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Abstract

Challenging conditions in Australian retail pose a threat to its retail workforce
and are expected to change the retail employment landscape. This prompts a
need to develop a contemporary knowledge of the retail workforce, which has a
higher incidence of insecure employment than the general workforce. This study
investigates gender and employment-structure patterns between different
sectors within the retail industry by analysing the variables of employment
status and gender between 40 Australian and New Zealand Standard Industrial
Classification (ANSIC) retail categories (for example groceries, clothing,
automobiles, hardware, restaurants), using data from the Australia at Work’
survey. The results show that while overall women dominate employment
in the retail sector, retail employment among women tends to be part-time
and lower-skilled, while men tend to be in more physical, skilled, prestigious,
and full-time positions. Societal gender expectations such as the breadwinner
role for men and child caring for women are also identified.

1. Introduction

The retail industry is the second largest employer in Australia (ABS 2011a)
making up 11 per cent of national employment. A high incidence of casual
employment in the industry reduces the security of employment (Corderoy
2011). Australian retail is experiencing unprecedented difficulties, causing
the industry to report its worst results in 50 years (Martin and Lynch 2011)
in the midst of declining consumer confidence (Deloitte Access Economics
2011).Thisis partly due to the proliferation of online retail outlets, which has
reduced the use of traditional forms of retail and enabled shoppers to have
international access to stores that offer lower prices than domestic outlets.
This development has pushed traditional bricks-and-mortar shopping malls
including Westfield, the world’s largest shopping centre owner, to venture into
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onlineretail (Barwell and Packard 2011). Advancements in technology enable
an unprecedented level of automation in retail, such as current self-service
checkouts at supermarkets and forthcoming Radio Frequency Identification
(RFID) equipped checkouts that enable shoppers to check out by simply
pushing the shopping cart through a gantry without the need to scan items
individually. Such developments continue to threaten the retail workforce, as
retail systems become more efficient and require fewer workers to operate
them.Changes stemmingfrom these issues are expected to have a substantial
impact on the retail employment structure.

Two prominent differences between the retail workforce and the general
workforce are that retail has been reported to hire a larger percentage of the
part-time and casual workforce and to employ a higher percentage of women
(Sparks 1992; Brockbank and Airey 1994; WES Compendium 2001; Office for
National Statistics 2006; Pilcher 2007). In the Australian context, retail has been
reported to be one of the industries with the lowest hours of work (Pocock,
Skinner, and Pisaniello 2010). Some authors (Hinton, Moruz, and Mumford
1999; Zeytinoglu et al. 2004) found that retail employment has shifted from
a sector characterised largely by full-time jobs to a sector characterised by
part-time and casual jobs, as more flexible employment options developed
over time. Such employment differences make retail employment distinct
from general employment to the extent that it should be studied separately.
Furthermore, there is a paucity of research that investigates employment
between sectors within the retail industry, as research in this area has more
commonly been done by comparing different industries altogether. With
these observations in mind, this article investigates gender and employment-
structure patterns between different sectors within the retail industry, guided
by the following research questions engendered by the literature review in
the next section:

Do different retail subsectors have different patterns of male and female
employment?

Do males and females working in retail subsectors have different patterns of
part-time and full-time employment?

Do different retail subsectors have different patterns of part-time and full-
time employment?

These research questions will be answered by analysing the variables of
employment status and gender between 40 ANZSIC retail categories within
Australia, using data obtained from a survey of Australian workers undertaken
in 2009.Tied to the research questions, we propose a null hypothesis of there
being no difference between retail subsectors in theiremployment patterns.
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2. Literature Review

A substantial number of studies document gender differences in retail
employment (Taylor and Tyler 2000; Korczynski 2002; Lynch 2002; Foster
2004; Pettinger 2005; Campbell and Chalmers 2008; Zeytinoglu and Cooke
2008). Such differences can influence the gender stereotyping of employees.
Some articles suggest that gender stereotypes affect employers’ perceptions
of male and female workers (Cejka and Eagly 1999; Gabriel and Schmitz
2007; Ridgeway and Correll 2004). For instance, many occupations are
segregated and almost wholly dominated by one sex (Cejka and Eagly 1999),
with particular sectors known to be exclusively staffed by women, such as
the retail industry (Brockbank and Airey 1994).

The ABS (2011b) reports that the majority (56.8 per cent) of those employed in
the Australian retail industry are women. This corresponds with reports from
outside Australia, which show that women account for the majority of retail
employment (forexample Sparks 1992; Brockbank and Airey 1994; Cranford,
Vosko, and Zukewich 2003; Office for National Statistics 2006; Pilcher 2007).
While women dominate retail employment, they have been found to occupy
the low-skilled positions in retail (Broadbridge 1997; McGauran 2000; Ngo
2000; Lynch 2002; Korczynski 2002; Pilcher 2007), with men dominating
retail management positions (Brockbank and Airey 1994; Schmidt and Parker
2003; Harris, Foster, and Whysall 2007). Where women are employed in
management, they are more likely to be represented in junior and middle
management positions (Broadbridge, Maxwell, and Ogden 2007). Positions
occupied by women have been reported to be lower paying, of lower status,
and offer fewer advancement opportunities (Tikka 1999); where skill and
knowledge were important, men prevailed (Broadbridge 1997). Similarly,
Lynch (2002) highlights that retail jobs defined as ‘peripheral’ and ‘low-skill
were predominately filled by women, whereas men filled occupations
considered to be ‘skilled’, such as management positions.

