Women’s Working Futures Project. The University of Sydney. 
3 3 Ruppanner, L., Churchill, B., Bissell, D., Ghin, P., Hydelund, C., Ainsworth, S., Blackhman, A., Borland, J., Cheong, M., Evans, M., Frermann, L., King, T. & 
Vetere, F. (2023). 2023 State of the Future of Work. Work Futures Hallmark Research Initiative, The University of Melbourne. 
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Aims of the research with parents 

We conducted research with parents to: 

– inform the next tranche of paid parental leave legislative changes 
– understand how Australian families make decisions about parental leave, in particular, use of the national paid 

parental leave scheme 
– understand fathers’ views on using paid parental leave in the past (i.e the Dad and partner pay scheme) and the future 
– understand what families want from a paid parental leave scheme and why 
– test family views on how the 1 July 2023 changes in the design of paid parental leave and how the additional 6 weeks 

of paid parental leave to be rolled out by July 2026 would be best allocated, especially the amount of reserved leave 
for fathers. 

This report provides information on what Australian parents (fathers, mothers, same sex and single parents) say about the 
current paid parental leave scheme and what they would like in a future scheme. It reports on their lived experiences and 
understandings of paid parental leave. The research informs our recommendations which provide a guide to the ongoing 
development of a paid parental leave system that meets the needs of Australian parents and supports greater gender 
equality in work and care. 

As noted in our first report, Next Steps, there is little recent systematic data on the decisions made by parents in the use of 
paid parental leave in Australia to guide policy design. This report provides evidence from a small study of 10 Australian 
families with young children. It is the first research project to ask parents about their recent experience using the national 
paid parental leave system and to ask about the future design. The study puts fathers (where present) at the centre of the 
data collection and analysis to inform the design of the additional 6 weeks of paid parental leave to be rolled out by 2026. A 
full description of the method is provided in Appendix 1. 

Further research is required to evaluate the Australian experience of paid parental leave use, how households combine the 
national scheme with employer schemes, interactions between the two schemes, and household preferences for shared 
care of babies and very young children. In particular, research on the use of reserved non-transferable leave by fathers is 
needed, and whether or not it is taken concurrently with the mother or solely by the father. As noted in our Next Steps 
report, the international evidence shows that it is fathers’ solo use of parental leave that drives change in father care 
behaviours and delivers greater gender equality between parents in the care for young children and paid work. 

Employers’ views are not included in this report but research with employers on their response to the policy redesign and 
issues this may pose to business and employee relations is critical for paid parental leave to support the future of work. A 
large-scale survey addressing these issues supplemented with qualitative research would be ideal. 
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Results of the research with parents 

Our key findings are summarized below . Quotes are included from the parents using pseudonyms from Table 2 in 
Appendix 1.  

1. There is poor general knowledge of the current scheme and the changes
There was a relatively low level of knowledge about the 1 July 2023 changes to paid parental leave or the subsequent 
roll out of an additional 6 week by 2026. However, general knowledge of the current scheme was good, although 
patchy on some aspects. Couples share and socialise information and their experiences with the paid parental system 
with their family and friendship groups. This is particularly important for new parents who are navigating the parental 
leave system for the first time. Parents who expected to have more children were strategic in their use of the paid parental 
leave scheme and aware of the work test requirements, strategising to make sure they complied with the rules and were 
eligible for a future round of paid parental leave. 

There was some confusion about details of the scheme and application process, which some parents found 
overwhelming. A few parents said the paid parental leave facts sheets provided by Centrelink and the government were not 
always clear and did not provide straightforward answers. Family and friends provided valuable help on how to access the 
system. 

I remember when I was doing the whole application and applying for it before [my son] was born. I remember it was just 
so much information and questions… So that’s when obviously I had to reach out to family members that had done it 
before. (Isabella, middle income, CALD) 

I remember asking my friend, then I had no idea about the 2 weeks [Dad and Partner Pay]. Because I’ve never been 
around any parents until now… I had no idea there was some sort of 2 weeks from the government. (Andy, middle 
income, CALD) 

I know with the government leave you have to be working in a position for 12 months before the baby’s born... So, I’m 
mindful of that too. If I do want to use that… and I want to have a baby within the next year or so, I’d need to get onto 
some employment pretty quick. (Emily, high income) 

Overall, there is very strong support and gratitude for the paid parental leave scheme, particularly among first-time 
parents who were not aware of the scheme prior to having their first child. 

It’s been an amazing experience. I didn’t even know we got money before we had a kid. I’ve felt really blessed by it. 
(Lily, low income) 

It’s helpful and take[s] that stress off … Just being able to enjoy your child and not be like, “Oh, we’ve got to worry 
about money as well.” (Lucy, middle income) 

It’s really [an] awesome benefit. It’s 18 weeks from the government … You’ve had a baby, “here’s some financial help.” 
And it does really help … it pretty much enabled us to … have that time when the kids were young … and not even worry 
too much about the finance side of things. Because you knew there was always a little bit of something coming in. 
(Alexia, middle income) 

It’s definitely good. I’m not going to have any more babies, but if I was going to, I’d make sure that I was working for 
the year so you can get it because it definitely helps. (Samantha, single mother, low income)
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2. Social norms and employer support for fathers’ use of paid parental leave are important
Fathers’ likelihood of using parental leave is linked to prevailing social norms, employer support and workplace culture. 
Additionally, all fathers prioritised the health and wellbeing of the mother and baby, and this influenced their thinking 
about reserved and concurrent periods of paid parental leave. 

(i) Social norms
While parents felt it was becoming more socially acceptable for fathers to stay at home and care for their children, there 
were still ‘unspoken’ social and cultural norms that mothers should be doing the bulk of the caring work. Important 
practical issues such as the time required for the birth mother to recover and establish breastfeeding, and the need for 
economic security where the father’s income was higher than the mother’s were also cited as important drivers around 
the use of paid parental leave. 

When reflecting on why mothers would take most of the leave, parents felt it was still the cultural norm in Australia that 
mothers, not fathers, would want to do the bulk of caregiving for a baby. 

