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  Part 1. Introductory Comments 
 

 

The Independent Education Union of Australia (IEU) is a federally registered union 

representing state and territory IEU branches, who in turn represent teachers, support 

staff and school leaders employed in faith-based schools, community colleges, early 

childhood education centres, preschools and kindergartens and post-secondary 

services in the non-government sector.  

 

The IEU is the only union with coverage of principals, educational leaders, teachers, 

school support staff and early childhood education professionals.  

 

The IEU has 75,000 members and seven decades of experience in representing 

teachers. Our union has won improvements in pay and conditions for teachers and has 

negotiated thousands of collective agreements benefiting our members.  

 

This submission is informed by the experiences of our members working across a 

diverse and growing non-government education sector. 

  

The IEU extends its best wishes to the House Standing Committee in undertaking this 

inquiry into the National Employment Standards.  

 

  



 

3 
 

IEU Member Case Study #1 – The case for paid Reproductive Health Leave  
 

“I’ve been through 13 rounds of IVF, resulting in two pregnancies and one loss. We’re 

trying so hard to have a baby but it’s not easy for us. I’m worried that part of what is 

taking so long for me to fall pregnant and carry it to term is the stress of having to take 

some of the time off without pay because I’m long since out of sick leave. 10 days 

wouldn’t be much, but it would go towards alleviating some of the stress.” 

Secondary School Teacher  

Catholic School, Queensland  
 

  

IEU Member Case Study #2 - The case for paid Reproductive Health Leave 
 

A teacher new to the school had to undergo urgent surgery for Endometriosis, resulting 

in weeks of post-surgery recovery. Being a new teacher our member had yet to accrue 

personal leave, and the school does not provide reproductive health leave. Although 

negotiations with the school were able to secure earlier access to personal leave, she 

now has essentially no personal leave accruals available to her for the remainder of the 

year, during which time her chronic reproductive health condition will continue.   

Teacher  

Independent School, South Australia  
 

  

IEU Member Case Study #3 - The case for paid Reproductive Health Leave 
 

“I’ve always struggled with heavy periods. Eventually I was diagnosed with 

endometriosis, which led to a hysterectomy. I scheduled my operation for the day after 

term four ended to give myself six weeks of non-school time to recover, but 

unfortunately, I didn’t heal as quickly as doctors hoped and I needed to take extra days 

off. I couldn’t afford any more time and I remember spending some of the PD days at 

the start of term sobbing in the bathroom because I was in so much pain. Having access 

to reproductive health leave would have meant that I could have taken the time to 

recover at home, rather than forcing myself to continue work against doctor’s orders.” 

School Principal  

Catholic School, Queensland  
 

 

IEU Member Case Study #4 - The case for paid Reproductive Health Leave 
 

“I have access to some reproductive leave at my school and this has significantly 

reduced the financial pressures associated with unpaid leave. Although sick leave must 

be exhausted before reproductive leave is accessed at my school, it is reassuring to 

know that reproductive leave is available if needed. I accessed reproductive leave last 

year which greatly helped alleviate financial stress. The only drawback is that, if I 

become unwell, I no longer have sick leave available and I will need to take unpaid 

leave. I hope to see reproductive leave become a standalone entitlement, rather than 

one that depends on using sick leave first, as it does at my school. Paid reproductive 

leave should be implemented across all workplaces”.  

Secondary School Teacher  

Independent School, Regional Queensland  
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  Part 2. An overview of the operation of the NES in 2026  
 

 

1. The IEU supports and welcomes the inquiry into the operation and adequacy of the 

National Employment Standards (NES). While the NES has provided an essential 

minimum standard of legislated working conditions for the last 16 years, it is timely 

and appropriate that the standards be reviewed to ensure they respond to the 

contemporary and emerging needs of the Australian workforce.  

 

2. Although the NES continues to provide effective workplace protections and rights in 

many respects, a number of elements require clarification and updating. In addition, 

there are further standards that should be incorporated into an updated NES to 

promote greater fairness, equity, and consistency of access to improved working 

conditions and entitlements across all workplaces. 

 

3. The IEU has been successful in negotiating extensive collective agreement coverage 

for workers across the non-government sector. Notwithstanding these successful 

bargaining outcomes, the NES remains an important legislative reference point and 

safety net for thousands of education workers.  

 

4. While collective agreements negotiated by the IEU have, in many cases, secured 

working conditions that exceed the NES, many agreements continue to rely on the 

minimum conditions contained in the standards, either through their direct 

inclusion or through clauses and undertakings that reference compliance with 

specific NES entitlements.   