Anumber of studies identify the link between emotional labourand women
(Ngo 2000; Sirianni and Negrey 2000; Lynch 2002; Pilcher 2007; Kmec
2008). Pettinger (2005) explains that the gendering of retail employment
lies with the feminisation of customer-service work due to the emotional
management content. Kerfoot and Korczynski (2005) argue that women’s
presumed attachment to so-called ‘softer’ skills in service work acts to
reinforce and reproduce gender division in the workplace, while Taylor and
Tyler (2000) found that male managers recruiting telesales staff made
stereotypical gendered assumptions about women possessing a ‘natural’
ability to ‘chat’and build up a ‘rapport’ with others.
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Aesthetic factors can also explain the dominance of women in retail.
McGauran (2000) points out that women are more likely to be employed
based ontheirappearance, and that women are considered betterthan men
at cleaning and stocking goods, and at selling to other women. Kerfoot and
Knights (1994) postulate that a nice mumsy face at the desk’ would both
increase sales and smooth the flow of production. Foster (2004) argues
that certain retail sectors are ‘gendered’, that is, the products they sell
have stereotypical male connotations such as car sales or men’s fashion,
or stereotypical female associations such as cosmetic sales and ladies’
fashion and, quite often, the gender of customer-facing staff reflects this
association. For example, research by Brockbank and Airey (1994) found that
in one company which retails maternity and childcare products exclusively,
93 per cent of employees were female. In an example for do-it-yourself (DIY)
stores, Sparks (1991) points out that male customers perceived male staff
to have bettertechnical knowledge and greater physical competence when
handling products than female staff, and often preferred to seek advice from
male staff. Similarly, Fischer, Gainer, and Bristor (1997) state that in some
service settings, women expect to receive better service from women, and
men from men. Pettinger (2005) found that female sales assistants tend
to serve female customers with products that are culturally feminine’.
Notwithstandingthis, women were more likely to work in men’s departments
than men in women’s departments because of the way the occupation
of sales assistant is feminised. Hochschild (1983) suggested that women
‘enhance the customer’s status’ while men ‘deflate the customer’s status’,
and that female staff serving male staff can imply a degree of sexualisation
associated with their roles. The foregoing literature forms the basis for the
first research question concerning gender-specific retail roles:

Research question 1: Do different retail subsectors have different patterns
of male and female employment?

Part-time employment features as a common mode of employment in
the Australian workforce structure, with the OECD (2009) reporting that
Australia ranks third highest in occurrence of part-time employment among
all countries surveyed. Employee gender can influence employment structure
inthe workforce. Sheridan (2004) reports that women dominate part-time
employment in Australia; White (2007) states that the retail industry in
Australia is somewhat dominated by part-time and casual employment
and has been at least since the 1970s. The ABS (2011b) reports that the
majority (61.4 per cent) of Australian female retail workers are part-timers.
This corresponds to patterns observed outside Australia, where women in
retail have been found to be more likely to occupy part-time positions (Sparks
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1992; Anker 1997; McGauran 2000; Sirianni and Negrey 2000; Preston and
Jefferson 2007).

There are several perspectives in explaining the popularity of part-time
work. From a career-progression perspective, a possible driver of part-time
and casual retail employment may be that in order to obtain full-time
employment, employees must first be part-timers. As such, part-time
positions can be considered ‘try-outs’ for full-time positions. For example,
Tilly (2008) points out that many food retailers have a formal requirement
that full-timers be hired exclusively from the part-time ranks, not from
outside the company. Zeytinoglu and Cooke (2008) found that women in
part-time jobs are more unlikely to be promoted, compared to women in
full-time jobs. It is important to note that not all part-timers are seeking
career progression. In their research, Harris, Foster,and Whysall (2007) found
that 50.4 per cent of the female retail employees and 37.7 per cent of male
retail employees who were working part-time were not seeking promotion.