To me, I would probably give it all to my missus. Honestly, in my head, I’m thinking mum always needs to be there. It’s 
just how I see things. Mum needs to be there. So if I’m getting 2 weeks, I think great. If I’m getting no weeks, I’ll be like, 
oh man, I want something. But if you were to give me a choice whether we go halves or not, I wouldn’t be upset to be 
like, “No, you can have it all. It’s okay”. (Andy, middle income, CALD) 

It's still less acceptable [for men to take parental leave]… it’s the unspoken stuff. (Peter, middle income) 

To me, it makes more sense having Amelia at home with the babies, (a) breastfeeding, (b) [she’s] a bit more nurturing 
than me, and personally, I think she’s got a bit more patience than me in terms of parenting. So I think it’s the personality 
type also that played a role. (Kabir, high income, CALD) 

(ii) Employer attitudes
Parents felt that it was more difficult for fathers to take parental leave than mothers and that father’s ability to do so 
hinged on having a ‘good boss’ who was family oriented. Fathers with supportive employers reported that it was easy 
to take leave, work flexibly or remotely, and stay home with their family. 

My employer supported me being with my family when, on paper, I belonged in Adelaide… I requested that I be allowed 
to work remotely from Newcastle, and they said yes. So, I do believe my employer supported me in sort of nurturing, or 
to the best possible way, [supporting] my family. (Kabir, high income, CALD) 

I think it’s really important to point out that his experience with his role, he had a very good boss who was very family 
oriented and supportive and understanding. And I wouldn’t say that’s necessarily the norm. So, I think he just struck 
gold with that boss. (Amelia, high income, CALD) 

Fathers without supportive employers recalled negative and stressful experiences when taking parental leave, for 
example in cases where their partner went into labour earlier than expected and employers questioned their need to take 
immediate leave. 

When [Alexia] was pregnant with … our second child, she’d come early. And I remember calling my employer and 
said, “Hey, mate. [Alexia’s] waters had broken.” And the straw that broke the camel’s back in that working relationship 
was not like, “Oh, congratulations” or anything. It was like, “But she’s early.” I was working for 10 years. And that’s 
the response you have. So ever since that, I was out of there. I looked for another job in a similar position. (David, 
middle income) 
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3. The shift to 26 weeks of paid parental leave is welcome, but the preference is for 52 weeks
Parents were enthusiastic about the extension of the current scheme to 26 weeks by 2026. Nevertheless, they felt that 26 
weeks paid leave is not long enough for parents to care for young children in the way they preferred. Fathers want 
greater opportunity to provide care and support to their partners, and to do care themselves. However, families expect 
that even with the extended 26 weeks they will allocate most of the unreserved paid leave time to mothers. 

Parents agreed that 52 weeks of paid parental leave would be ideal. A full year of paid parental leave was seen as 
optimum and fits with dominant family preferences about when parents feel comfortable to put young children into formal 
early childhood education and care. Parents want to be the sole carers of their infants and organise their work to support 
this. Parents did not like the idea of children going into early childhood education and care when they are very young 
(under 1 year old), as this does not allow for hands-on parenting in the early months and years of a child’s life. Most 
mothers in the study had patched together various forms of paid parental leave and other forms of paid and unpaid leave 
to make up 12 months of leave with their most recent baby. This was easier for mothers with employer provided parental 
leave schemes and those in more secure jobs. 

I think a year off for everyone would be fantastic, for all kids to not have to go to childcare under a year … I think to be 
able to make it for a whole year would be the dream. (Nora, single mother, middle income) 

A year would be great. Two, even better. The sky’s the limit if you’re asking what I would [want], but I also know that that 
just would never happen. But a year, I think, would be so beneficial to so many families and children. Mums who are 
going through the whole process of learning about this new role and who they are and looking after a little person, it’s 
full on, so to throw in having to go back to work, and taking a child to childcare, and dropping them of and leaving 
them. (Amelia, high income, CALD) 

The dream is like 12 months. (Grace, same sex couple, female) 

If I had my way I’d be like, “Pay me for a year.” …and in the scheme of your child’s life, it’s a very important time. 
(Emily, high income) 

A year will be amazing. … So if we lived in a fantasy world, yeah, a year would be amazing. (Isabella, middle income, 
CALD) 

4. Parents were engaged by the new flexible design principles of the 2023 changes, but it
must be ‘genuine’ flexibility

Parents were generally enthusiastic about the new flexible design of paid parental leave that will allow the time to be 
used in either weekly blocks, or units of one day. However, they were unsure how it would work, suggesting this needs to 
be administered in a way that supports ‘genuine’ flexibility. Parents liked the way this new design feature will support 
diversity of family type and work situations. 

Mothers saw opportunities to use the flexibility options provided in the new scheme when transitioning back to work, 
allowing them to stay connected to the workforce. 

I think just having the choice is really important. Yeah. I think it just hasn’t been on the table before, so I still think I 
would have taken the first year off at least with the first child, but I don’t think in the future I will want to do that. I think 
getting a bit of time with the child is really important, but maybe a year is a bit long, so being able to share that would 
be great. (Sarah, middle income) 
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I think in the initial days and weeks, I think you need that full-time off. But maybe towards the end when you’re 
transitioning back to work it might be a bit easier to do a 4-day week instead of 5. That has been beneficial. But yeah, 
having a baby and being the birthing parent, I think you need a good, solid chunk of time. (Grace, same sex couple) 

[The flexibility] would definitely help just so that when one say goes back to work, you are not really stressing about, 
“Oh, I need to work that extra day or so, because you don’t have the flexibility. But obviously with that flexibility, if I 
could save about 3 days and then use one day as one of the flexible days or things like that, it’ll be great because then 
that helps out financially and also allows me to be at home with an extra day there with my son or my future child or 
whatever the case is. (Isabella, middle income, CALD) 

That is amazing. That’s saying that you could just go to work, say, 4 days and get paid just a little bit less just on one 
day […] I think that’s pretty good. I’m impressed that they’ve made it a lot more flexible and that they’ve obviously 
increased the time. So all steps in the right direction. (Amelia, high income, CALD) 

Parents appreciated the way the new system challenges the idea that only mothers require time off or flexibility at the 
birth of a child and encourages fathers to take on a more equal caring role. Fathers also saw opportunities for increased 
care and their ability to access paid parental leave while limiting the impact on household income. 