 
 

Part 3. Priorities areas to address in the National Employment Standards 
 

 

5. The NES has not been reviewed since 2012 and although the range of NES 

entitlements has expanded during its period of operation, problems have arisen in 

the application and interpretation of some NES entitlements. This has created 

confusion and, in some cases, limited the intended operation and effectiveness of 

the NES.  

 

6. The IEU is affiliated with the ACTU and, together with other affiliated unions, has 

participated in discussions to develop the ACTU’s submission to the NES review. The 

IEU understands that the ACTU’s submission will include proposals to improve the 

operation, clarity and effectiveness of the NES across a range of areas, including 

annual leave, personal/carer’s leave, redundancy and long service leave. The IEU 

supports the range of changes proposed by the ACTU.  
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  Part 4. The clear and urgent case for Paid Reproductive health Leave  
 

 

7. The IEUA strongly supports the inclusion of Paid Reproductive Leave (RHL) as a 

statutory entitlement under the National Employment Standards.  
 

8. Reproductive health conditions affect millions of workers across Australia, often 

reducing their ability to work. In many cases, the lack of reasonable workplace 

support forces employees to sacrifice income, career progression and job security 

in order to manage debilitating health issues. 
 

9. A paid entitlement for RHL is essential to promoting greater gender equity, 

including closing the gender pay gap, and creating workplaces free from 

discrimination. It will support the right of all workers to access paid leave for 

conditions including menopause, endometriosis, fertility treatment, miscarriage, 

vasectomies, and other reproductive health procedures. 
 

10. While relevant to all workers, reproductive health conditions disproportionately 

affect women and is the major factor behind the worsening female health gap. 

Many women leave the workforce years earlier than planned, often with lower 

retirement savings which contributes to long-term economic inequality. ABS data 

shows that women retire, on average, seven years earlier than men.  
 

11. The economic case for RHL confirms that the long-term benefits of such leave 

outweighs the costs. Extensive research undertaken by the Bankwest Curtin 

Economics Centre found that reproductive health conditions currently cost the 

economy an estimated $21.3 billion per year in lost productivity 
 

12. With 72% of IEU membership being women, the IEU has long advocated for RHL. 

Such leave has been secured for members through collective bargaining with a 

number of sector and individual school employers. However, the nature of these 

entitlements varies; some employers provide a standalone RHL entitlement, while 

others require employees to first exhaust their personal leave. Other limitations 

imposed by employers include restricting reproductive health supports to possible 

flexible work arrangements rather than providing dedicated leave.   
 

13. A bargaining consideration unique to the IEUA arises in cases where faith-based 

employers have rejected the inclusion of RHL in collective agreements due to 

‘cultural and religious’ grounds. These schools have refused to recognise the need 

for additional paid leave for employees to access lawful reproductive health 

services due to the employer’s belief that such treatments conflict with the 

employer’s religious belief or doctrine. 
 

14. Universal access to paid RHL would establish a consistent and equitable national 

standard, ensuring all workers can manage their health needs without 

discrimination, career disadvantage, or reliance on the discretion of individual 

employers. 
 

 

https://www.aihw.gov.au/reports/women/the-health-of-women-in-australia
https://www.aihw.gov.au/reports/women/the-health-of-women-in-australia
https://www.news.com.au/lifestyle/health/wellbeing/new-data-reveals-alarming-rise-in-weekly-pain-for-aussie-women/news-story/7dc013956261a180b4e1eacdd1f9dcbb
https://www.abs.gov.au/statistics/labour/employment-and-unemployment/retirement-and-retirement-intentions-australia/latest-release
https://bcec.edu.au/assets/2025/04/BCEC-Paid-Reproductive-Health-Leave-Report-20250408.pdf
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Part 5. IEUA Recommendation – Reproductive Health Leave Terms   
 

 

15. Paid RHL should be introduced as an NES entitlement in terms that include: 

 

• Employees are entitled to ten days per year of paid RHL for matters relating to 

their reproductive health. 

• RHL would be provided in addition to existing leave entitlements as a standalone 

entitlement. 

• The leave would be available in full at the commencement of employment and 

subsequently in full at the start of each 12-month anniversary of the employee’s 

employment (does not accumulate year to year). 

• Evidence to access RHL should be sufficient to satisfy a reasonable person that 

the leave is being taken for the purpose of RHL. Acceptable evidence may include 

a statutory declaration or a medical certificate. The evidence does not need to 

specify the precise nature of any medical condition, illness, issue, or procedure. 

 

16. In addition, for the sake of completeness, the IEU records our support for these 

additional workplace rights for workers experiencing reproductive health issues:  
 

• Recognising reproductive health as a valid reason for requesting flexible work 

arrangements under Section 65 of the Fair Work Act; and  

• Introducing protections against discrimination based on reproductive health 

conditions. 

 