From an employee’s perspective, part-time and casual work offers flexibility
for workers who have other commitments, such as child care and domestic
responsibilities. McDonald, Bradley, and Brown (2008) suggest that part-
time work is highly gendered and related to caring responsibilities, which
is traditionally known to be more relevant for women. For example, Bu and
McKeen (2001) found that women assigned greaterimportance to havinga
jobwhich would accommodate family responsibilities, and to having more
predictability and certainty on the job, than their male counterparts did.
Similarly, Anker (1997) found that part-time work and flexible hours are
associated with many female occupations. This can be explained by findings
of Sirianni and Negrey (2000) that women are usually called upon to care
for children, the ailing, and the aging. In addition, Warren (2004) points out
that whether women had children or not had an impact on employment
status, while Ngo (2002) found that many married women select part-time
employment to cope with childcare and home-related activities.

Whittard and Burgess (2007) describe a collision between employers’interests
and employees’family commitments, pointing out that the traditional way
to reconcile work and care is through part-time work. The OECD (2009)
reports that Australian part-time workers have poor financial incentives
to move into full-time work because benefits in the welfare system are
means-tested and are clawed back as incomes rise. This stems from the lack
of work and family reconciliation in Australian industrial agreements—as
suggested by Burgess, Henderson, and Strachan (2007)—which can be
expected of a liberal market economy with an emphasis on market-based
resource allocation (Connell, Burgess, and Hannif 2008). Simpson, Dawkins,
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and Madden (1997) suggest that women use casual work to maintain their
skills and to supplement the family income; they argue that an increase in
the proportion of women in the workforce is observed to coincide with an
increase in the proportion of casual employment. Therefore, employees in
such positions may accept inferior terms and conditions to accommodate
their domestic obligations, as suggested by Brockbank and Airey (1994).
Such employees are not likely to seek career progression as, according to
the aforementioned finding of Harris, Foster and Whysall (2007), half of
female part-time retail employees were not seeking promotion anyway.

From an employer’s perspective, part-time and casual workers offer the
availability and flexibility to deal with fluctuating demand and business
conditions, which enable a competitive advantage. For example, Fagan
(2001) points out that part-time work is perceived to be cost-saving and
O'Reilly (1992) suggests that in periods of recession it is easier foremployers
to dispense with the services of non-permanent staff. Furthermore,
Zeytinoglu et al. (2004) found that employees in cashier, store clerk, or
bakery jobs are often scheduled to work in shorter shifts so that the
employer may eliminate the costs associated with giving the legally required
lunch and (or) rest breaks. Such part-time workers are likely to be women
(Crompton 2002; Atkinson and Hall 2009). Brockbank and Airey (1994)
point out that part-time employment for married women provides retail
employers with a readily available pool of labour, while Ngo (2002) states
that cost-conscious employers in the service sector increasingly recognise
the benefits of using female part-timers. Consequently, the use of part-
time and casual labour may be viewed negatively by employees. Those
opposed to part-time work argue that part-time staff are employed because
they are less costly, can be offered reduced benefits, and are treated less
favourably (Browell and Ivers 1998). Although part-time employment is
concentrated in (objectively) poor jobs, the opportunity to work part-time
is interpreted positively by female part-timers, because it can be seen as
a beneficial way for women with domestic responsibilities to be engaged
in paid work and to maintain their work skills (Warren, 2004). Therefore, a
trade-off exists in that what is gained by employees by way of flexibility
may be lost in the terms and conditions of employment (Negrey 1990;
Ferber, Farrell, and Allen 1991; Brockbank and Airey 1994). The literature
reviewed forms the basis for the second research question concerning
gender-based employment status differences:

Research question 2: Do males and females working in retail subsectors have
different patterns of part-time and full-time employment?

Within the retail industry, skilled positions have been found to be more
likely to be occupied by full-timers, while less-skilled positions are more
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likely to be occupied by part-timers. Men are more likely to be in full-time
retail employment (Sparks 1992; Anker 1997; McGauran 2000; Sirianni
and Negrey 2000). Piniand McDonald (2008) postulate that full-time work
may be considered a symbolic expression of masculinity, and other research
reveals that societal gender expectations exist concerning employment
(Beck 2000; Sheridan 2004; Smithson and Stokoe 2005). Women are usually
overrepresented in clerical, sales, and service work, while men predominate
in production and managerial occupations (Charles 1992). Tomlinson (2007)
suggests that part-time work is highly gendered and often of low-status,
which has serious consequences for women’s economic independence,
financial security, and quality of working life. Ngo (1997) suggests that
prestigious jobs are considered to be male-typed. Neoclassical human
capital theories illustrate how women are less qualified than men for certain
occupations owingto differences in their education and years of experience
(Anker 1997).These findings are longitudinally similar to research conducted
overtwo decades ago when Bielby and Baron (1986) found that women are
most likely to be excluded from jobs that are specialised, involve variable
tasks,and require spatial skills and eye and hand or eye and foot coordination.