That would work out. Yeah, let’s say if 4 days, I got paid normal wages, whatever my work pays, and then the one day 
was government minimum wages, yeah, that would work out. (Kabir, high income, CALD) 

I think it [the flexibility] would be helpful, particularly with [Peter’s] work, which can be a bit more seasonal, […] 
particularly as a sole trader, as self-employed. (Sarah, middle income) 

Recognition by parents that not all families have the same needs or preferences and that in some cases the birthing parent 
would not be the primary carer meant the flexible design was appreciated and would help to support diverse caring 
arrangements. 

[S]ome birthing parents are gearing to go back to work as soon as they can. It works both ways. Sometimes the primary 
caregiver isn’t the person who gave birth, and the birthing parent is ready to go back to work as soon as possible. So, I
guess it just depends on the situation. (Amy, same sex couple)

There is obviously plenty of couples that […] either don’t or can’t breastfeed, and so then […] they’re obviously way 
more flexible ... [and] the dad [can] do more of the parenting role. But obviously for the parents who […] or the moms 
who breastfeed […] [they] don’t have that flexibility. But if the scenario allows you to be flexible, then that’s probably 
a good thing. (Jack, low income) 

Breastfeeding was cited as the main barrier to more flexible use of paid parental leave with some parents not expecting 
they would be in a position to exchange full-time care by one parent (understood to be the mother) in the first 26 weeks for 
more father care or flexible care options (e.g., 1 day a week) later in the baby’s life. 

The fact that [Lucy] was breastfeeding … Hopefully she can do it with the next kid too. But it probably makes a decision 
for us. If she’s breastfeeding, she can’t work. (Jack, low income) 

What if, for example, I shared say half of it with [Andy] and then, I don’t know, the other half I have to go back to work. 
Is [Andy] going to breastfeed my child? What if I’m breastfeeding? (Isabella, middle income, CALD) 
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Parent interest in the opportunities presented by the new flexible scheme were contingent on how flexible use was 
administered. Parents want to be able to change the allocation of paid parental leave over time and between parents 
in real time, as required, and in response to changing work, health and family needs that may emerge over the first 2 
years of the child’s life. 

Parents appreciated the new flexibility as they were generally wary of a blanket or one-size-fits- all policy that does not 
account for the unique circumstances of different parents and households. In particular, parents did not want their 
leave arrangements to be ‘locked in’ when their needs could change after the baby arrives. It was widely agreed that 
‘different families have different needs’ and that parents should be able to adjust and redistribute parental leave over the 
2-year period. Parents want to be able to ‘shuffle’ paid parental leave around to allow a more efficient and equal 
distribution of work and care and accommodate individual and household preferences. 

I would say being able to dictate what suits us is massively beneficial … You know, we’ve sometimes talked about 
whether she’s the birthing parent or I am, maybe the other one wants to be the primary caregiver. So maybe even if 
[Grace] gives birth, I might be the stay-at-home parent. We just don’t know what each situation is going to make for us. 
So, I think this kind of more flexible arrangement is really beneficial and I think it’s going to be great for a lot of 
families. (Amy, same sex couple) 

I think for our situation, the best scheme would be flexibility on when you started the paid parental leave. Flexibility on 
who can take it and when and being able to shuffle around … I think our situation particularly, I don’t think the forced 
block of leave for the male is as relevant … But that’s how it would work for us. (Sarah, middle income) 

… it’d be useful to move it around once we’ve started to not have it locked in, like I mentioned before because we work 
with a small number of clients, but if we happen to get three or four extra ones and suddenly my workload went up, I can 
either turn that work down or I could chat to [Sarah] and say, “Do you want to take more leave? Take some of my leave 
back, that 18 weeks because I can do all this extra work.” And we can discuss it. So yeah. It would suck if we were 
locked in … Because you also don’t know what it’s like to be a parent. That’s the other thing, you just have no idea 
what your kid’s going to be like. What you’re going to want to do or who’s going to want to have leave. (Peter, middle 
income) 

That’s (flexibility) really good because it might be the situation where it’s reversed and the mum needs to return back to 
work, she’s got a high-profile job and the dad can stay home caring more. I think it’s really good. Different families 
have different needs. (Max, high income) 
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5. Parents tend to prioritise extension of time on paid parental leave over a higher payment
Parents prefer a longer period of paid parental leave rather than a higher income payment and the national minimum 
wage level of payment is generally perceived as fair.4 It is widely agreed by parents that time with family, especially 
with a newborn, is the ‘number one’ priority and that bonding with a child early in their life is more important than a 
higher payment. 

Time off is number one. Money comes and goes. But that time, if I’m not home and I don’t see my son, say if I miss out 
[on] like him walking or something, oh man, I’ll be devastated. All the moments you lose, you never get it back. (Andy, 
middle income, CALD) 

I would prefer the time with the child than the money….[It] was good to be able to have the time with him when he was 
still newborn. (Samantha, single mother, low income) 

However, some parents in both low and high income brackets expressed concern over ‘money coming into the bank’ 
and ensuring bills and payments could be met in the context of rising inflation, interest rates and cost of living. This was 
a particular concern for families with more than two children, and where the father earned the higher income. Payment at 
the minimum wage was cited by two families as limiting the amount of paid parental leave time they could use and who 
could use it. 

Because I work for myself and [Lily is] casual at the moment … The leave entitlement isn’t the biggest thing for us. It’s the 
actual … Just the money amount. At the end of the day, for us, it’s just money coming into the bank. (Jack, low income) 

It makes more sense for [David] to return to work to keep bringing in that higher wage than for me to say, “Oh, you 
take 16 weeks off paid parental leave.” Financially, we wouldn’t have been able to do that. (Alexia, middle income) 

A clear message from the majority of families was that they plan their finances and consider the tax implications of 
their working patterns very carefully to allow for family care in the first 12 months. 

Obviously, the money, it does make a difference in the end because you need to support the family, you need to remain 
fed and you need to remain roofed and clothed and all of those things. But as long as you’re prepared enough leading up 
to it, you can get by on a couple of weeks of lesser pay. In order to have that time and that experience with the family. 
And as I keep saying, as a first-time parent, you can’t get that back. (Amy, same sex couple) 

In terms of payment, when referencing the paid parental leave payments, many families referred to the money as coming 
from Centrelink (the government agency that delivers social security payments), that is, they regarded it as a generous 
welfare payment and did not directly associate it with their employment. 