Tilly (2008) points out that in retail stores, the more-skilled and responsible
tasks tend to be covered by full-timers, while low-skill tasks are handled by
part-timers Tilly gives the example that most supermarkets use only full-
time workers in skilled meat-cutting jobs and part-time workers for relatively
unskilled roles, such as cashiers and baggers. Departments such as checkout
and administration tend to be dominated by women in part-time positions
(Lynch 2002). Campbell and Chalmers (2008) point out that the proportion
of part-time workers varies somewhat according to the particular branch of
retailing; for example, motor-vehicle retailing relies less on part-time workers
than food retailing does. In particular, food retailers are known to employ
part-time staff due to the flexibility required to meet unpredictable peaks and
troughs indemand (Browell and Ivers 1998). Shackleton (1998) suggests that
the food-retailing industry is manipulating labour into part-time work. The
literature reviewed forms the basis for the final research question concerning
employment-structure differences between retail sectors:

Research question 3: Do different retail subsectors have different patterns
of part-time and full-time employment?

3. Data and Methodology

The data used for this study are derived from the 2009 Australia at Work
survey carried out by the Workplace Research Centre at the University
of Sydney. This is a longitudinal survey tracking the experiences of the
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Australian labour force over the period 2006 to 2011. The study is funded by
the Australian Research Council and Unions New South Wales, and is advised
by a board consisting of labour market and industrial relations academics
from around Australia. The survey is compliant to privacy principles under
the Association of Market and Social Research Organisations. The 2009
survey tabulated the findings from 6801 respondents’telephone interviews
of up to 20 minutes. Participation was anonymous and voluntary, and the
incentive for participating was a one in 40 chance of winning an iPod. The
sample is weighted—using population estimates from the ABS Labour
Force Survey—according to age, sex, location, labour force status, and union
membership. The relevant subset of the data used for this study consists of
630 respondents (262 men and 368 women; 258 full-time and 372 part-
time) who were employed across 40 ANZSIC categories within the retail
industry. Only data from selected questions in the survey are relevant for
use in this study; they include gender, industry classification (within retail),
and employment status. Chi square (X?) testing was employed to determine
the statistical significance between variables within the tables used in the
analysis. This tests the association between two categorical samples for
the likelihood that the distribution is due to chance. Statistical significance
at the conventionally accepted p<0.05 (5 per cent) level was attained in all
three tables analysed, which confirms that these results are acceptable as
statistically conclusive findings and are unlikely to have occurred by chance.
A limitation of the data is that the number of respondents within some
categories is inevitably small due to the highly specificdivision of the sectors.

4. Results

The data show that the majority (58.4 per cent) of Australian retail workers
are women. Men occupy 58.9 per cent of full-time retail positions, with the
vast majority of these male full-timers (84.0 per cent) being in permanent
positions. Women occupy 70.4 per cent of part-time positions, with the
majority of these female part-timers (67.9 per cent) being in casual positions
(Tables 1 and 2).

Some retail sectors were found to be gender-specific. The most male-dominated
sector is Computer, Electric, and Electronic goods, with 81.0 per cent of the
sector occupied by male employees, followed by Motor Vehicles and Parts
at 80.4 per cent, Garden Supplies at 80.0 per cent and Hardware at 63.0 per
cent (Table 1). Female employees dominated the retail sector of Clothing with
91.7 per cent, followed by Pharmaceutical, Cosmetics, and Toiletries at 85.2
per cent, Newspaper and Books at 81.3 per cent, Department stores at 70.3



Chang and Travaglione 323

per cent, Takeaway food at 66.7 per cent, Supermarkets at 64.8 per cent, and
Cafes and Restaurants at 63.8 per cent (Table 2). In the Accommaodation sector,
employee gender was found to be more evenly balanced (46.2 per cent men
and 53.8 per cent women), with the majority of male employees (58.3 per
cent) occupying full-time positions and the majority of female employees
(67.9 per cent) occupying part-time positions.

Only 40.9 per cent of retail employees were in full-time positions, with 59.1
per cent in part-time positions, thus revealing the dominance of part-time
positions in retail employment (Table 3). Within full-time positions in retail,
the vast majority (89.1 per cent) are permanent full-time, as opposed to
casual full-time. As for part-time positions in retail, the majority (71.8 per
cent) are casual part-time, as opposed to permanent part-time. Regarding
the size of retail sectors according to the number of employees, the Grocery
and Supermarkets sector was found to be the largest employer, accounting
for 19.8 per cent of all retail employees sampled (Table 3). This is followed
by the Cafes and Restaurants sector (9.2 per cent), Accommodation (8.3 per
cent), Takeaway food (7.1 per cent), and Department stores (5.9 per cent).

Different sectors within the retail industry were found to have different
employment structures. The sector hiring the highest percentage of full-time
employees is Motor Vehicles and Parts at 79.6 per cent, followed by Furniture
Retailing at 77.8 per cent, Hardware and Building Supplies at 77.8 per cent,
and Computer, Electric, and Electronic Goods at 64.7 per cent (Table 3). The
sector hiring the highest percentage of part-time employees is Newspaper
and Book Retailing at 93.8 per cent, followed by Pubs, Taverns, and Bars at
76.5 per cent, Department Stores at 75.7 per cent, Takeaway Food at 75.6
per cent, Sport and Camping at 73.3 per cent, Cafes and Restaurants at 72.4
per cent, and Supermarket and Grocery Stores at 61.6 per cent (Table 3).

5. Findings and Discussion

These results reveal gender and employment-structure patterns in retail
from analysing employment status and gender variables between various
categories within the retail industry. Based on Chi square (X?) testing,
statistical significance at the p<0.05 (5 per cent) level was attained in all
three tables analysed, which rejects the null hypothesis that there is no
difference between different retail subsectors and employment patterns.
The findings are now discussed according to the three research questions
investigated in this article.
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Do Different Retail Subsectors Have Different Patterns of Male and Female
Employment?

Some retail sectors were found to be gender-specific. Categories that require
a higher degree of technical knowledge such as Computer, Electric, and
Electronic goods and categories that involve a greater degree of physical
work such as Motor Vehicles and Parts, Garden Supplies, and Hardware were
found to be largely staffed by men, which corresponds with the findings
of Broadbridge (1997), Sparks (1991), Korczynski (2002), and Foster (2004).
Female employees were found to dominate sectors where customers are
more likely to be female, such as Clothing, and Cosmetics and toiletries,
consistent with research by Fischer, Gainer and Bristor (1997) and Pettinger
(2005). Female employees also dominated the sectors of Takeaway Food,
Supermarkets, and Cafes and Restaurants, which tend to be less skilled,
checkout related, and part-time posts, consistent with findings from
Broadbridge (1997), McGauran (2000), Lynch (2002), Korczynski (2002),
and Pilcher (2007). Price (2009) found that the changes in the labour process
brought about by technological change have narrowed the skill requirement
of most of its employees. This suggests that the narrow division of labour
limits employee skills in specific retail sectors, such as the aforementioned
sectors, which can explain the dominance of women in those sectors.

Men were found to dominate sectors that require more technical skills, such
as those acquired by substantial training, while women dominate sectors
that require so-called ‘soft’skills such as those requiring a higher emotional
quotient (EQ) in directly interacting with customers. Such soft skills are
generally categorised as ‘less skilled’ in the relevant literature, as they do
not convey the status and prestige often associated with professional and
technical skills. This therefore suggests that men are more likely to occupy
positions of higher status and prestige.

It was interesting to find that in the Accommodation sector where the gender
distribution of employees is quite evenly balanced, the majority of male
employees are full-timers, while the majority of female employees are part-
timers.This suggests that even within the same retail sector, men dominate
the full-time positions, which are more likely to be more important or of
higher status, such as managerial positions, while women may dominate
part-time positions, which are more likely to be of lower skill and status,
such as room attendants. This implies that occupational segregation can
exist even within data already disaggregated, such as industry subsectors.
The finding that men predominate in full-time and higher-skilled positions,
despite the overall predominance of women in retail employment, highlights
the view of full-time work as a symbolic expression of masculinity (Pini
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and McDonald 2008) and the expectation that men are more likely to be
accepted in skilled or prestigious positions (Bielby and Baron 1986; Charles
1992; Anker 1997; Ngo 1997; Tomlinson 2007).

Do Males and Females Working in Retail Subsectors Have Different Patterns
of Part-time and Full-time Employment?

Retail employment was found to be dominated by part-time positions, with
the majority of these part-time positions being casual. Women made up
the majority of retail employment. Men were found to dominate full-time
positions, with the vast majority in permanent full-time positions; women
dominate part-time positions, with the majority in casual part-time positions.
The finding that women make up the majority of retail employment is
consistent with prior research conducted outside Australia (Sparks 1992;
Brockbank and Airey 1994; Cranford, Vosko, and Zukewich 2003; Office
for National Statistics 2006; Pilcher 2007). This is explained by research
that links women to service roles (Sirianni and Negrey 2000; Lynch 2002;
Kerfoot and Korczynski 2005; Pettinger 2005; Kmec 2008) and research
that reports the predominance of part-timers in retail (Sparks 1992; Anker
1997; McGauran 2000; Sirianni and Negrey 2000; Sheridan 2004; White
2007). The dominance of women in part-time positions implies that they
are likely to have domestic roles such as childcare and are hence more likely
to seek flexible work, similar to findings from previous research (Brockbank
and Airey 1994; Simpson, Dawkins, and Madden 1997; Bu and McKeen
2001; Warren 2004; McDonald, Bradley, and Brown 2008). The finding
that men dominate full-time positions corresponds with some previous
research (Sparks 1992; Anker 1997; McGauran 2000; Sirianni and Negrey
2000).This is again explained by Piniand McDonald (2008) who report that
full-time work can be considered a symbolic expression of masculinity, and
that societal gender expectations exist in employment, such as the male
breadwinner role (Beck 2000; Sheridan 2004; Smithson and Stokoe 2005).