4 As at July 2022 the national minimum wage per year was AUD$42,255. According to data provided to the Women’s Economic Equality Taskforce by the 
Department of Social Services 29.4% of mothers and 14% of dads/partners are on or below the national minimum wage. Source: EDW Paid Parental 
Leave Scheme Claims Universe, Data Load Version 2, as at 30 June each entitlement year. 
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6. Reserved leave for fathers
The Dad and Partner Pay (DaPP) provision (in the current, pre 1 July 2023 scheme) provides 2 weeks of reserved, non-
transferable leave for fathers/partners. Uptake has been low relative to use of the paid parental leave by mothers. 
According to data provided to the Women’s Economic Equality Taskforce, in 2019/2020 there were 171,712 recipients of 
paid parental leave compared to 92,343 recipients of Dad and Partner Pay.5 In overall terms, it is estimated that 
approximately 27%–30% of fathers/partners use the 2 weeks of Dad and Partner Pay.6 This suggests that another incentive 
is needed to increase uptake by fathers/partners. But what this incentive should be is less clear as there are tensions 
between duration, payment, equality between mothers’ and fathers’ access, and whether it can be used at the same 
time as mothers (concurrently), or whether it must be used separately to support sole father care. 

Parents were universal in their view that 4 weeks of paid parental leave reserved for fathers was ‘about right’ and 
sends a clear and positive message about the role of fathers, and an important ‘signal’ to employers about fathers’ 
role in the care of babies. They agreed a government initiative like this would help to normalise fathers staying home to 
care for their children while also challenging the idea that only mothers need to bond with a newborn. These views were 
based on the assumption that fathers were on parental leave concurrently with mothers, not caring for newborns alone. 

The whole world’s changing, and dads want to be there with their kids. And I think even for those fathers who don’t 
think that they want to, I’ve seen it so many times, when the baby’s actually here, they completely change, and they want 
to. [this would support] enabling the dad and making it a bit more normal as well. I think if [David] wanted to take 4 
weeks off, [his employer] would be saying, “Why do you want to take that long off?” Whereas I think if it’s a 
government initiative, it almost normalises it a little bit as well. This is an entitlement that dads are taking now. We see 
that fathers should be with their newborn kids and stuff. And I just see that as a really good thing. (Alexia, middle 
income) 

I like the idea of [Andy] having more of a role than what my parents did, in terms of dad was the one that worked, mum 
stayed at home. I like the idea of both the male and female playing a role in the actual parenting. Even if it might be 
lopsided to [Andy] working more, I still think it’s really valuable for him to have input and a relationship with [our 
daughter]. Also for me, to maintain work. (Lily, low income) 

However, concern was expressed about a time penalty for families where the father genuinely could not take 4 weeks 
of leave (in a block), thus cutting the total paid parental leave time available to the family, and effectively the 
mother. In these and other cases where personal, health or work commitments prevent fathers from taking the leave, 
parents felt the leave should be transferable to the mother. 

It's a bit unfair… if you have complications during the birth and stuff, you could be in hospital or the baby could be sick 
or there’s some things that could happen and then you just don’t get around to it, and if you do and then they’re like, 
“No, sorry, you don’t get it now,” that would be a bit unfair. (Samantha, single mother, low income) 

5 Source: EDW Paid Parental Leave scheme Claims Universe, Data Load Version 2, as at 30 June each entitlement year. 
6 Exact numbers are difficult to obtain: using number of births in a year and assuming matching numbers for fathers/partners, the calculations is as 
follows: 294,369/92,343 = 31%. Source: Australian Bureau of Statistics (2020). Births, Australia. ABS. 
https://www.abs.gov.au/statistics/people/population/births-australia/2020. 
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If you’re offering it to everybody and their work commitments [mean they] can’t take it, it should be still available. It 
should be looked at more [as] a family and not an individual, in my eyes. Really, if they were willing to pay [Max] to 
stay home for 2 weeks, why can’t they just give that money to us as a family? … You’re a family, you should just be 
giving them money and it should just be at your discretion how you use it. (Emily, high income) 

Parents did not like the language of ‘use-it-or-lose-it’. They saw this as punitive and felt there could be backlash against 
fathers using the leave if framed this way. The preference was for the language of ‘reserved leave’. This could be 
supplemented with ‘non-transferable leave’ or a ‘father’s quota’, both terms widely used overseas. 

I don’t like the terminology [use-it-or-lose-it]. It’s almost threatening. (Amy, same sex couple) 

I think as a household, it would be great to be able to choose when and who takes it. I can see calling it ‘use-it-or-lose-
it’ maybe is not the best idea. I think there would be backlash… I think people would see it as an entitlement that they’re 
due to receive and if they lose it then the government’s then taking something away from them that they’re entitled to 
receive. So, I think that wouldn’t land so well. Just something as simple as changing the name of it. … in a more 
positive light that this is leave for your male partner to take. (Sarah, middle income) 

7. There is parental consensus that 4 weeks of concurrent leave at the birth of a baby is the
optimum

Parents were confused about the difference between ‘reserved leave’ and ‘concurrent leave’. In the main, parents focused 
on fathers taking reserved leave around the birth and at the same time as the mother, that is, concurrently. Parents thought 
4 weeks was optimum. 

Four weeks of concurrent leave after the birth of a baby is seen as important by parents for a range of reasons 
including to recover from caesarian section births; to support breastfeeding; to support mothers’ recovery; to care for 
older children; to undertake domestic work; to emphasise a team approach to care; and to provide general support for 
mothers. Some also identified this time as good for the marriage. 

Only 2 weeks concurrent leave at the birth of a baby was seen as too little, especially for families without family support 
close by or where health complications arise and the mother and baby are in hospital for the first 2 weeks. 

Four weeks is a pretty good stint for the husband to have off and just to help out. And I think it’s probably healthy for 
the marriage too… Especially for the first kid, it just feels like [2 weeks is] very early to be able to have to go back to 
work. And I felt sorry for a lot of my mates who had to go back to work [at] that stage. I think 4 weeks would be really 
good. (Jack, low income) 

Parents agreed that it was ‘not possible’ or realistic for one parent to both care for a newborn and manage household and 
domestic chores, especially with more than one child at home. Parents said a concurrent leave period of 4 weeks would 
help couples to ‘enjoy the highs and lows together’ and support joint ownership of care. 