Do Different Retail Subsectors Have Different Patterns of Part-time and Full-
time Employment?

Different sectors within the retail industry were found to have different
employment structures. Sectors that hired more full-time employees included
Motor Vehicles and Parts, Furniture, Hardware and Building Supplies, and
Computer, Electric, and Electronic Goods. Sectors that hired more part-
time employees included Newspaper and Book Retailing, Pubs, Taverns,
and Bars, Department Stores, Takeaway Food, Sport and Camping, and
Cafes and Restaurants. The findings show that retail sectors that are more
likely to require specialised knowledge tend to hire full-time employees.
This corresponds with the findings of Campbell and Chalmers (2008), who
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reported that particular branches of the retail industry, such as motor-vehicle
retailing, rely less on part-time workers than food retailing, which was found
to hire more part-time employees. The results also correspond with Browell
and Ivers (1998) and Shackleton (1998) who report that food retailers are
more likely to employ part-time staff for the advantage of flexibility. It is
interesting to note that the category of Sport and Camping, which can be
considered as specialised, employs more part-time staff. This does not align
with the construct that specialised retail sectors hire more full-time staff,
but it can be explained by the likelihood that these are younger employees
who work part-time due to study commitments—such younger individuals
can be expected to be more involved in sport and camping activities. This
finding raises the potential for further research regarding the age of retail
employees, given its paucity compared to the amount of research on gender.

The finding that knowledge-based retail sectors (for example, Motor Vehicles,
Furniture, and Hardware) hire more full-time employees can imply a scarcity
of skilled retail staff, compared to part-time and relatively unskilled retail
workers who are more readily available. It can thus be said that from an
employer’s perspective, a trade-off exists between the availability of skilled
labour to deal with fluctuating demand and employment cost efficiency.
Similarities were observed between the sectors that hire more full-time
employees and the sectors that are male-dominated, and between the
sectors that hire more part-time employees and the sectors that are female-
dominated. This syllogistically reiterates earlier findings, which shows that
part-time work is more likely to be female-dominated and that full-time work,
which is more knowledge-dependent, is more likely to be male-dominated.

6. Conclusion

This paper sought to investigate gender and employment-structure patterns
in retail by analysing employment status and gender differences between
various categories within the Australian retail industry. The findings largely
correspond to previous studies carried out outside Australia. These include
findings that retail employment roles among women tend to be relatively
less-skilled and part-time, while men tend to be in more physical, skilled,
prestigious, and full-time positions. Therefore, these findings serve to
corroborate previous findings, given the paucity of research within these
parameters in the Australian context. Notwithstanding the similarities
between these findings and previous studies, the comparison of gender-based
employment differences between retail sectors has revealing implications.
The finding that men predominate in full-time and higher-skilled positions,
despite the overall predominance of women in retail employment, suggests
that societal gender expectations such as the full-time breadwinner role
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as a symbolic expression of masculinity exists in the perceived egalitarian
society of Australia. The finding that women dominate part-time work, and
the sectors which tend to be less technically skilled, implies that their jobs
are more likely to be replaced by the outcomes of technological advances
in retail such as automated self-service checkouts.

From the employees’ perspective, the finding that women predominate in
part-time and lower-skilled positions may suggest that women choose less
work involvement because of a trade-off between working and their domestic
and child-caring responsibilities. This is a likely consequence of the lack of
work and family reconciliation in Australian industrial agreements (Burgess,
Henderson, and Strachan, 2007), which offer poor financial incentives for
workers to move back into full-time work (OECD 2009). This is likely to
change with recent policy updates, such as that of the National Employment
Standards that enabled flexible working arrangements and leave for parents
and carers from 1 January 2010 (National Employment Standards 2010) and
the Australian Government’s Paid Parental Leave scheme from 1 January
2011, which provides working parents with 18 weeks of parental leave pay
at the minimum wage (Paid Parental Leave Scheme 2011).

Fromthe employers’perspective, these findings reveal that gender stereotypes
may exist in Australian retail employment, which might be influenced by
discrimination against women as being less competent at skilled jobs and in
full-time positions. Given this ambiguity, further research is recommended to
reveal whether female employees are constrained into part-time and lower-
skilled work due to employer discrimination or lifestyle choice. Such research
should be qualitative in nature to reveal women’s insights on the work—life
balance and its influence on employment choices. Another recommendation
forfurther research is prompted by the substantial variations found between
the different retail subsectors in this study. This serves to justify the value
of further disaggregation in industry analysis by way of conducting intra-
industry analyses in other industry sectors.

References

ABS (Australian Bureau of Statistics) (2011a), Australian Labour Force Survey
September, available online http://www.abs.gov.au/ausstats/abs@.nsf/
mf/6202.0

ABS (Australian Bureau of Statistics) (2011b), Australian Labour Market Statistics
October, available online http://www.abs.gov.au/ausstats/abs@.nsf/mf/6202.0

Anker, R. (1997), ‘Theories of Occupational Segregation by Sex: An Overview’,
International Labour Review, vol. 136, pp. 315-339.