I would’ve had heaps of time off. I would’ve loved to have had maybe a month off or something like that. That would be 
awesome because they’re so little and delicate at that age, it’s just a good time to be around, and it sucks to miss it. 
(David, middle income) 

Two weeks, it goes very quickly, in my opinion. I think you feel like you’re just starting to relax and have that time 
together and then it’s all over. Whereas, if it was about 3 weeks or 4 weeks, I think the dad would be able to spend some 
really good quality time with that child as well. (Alexia, middle income) 
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The tasks around a newborn cannot be done by one parent. Or at least in our case, it wasn’t possible like breastfeeding, 
cooking, cleaning, laundry. (Kabir, high income, CALD) 

I think for me the most benefit was seeing all the stuff that [Sarah] has to do. Particularly the stuff that I’m not able to 
do, which is all the breastfeeding and even getting up at nighttime and all that. I guess the only thing is breastfeeding, but 
that’s a big burden at the start. And if I wasn’t home, I just wouldn’t notice that as much. (Peter, middle income) 

Parents recognised the long term benefits for fathers who were involved in the care of babies, reporting that the more 
involved fathers were in the early weeks of a child’s life, the more confidence they gained in taking on an equal share of the 
parenting duties. When fathers did not do this, they ended up doing more ‘fringe’ parenting. 

That initial confidence I think too, I remember talking about that, if they (dads) miss those early stages and how things 
are done, by the time they have their leave, their partner just knows what needs doing and does it all the time by default. 
And I think that just chips away at the confidence and then they don’t perhaps get involved because they don’t want to 
do it wrong. (Sarah, middle income) 

Four weeks of concurrent leave after the birth would provide the time for fathers to engage meaningfully in care and to 
appreciate the caring work of their partners, especially when mothers were establishing breastfeeding in the early weeks 
of a child’s life. 

8. Parents want access to concurrent leave beyond the first 4 weeks of a baby’s life
Parents see a benefit in being able to take concurrent leave (leave at the same time) after the initial 4 weeks of a 
baby’s birth – particularly when they have a second child – and liked the idea of choosing when they took concurrent 
leave, beyond the 4 weeks reserved concurrent period. 

Parents say that overlapping leave at the same time helps to establish couples as a ‘team’ where they are supporting each 
other and taking joint ownership of the care. Fathers said time together beyond the first 4 weeks was important to 
understand and appreciate the daily caring tasks and stresses faced by new mothers over the 18 week leave period and for 
male partners to take ownership of these responsibilities. This is reported to be beneficial to the couple’s relationship and 
family life. 

[T]he number of weeks of leave is quite big. 18 weeks is quite a lot. I think more of it could be together because of that.
And particularly from the male perspective, I think it’s good for men to understand all those things I was just saying
about what their partner did and my friends who’ve had leave at the same time… Learning that stuff they just never
thought of or never realised and appreciating their partner more, which is a really positive thing. (Peter, middle
income)

Some parents also thought concurrent leave should be extended in cases where a baby requires neonatal medical 
attention and the first weeks of a child’s life are spent in hospital, rather than at home. Other couples noted that in the 
unique context of COVID-19 lockdowns, having a longer concurrent leave period was beneficial because friends and family 
were unable to visit and offer support. Lack of local family support is a particular issue for many families with parents living 
overseas. 
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There should be something where dads can extend it if their child is in neonatal intensive care or if the mother is 
unwell, there should be something there for that. Because I do really feel sad for the parents who never get to have their 
bubble at home where they’ve got a new baby and they’re all settling in. It’s a really, really important time. And if those 
first 2 weeks are spent in hospital or longer [in] the hospital, that’s a really sad thing to miss. (Emily, high income) 

It's really hard, I feel like our experience is a bit skewed because it was during the middle of lockdown, pandemic, full-
blown COVID. No one could come in, no one could go out. So, both being at home, like we worked in jobs that still were 
ongoing during the pandemic. Our workplace didn’t stop. We were essential workers. So, work didn’t stop. So being 
able to be at home [together] was a blessing, it was great for us. (Amy, same sex couple) 

9. Reserved leave for sole-father care was identified as valuable by some
While parents did not consider the preferred 4 weeks of reserved leave as sole carer time for fathers (instead prioritising 
concurrent leave at the birth of a baby) some parents did say it was important that fathers engage in sole parenting 
and childcare without assistance from their partners to build confidence and support an equal distribution of care work. 

Yeah. It’s interesting, time together I think is extremely valuable, but also time being the sole parent is something I’ve got 
feedback from a couple of friends and notice myself … is that being the sole parent makes you realise absolutely 
everything that a baby does. And even our situation is a bit different because we’ve been mostly around together the 
whole time since he was born. And working from home, so you’ve got someone. But if you weren’t, I think that’s a 
really good experience, but particularly for a man to do some sole parenting. (Peter, middle income) 

10. Parents like to have the option of accessing paid parental leave in the weeks prior to birth
Access to paid parental leave prior to the birth of a baby was seen by many as helping to support mothers prepare. 
Access to paid parental leave prior to birth was especially valued by those with older children, single mothers, those in 
physically demanding workplaces (such as nursing and teaching) and those with specific pre-natal health issues. 

Parents wanted to access paid parental leave prior to birth in order to ‘get the house sorted’ and prepare for the baby to 
arrive, while also having an opportunity to rest and mentally prepare for a first or second child. Others said accessing paid 
parental leave in the 4 weeks prior to birth could offer support to parents who are planning for a natural rather than 
caesarian birth, as labour and delivery can be unpredictable. In the context of COVID-19, some mothers said it would have 
been beneficial to access paid parental leave in the weeks prior to birth in order to limit exposure to the virus and ensure 
their partners could be present at the birth. 

If it’s a natural birth or something, it could happen anytime. So, it definitely would be good if [paid parental leave] was 
to even start … I don’t know, say 4 weeks prior to the due date, because you just don’t know. It’s a very unpredictable 
thing. (Isabella, middle income, CALD) 

I was going to get my whole house sorted. And just the physical trying to lug [my son] to his daycare drop off, get to my 
work, find a park, get to the office … then the reverse… it’s not like when you get home, I’m relaxing. …They’re long 
days. We’d be out of the house by 7 am and we’re not home until after 6 pm. (Nora, single mother, middle income) 

I think being able to access it sooner would be really nice because there’s a lot to prepare for and to learn before you 
have the baby. And if you’re working right up until the point of giving birth then you don’t get that time to mentally 
prepare yourself. (Sarah, middle income) 
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11. Single mothers see the paid parental leave scheme as very helpful but would prefer 52
weeks

Single mothers viewed the minimum wage rate of paid parental leave as fair. They responded positively to the new 
flexible design and see this as a good way to support a more gradual transition back to the workplace. 