328 ABL Vol 38 No 4 2012

Atkinson, C. and Hall, L. (2009), ‘The Role of Gender in Varying Forms of Flexible
Working’, Gender, Work and Organization, vol. 16, pp. 650-666.

Barwell, T.and Packard, S.(2011), ‘E-tail dawn is sunset for the strip’, Syney Morning
Herald, August 4, available online http://www.smh.com.au/business/etail-
dawn-is-sunset-for-the-strip-20110803-1ibg7.html

Beck, U. (2000), The Brave New World of Work, Polity Press, Cambridge.

Bielby, W. and Baron, J. (1986), ‘Men and Women at Work: Sex Segregation and
Statistical Discrimination’, The American Journal of Sociology, vol. 91, pp. 759-799.

Broadbridge, A.(1997), ‘Why Earnings Differentials are Different for Men and Women
in Retailing’, The Service Industries Journal, vol. 17, pp. 221-236.

Broadbridge, A, Maxwell, A. and Ogden, S. (2007), ‘Experiences, Perceptions and
Expectations of Retail Employment for Generation Y, Career Development
International, vol. 12, pp. 523-544.

Brockbank, A. and Airey, Y. (1994), ‘Women Managers in the Retail Industry’,
International Journal of Retail and Distribution Management,vol. 22, pp. 3-12.

Browell, S. and Ivers, R. (1998), ‘Part-time Employees in Food Retailing’, Managing
Service Quality, vol. 8, pp. 281-293.

Bu, N. and McKeen, C. (2001), ‘Work Goals among Male and Female Business
Students in Canada and China: The Effects of Culture and Gender’, The
International Journal of Human Resource Management, vol. 12, pp. 166-183.

Burgess, J, Henderson, L.and Strachan, G. (2007), ‘Work and Family Balance through
Equal Employment Opportunity Programmes and Agreement Making in
Australia’, Employee Relations, vol. 29, pp. 415-430.

Campbell, . and Chalmers, J. (2008), Job Quality and Part-time Work in the Retail
Industry: An Australian Case Study’, The International Journal of Human Resource
Management, vol. 19, pp. 487-500.

Cejka, M.and Eagly, A. (1999), ‘Gender-stereotypic Images of Occupations Correspond
tothe Sex Segregation of Employment’, Personality Social Psychological Bulletin,
vol. 25, pp. 413-423.

Charles, M. (1992), ‘Cross-national Variation in Occupational Sex’, American
Sociological Review, vol. 57, pp. 483-502.

Connell, J., Burgess, J. and Hannif, Z. (2008), Job Quality: What Does it Mean, What
Does it Matter? Comparisons between Australia and the UAE’, International
Journal of Employment Studies, vol. 16, pp. 59-78.

i

Corderoy, A. (2011) Job Preservation a Concern for Nation of “Insecure’
Workers’, Sydney Morning Herald, September 28, available online
http://www.smh.com.au/national/job-preservation-a-concern-for-nation-of-
insecure-workers-20110927-1kvgl.html



Chang and Travaglione 329

Cranford, C, Viosko, L. and Zukevich, N. (2003), ‘The Gender of Precarious Employment
in Canada’, Relations Industrielles/Industrial Relations, vol. 58, pp. 454-482.

Crompton, R.(2002), ‘Employment, Flexible Working and the Family’, British Journal
of Sociology, vol. 53, pp. 537-558.

Deloitte Access Economics, (2011), ‘Retail to go from “bad to worse”, says forecaster’,
Sydney Morning Herald, September 13, available online http://www.smh.
com.au/business/retail-to-go-from-bad-to-worse-says-forecaster-20110913-
1kéoq.html

Fagan, C. (2001), ‘Time, Money and the Gender Order: Work Orientations and
Working-time Preferences in Britain’, Gender, Work and Organization, vol. 8,
pp. 239-266.

Ferber, M., O’Farrell, B.and Allen, L. (1991), Work and Family: Policies for a Changing
Work Force, National Academy Press, Washington DC.

Fischer, E., Gainer, B. and Bristor, J. (1997), ‘The Sex of the Service Provider: Does it
Influence Perceptions of Service Quality?, Journal of Retailing, vol. 73, pp. 361-382.

Foster, C. (2004), ‘Gendered Retailing: A Study of Customer Perceptions of Front-
line Staff in the DIY Sector’, International Journal of Retail and Distribution
Management, vol. 32, pp. 442-447.

Gabriel, P.E. and Schmitz, S. (2007), ‘Gender Differences Among Workers: Gender
Differences in Occupational Distributions among Workers’, Monthly Labour
Review, vol. 19, pp.19-24.