I get where they come from doing it at minimum wage and I think that’s … fair, and I don’t think it should be indexed on 
anyone’s income ... I don’t think anyone, because they own more, they should then get more when they’re off. So, I think 
doing it on minimum wage is a fair way to do it. But I’m never going to complain if they want to give us more. (Nora, 
single mother, middle income) 

Access to early childhood education and care is the most important determinant of return-to- work for single mothers who 
expressed concern about limited options and waitlists for daycare. For example, one mother returned to work earlier than 
planned when a daycare spot became available, as she was worried the spot would be filled. 

I was going to take the 12 months off, that was my original plan, but then once I got offered the spot at daycare, I didn’t 
really want to pass it up because if I didn’t take it, I probably wouldn’t have got one. (Samantha, single mother, low 
income) 

Single mothers worried about ‘plugging the gaps’ before and after childcare to accommodate their work hours and 
discussed the importance of flexible schedules and support from family and friends to coordinate drop offs and pickups. 
This was a particular concern for single mothers with shift work schedules that do not align with the opening and closing 
hours of early childhood education and care centres. 

I did a little bit of shift work after [having my son], but it's a 7 am start or a night duty. So, you’re always finding 
someone else to plug the gaps before and after childcare. So, I don’t want a role where I have to ask them every single 
time I go to work, “Can you do drop off or can you do pickup?” One or the other’s fine, but not every week. (Nora, 
single mother, middle income) 
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Topline findings and recommendations 

This section summarises the main findings. We use them in conjunction with our findings from the best practice literature 
review in our Next Steps report to provide recommendations about the future design of Australia’s paid parental leave 
scheme. 

There are five main recommendations which refer to key elements of the scheme: 

1. Total length
2. Flexible design 
3. Reserved leave for fathers 
4. Concurrent leave 
5. Sole father leave 

We note that among parents there was confusion and conflation of the notions of ‘reserved leave’ and ‘concurrent leave’. 
The concurrent leave element of the scheme is not well understood. The understandings of ‘reserved leave’ and 
‘concurrent leave’ were further complicated by the flexibility of leave use which, once fully comprehended by parents, is 
highly desirable, but may impact on their use of reserved and concurrent leave periods. 

1. Total length of paid parental leave
This study of Australian parents shows that the health and wellbeing of the mother and baby is prioritised by fathers. 
Where the length of the paid parental leave is 26 weeks (with periods of reserved leave for the mother and father/partner), 
all couples thought they would give the majority of the available remaining leave to the mother. This was the case even 
where fathers were excited by the prospect of long periods of reserved leave and options for flexible use. Ultimately, fathers 
would not take this time away from mothers. Some mothers in the study were also unwilling to give up some of their paid 
parental leave. 

If the length of paid parental leave was extended, fathers and mothers saw increasing opportunities for fathers to 
genuinely share the care of young children through longer periods of reserved leave and use of flexible options. However, 
parents’ understanding of the terms ‘concurrent’ and ‘reserved’ leave were not clear, as discussed below. 

Parents were unclear about the design of the changes to reach 26 weeks of leave by 2026 and did not fully understand the 
roll out of the additional weeks on an annual basis. Clear communication of this is needed. A simple one step extension to 
26 weeks in 2024 would be most desirable in terms of clarity for parents and their ability to plan. 

All parents, in couples or single, thought that 52 weeks was the optimum time for one parent to be at home with a young 
child supported by paid parental leave. 

We recommend: 

– immediate roll out of paid parental leave to 26 weeks in 2024 with a budget pathway to extend to 52 weeks of paid
parental leave in 2026. 
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2. Flexible design
The new flexible design was of great interest to parents who saw a range of possibilities, particularly around the use of a 
single day of paid parental leave at a time. In the interviews, parents took time to absorb the possibilities of this flexibility. 
Middle and high income families also saw the desirability of the more flexible, non-block paid parental leave as a way of 
managing work and household income with payment at minimum wage level. That is, they could see fathers taking a day 
or two at a time each week, without disrupting work or household income unduly. The flexible design could therefore 
support the expanded use of sole father care. 

We recommend: 

– clear communication to parents of the flexibility options 
– administrative support that facilitates genuine flexibility that can be changed in response to evolving family and

work needs. 

3. Reserved leave for fathers/partners
Reserved leave for fathers/partners has the potential to change social norms and expectations about who cares and who 
works. 

Parents appreciate the capacity of reserved leave periods to send important signals to families and to employers about the 
role of fathers as carers. Workplaces will need to become better attuned to men as carers to support the successful uptake 
of reserved leave by fathers. Without this important shift, extended periods of reserved leave for fathers could have adverse 
effects on families, reducing the total paid time to care. Additional research on employer attitudes and preparedness for 
increased use of paid parental leave by fathers is essential to support policy aims for shared care. 

We recommend: 

– 4 weeks of reserved leave for fathers/partners starting in 2024, and extended significantly (up to 12 weeks) in a 52-
week scheme. 

4. Concurrent paid parental leave
Concurrency of leave adds a further dimension to the parental leave scheme and is not well understood. Instead, parents 
use the language of ‘being at home at the same time’, and parents have strong aspirations for concurrent leave at the birth 
of a new baby. Parents would also like to have the option to take concurrent leave later in the parental leave period, when 
it suits their family and work circumstances. 

The difference between concurrent leave and non-concurrent (sole parent) leave is not well understood by parents and 
must therefore be clearly communicated. 
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We recommend: 

– from 2024, 4 weeks of concurrent leave able to be taken by parent A and parent B around the time of the birth of the 
baby.

– consider extending the total period for concurrent leave available to parents and when it can be taken to up to 8
weeks in a 52-week scheme. 

5. Sole care for fathers/partners
While parents were focused on caring together in the very early weeks of a baby’s life, some parents did value the 
opportunity for fathers to care alone later in the parental leave period. 

If the intention of the new paid parental leave design is to shift fathers’ caring behaviours, research evidence shows that 
sole parenting is essential. However, parents recognise this would take from the total paid parental leave period available 
to the mother and had some concerns about the impact on total paid leave available to a family where an employer or 
workplace made it difficult for fathers to take the full portion of reserved leave. 

We recommend: 

– prioritising a commitment to sole father care as a matter of policy improvement. This could be as long as 8 weeks in 
a 52-week scheme. A 26- week scheme does not allow enough time to quarantine a reserved period of leave for 
father’s solo care. 

Research with Australian parents demonstrates that the national paid parental leave system is appreciated and the 
changes in design and length are welcome. There is, however, a clear understanding that a 26-week scheme is unable to 
adequately meet the five objectives of the Paid Parental Leave Act 2010 or reflect international standards (see Appendices 
2 and 3). 

Based on the key research findings and recommendations above, and to encourage a shift in fathers’ care and promote 
gender equality, we recommend the following model of paid parental leave (see Table 1). 

The main changes are as follows: 

– Move directly to 26 weeks of leave in 2024 
– Move to 52 weeks of leave in 2026 
– Move to a reserved period of leave for fathers of 4 weeks in 2024 as part of a 26-week scheme, and 12 weeks in 2026, as

part of a 52-week scheme 
– Introduce a period of sole father care (non-concurrent and non-transferable) leave of 8 weeks, as part of a 52-

week scheme.
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Table 1. Recommended design for an accelerated timetable and extended scheme 

Year of 
Introduction 

Total Paid 
Parental 
Leave* 

Reserved 
Leave Parent 

A 

Reserved 
Leave Parent 

B 

Family Leave 
(allocated 

according to 
parent 

preferences) 

Sole Father 
Leave (as part 

of reserved 
leave 

parent B) 

Total 
Concurrent 

Leave 

2023 20 weeks 2 weeks 2 weeks 16 weeks 0 weeks 2 weeks 

2024 26 weeks 4 weeks 4 weeks 18 weeks 0 weeks 4 weeks 

2026 52 weeks 12 weeks 12 weeks 28 weeks 8 weeks 8 weeks 

*All paid parental leave paid at national minimum wage. 
*Paid parental leave to be taken within the first 2 years of a child’s life. 
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Appendix 1. Research method 

Ten families, comprising eight couples (with one single sex couple) and two single parents, were recruited according to the 
sampling framework outlined in Table 2.7 While the sample is undeniably small, the size is not unusual for research of this 
nature. Timing and funds did not allow a larger sample. The emphasis is on depth and richness of replies and reaching a 
’saturation point’ in responses. This was achieved with the two single parents and eight couples (16 parents), making a 
total of 18 parents who were interviewed. 

Comparisons with research undertaken in other countries reveal similar methodology and findings to those presented 
here. For instance, Beglaubter’s study (2017, p. 476) of 33 Canadian heterosexual couples found “[S]trong cultural support 
for mothers’–but not fathers’–time with baby tipped the scales toward maternal care giving, even when couples wanted to 
share parental leave”.8 A study by Cannito (2020, p. 832) of 33 Italian fathers’ use of paid parental leave found “men’s 
choice to take parental leave is the result of a process of negotiation that involves the way gender is performed, and in which 
men, too, are active subjects of social change”.9 On the other hand, men who do not take parental leave talk about a 
‘natural’ choice linked to the fact that their partners want to be there with the child. In a study of 22 parents (13 mothers 
and 9 fathers) in the UK, Kaufman (2018) found the explanation for fathers’ low take up of additional parental leave to be 
due to financial costs, gendered expectations, perceived workplace resistance and policy restrictions.10 Similarly, Cluley 
and Hecht (2020) interviewed 29 couples from Canada and the United States about work–family decision-making11 and 
Romero-Balsas, Muntanyola-Saura and Rogero-García (2013, p. 678) interviewed 30 Spanish fathers and found that 
“paternity leave is mostly considered a right, but not a duty, and the decision whether or not to use it is viewed as an 
individual choice”.12  

An external social research firm was sub-contracted to recruit and undertake the interviews, with direct and explicit 
guidance on recruitment criteria and design of the interview protocol from the report authors Marian Baird and Elizabeth Hill. 
Baird and Hill closely monitored each stage of the research and attended all interviews. 

Recruitment was targeted via the father’s income in the first instance (except for the female same sex couple). Department 
of Social Services data was used to determine the income categories and to ensure that low, medium and high income 
households were represented in the sample. The intention was to also include families from metropolitan and non-
metropolitan areas, from professional and non-professional occupations and from CALD backgrounds. All participants had 
a child in the last 18 months (except the female couple whose child was 2 years old), and both parents were working prior 
to the birth of the child. Four families included parents with a CALD background. One parent was of First Nations 
background.

7 The authors wish to acknowledge the generosity and care for family demonstrated by the parents interviewed for this project. 
8 Beglaubter, J. (2017). Balancing the scales: Negotiating fathers’ parental leave use. Canadian Review of Sociology/Revue canadienne de sociologie, 
54(4), 476–496. 
9 Cannito, M. (2020). The influence of partners on fathers’ decision-making about parental leave in Italy: Rethinking maternal gatekeeping. Current 
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Each family completed a short pre-interview survey that covered essential background information, including age, 
employment type and status (full-time, part-time, casual), hours worked per week, income, housing status, number of 
children, age of youngest child, types of leave taken at birth of last child and weeks taken (paid parental leave, dad and 
partner pay, annual leave, unpaid leave, employer provided paid parental leave). 

The parents of each family were interviewed online and together, with fathers asked to respond to interview questions and 
prompts first. Positioning men as the ‘lead’ interviewee was intentional, designed to set the overall tone of the interview 
and to ensure that the attitudes and experiences of fathers were properly captured. Our previous research shows that 
mothers are always keen to speak about their parental leave experience. Given the government’s priority to enhance 
fathers’ role in the care of young children, this project was designed to centre the voices of fathers while also including 
mothers. This research technique was effective with all fathers being active participants in the interviews. 

Each in-depth interview was held via Zoom and ran for 90 minutes according to a set interview protocol designed by 
Marian Baird and Elizabeth Hill. Interviews were conducted between Tuesday 31 January and Wednesday 15 February 
2023. All interviewees received a $180 eGift voucher. 

The interview protocol covered: 

1. A description of how fathers and mothers decided on care and work arrangements in the months after the birth of the 
new child 

2. Fathers’ and mothers’ experiences of using the national paid parental leave scheme 
3. What fathers and mother think an ideal paid parental leave system should look like 
4. Fathers’ and mothers’ views on the 1 July 2023 changes to paid parental leave 
5. Fathers’ and mothers’ views on how the additional 6 weeks of paid parental leave in 2026 could be allocated. Three

scenario prompts were used to guide this discussion. 

Table 2. Sampling framework 

Family type 
Total = 10 families 

Father/Partner personal Income 

2 x fathers in couples One CALD Higher income 
>$100,000 pa gross 

3 x fathers in couples Two CALD Medium income 
$40,000–$100,000 pa gross 

2 x fathers in couples One CALD Lower income 
<$40,000 pa gross 

1 x single sex couple Female Any income level 

1 x single mother Mid/high income level 
>$40,000 pa gross (mother) 

1 x single mother Low income level 
<$40,000 pa gross (mother) 

Note: we were unable to recruit a male same sex couple so replaced them with an additional medium income father (CALD). 
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Anonymised names Interview details 
Sarah and Peter Interview 1: Middle income 

Samantha Interview 2: Single mother, low income 

Isabella and Andy Interview 3: Middle income, CALD 

Amelia and Kabir Interview 4: High income, CALD 

Lily and Jack Interview 5: Low income 

Lucy and George Interview 6: Middle income 

Nora Interview 7: Single mother, middle income 

Emily and Max Interview 8: High income 

Alexia and David Interview 9: Middle income 

Amy and Grace Interview 10: Same sex couple, female 
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Appendix 2. Paid Parental Leave Act 2010 – Objectives 

It is within the particularly Australian context that the objectives of the Parental Leave Act (2010)4 must be read, noting 
that the Act was introduced following a comprehensive analysis of the need for a paid parental leave scheme by the 
Productivity Commission (2009). 

The objective of Parental Leave Pay is to provide financial support to primary carers (1.1.P.230) (mainly birth mothers) of 
children, in order to: 

– allow those carers to take time off work to care for the child in the 2 years following the child’s birth or adoption; 
– enhance the health and development of birth mothers and children; 
– encourage women to continue to participate in the workforce; 
– promote equality between men and women, and the balance between work and family life, and; 
– provide those carers with greater flexibility to balance work and family life. 
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Appendix 3. International Standards 

EU Directive on work–life balance: Implementation 2 August 2022.1 The Directive on work–life balance aims to both 
increase (i) the participation of women in the labour market and (ii) the take-up of family-related leave and flexible 
working arrangements. The EU Directive includes: 

– Paternity leave: Working fathers are entitled to at least 10 working days of paternity leave around the time of birth of
the child. Paternity leave must be compensated at least at the level of sick pay; 

– Parental leave: Each parent is entitled to at least four months of parental leave, of which two months is paid and non-
transferable. Parents can request to take their leave in a flexible form, either full-time, part-time, or in segments;

International Labour Organization (ILO) Maternity Protection Recommendation, 2000, No. 191.2 

– Members should endeavour to extend the period of maternity leave referred to in Article 4 of the Convention to at 
least 18 weeks. 

– Provision should be made for an extension of the maternity leave in the event of multiple births.

The Fifty-fourth World Health Assembly, May 2001 Resolution, WHA54.2, on Infant and young child nutrition, 
paragraph 3(6).3 

– exclusive breastfeeding for six months as a global public health recommendation. 
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Contract Details

There will be no change to the Contract term as a result of other Contract changes.
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Contract Value 
Contract Value
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timeframe, the Customer may terminate this

Contract in accordance with Clause C.C.16

[Termination for Cause].
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under Clause C.C.11 [Delivery and Acceptance]
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Supplier’s cost, so that the deliverables meet the

requirements of this Contract. The Supplier must

comply with any such requirement. Rectified
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The Supplier will refund all payments related to
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Contract Details

There will be no change to the Contract term as a result of other Contract changes.
The Contract changes as verbally agreed by the Customer and the Supplier are as follows:

Contract Term 
Current Contract End Date: 9/06/2023

Contract Value 
Contract Value
(GST exclusive)

GST Total Contract Value 
(GST exclusive) 

Previous Contract Value (AUD) $40,000.00 $0.00 $40,000.00

Amendment Value (AUD) -$5,000.00 $0.00 -$5,000.00

New Contract Value (AUD) $35,000.00 $0.00 $35,000.00

Other Administrative Contract Changes 
Clause 
Reference 
and Title

Old Text
Proposed New Text

Delivery and

Acceptance

(C.A.2(d))

Where the Customer rejects any deliverables under

Clause C.C.11 [Delivery and Acceptance] the

Customer will specify a timeframe in which the

Supplier is required to rectify deficiencies, at the

Supplier’s cost, so that the deliverables meet the

requirements of this Contract. The Supplier must

comply with any such requirement. Rectified

deliverables are subject to acceptance under Clause

C.C.11 [Delivery and Acceptance].

The Supplier will refund all payments related to the

rejected deliverables unless the relevant deliverables

are rectified and accepted by the Customer.

If the Supplier is unable to meet the Customer’s

timeframe, the Customer may terminate this Contract

in accordance with Clause C.C.16 [Termination for

Cause].

Where the Customer rejects any deliverables

under Clause C.C.11 [Delivery and

Acceptance] the Customer will specify a

timeframe in which the Supplier is required to

rectify deficiencies, at the Supplier’s cost, so

that the deliverables meet the requirements of

this Contract. The Supplier must comply with

any such requirement. Rectified deliverables

are subject to acceptance under Clause C.C.11

[Delivery and Acceptance].

The Supplier will refund all payments related to

the rejected deliverables unless the relevant

deliverables are rectified and accepted by the

Customer.

If the Supplier is unable to meet the Customer’s

timeframe, the Customer may terminate this

Contract in accordance with Clause C.C.16

[Termination for Cause].
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C.A.3

The maximum Contract Price inclusive of GST and all 
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00
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Adjustment to Fixed Pricing for Contract 
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The maximum Contract Price GST Free will not
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e
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1
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.00
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Delivery 
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2
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.00
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Adjustment to Fixed Pricing for Contract 
Variation/Extension

Adjustment for contract extension will be in line 
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research.

Description of Contract Changes 
The value of contract has been varied to $35,000 maximum value. The supplier is no longer required to supply 
part of the research on Paid Parental Leave as it related to employer views on Paid Parental Leave. 
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