Harris, L., Foster, C. and Whysall, P. (2007), ‘Maximising Women’s Potential in the
UK’s Retail Sector’, Employee Relations, vol. 29, pp. 492-505.

Hinton, L, Moruz, J. and Mumford, C. (1999), ‘A Union Perspective on Emerging
Trends in the Workplace’, in I. U. Zeytinoglu (ed.) Changing Work Relationships
in Industrialized Economies, John Benjamins, Amsterdam, pp. 171-182.

Hochschild, A. (1983), The Managed Heart: Commercialisation of Human Feeling,
University of California Press, London.

Kerfoot, D. and Knights, D. (1994), ‘The Gendered Terrains of Paternalism’, in S.
Wright, (ed.), Anthropology of Organizations, Routledge, London, pp. 122-137.

Kerfoot, D. and Korczynski, M. (2005), ‘Gender and Service: New Directions for the
Study of “Front-Line” Service Work’, Gender, Work and Organization, vol. 12,
pp.397-399.

Kmec, J. (2008), ‘The Process of Sex Segregation in a Gender-typed Field: The Cases
of Males Nurses’, Sociological Perspectives, vol. 51, pp. 259-279.

Korczynski, M. (2002), Human Resource Management in Service Work, Palgrave,
Basingstoke.



330 ABL Vol 38 No 4 2012

Lynch, S. (2002), ‘Gender Segregation in the Retail Industry’, DTl Gender Research
Forum, DTI Conference Centre, November 8.

Martin, P.and Lynch, J. (2011), ‘Worst Retail Results for 50 Years’, Sydney Morning
Herald, August 4, available online http://www.smh.com.au/business/worst-
retail-results-for-50-years-20110803-libvc.html

McDonald, P, Bradley, L. and Brown, K. (2008), ‘Visibility in the Workplace: Still an
Essential Ingredient for Career Success?’, The International Journal of Human
Resource Management, vol. 19, pp. 2198-2295.

McGauran, A. M. (2000), ‘Vive La Différence: The Gendering of Occupational
Structures in a Case Study of Irish and French Retailing’, Women’s Studies
International Forum, vol. 23, pp. 613-627.

National Employment Standards (2010), Fair Work Ombudsman, Australian
Government, available online: http://www.fairwork.gov.au/employment/
national-employment-standards/pages/default.aspx

Negrey, C.(1990), ‘Contingent Work and the Rhetoric of Autonomy’, Humanity and
Society, vol. 14, pp. 16-33.

Ngo, H.(1997), ‘Women and Employment in Asian Newly-industrialized Countries’,
International Journal of Employment Studies, vol. 5, pp. 67-93.

Ngo, H. (2000), ‘Trends in Occupational Sex Segregation in Hong Kong, International
Journal of Human Resource Management, vol. 11, pp. 251-263.

Ngo, H.(2002), ‘Part-time Employment in Hong Kong: A Gendered Phenomenon?,
The International Journal of Human Resource Management, vol. 13, pp. 361-377.

O'Reilly, J. (1992), ‘Banking on Flexibility: A Comparison of the Use of Flexible
Employment Strategies in the Retail Banking Sector in Britain and France’,
The International Journal of Human Resource Management, vol. 3, pp. 35-60.

OECD (Organization for Economic Cooperation and Development) (2009), OECD
Employment Outlook 2009, OECD, Paris.

Office for National Statistics (2006), Labour Market Trends, vol. 114, pp. 241-288.

Paid Parental Leave Scheme (2011), Australian Government, available online: http://
www.fahcsia.gov.au/sa/families/progserv/paid_parental/Pages/default.aspx

Pettinger, L. (2005), ‘Gendered Work Meets Gendered Goods: Selling and Service in
Clothing Retail’, Gender, Work and Organization, vol. 12, pp. 460-478.

Pilcher, K. (2007),’A Gendered “Managed Heart”?, An Exploration of the Gendering
of Emotional Labour, Aesthetic Labour, and Body Work in Service Sector
Employment’, Reinvention: a Journal of Undergraduate Research,vol. 1, pp. 1-13.

Pini, B. and McDonald, P. (2008), ‘Men, Masculinities and Flexible Work in Local
Government’, Gender in Management: An International Journal, vol. 23, pp.
598-612.



Chang and Travaglione 331

Pocock, B, Skinner, N.and Pisaniello, S. (2010), How Much Should We Work? Working
Hours, Holidays and Working Life: The Participation Challenge. The Australian
Work and Life Index 2010, Centre for Work + Life, Adelaide.

Preston, A.and Jefferson, T.(2007), ‘Trends in Australia’s Gender-wage Ratio, Labour
and Industry, vol. 18, pp. 70-84.

Price, R. (2009), ‘Down the Aisle: The Effects of Technological Change on Retail
Workers’ Skills’, 27th International Labour Process Conference, Edinburgh, pp.
1-17.

Ridgeway, C. and Correll, S. (2004), ‘Unpacking the Gender System: A Theoretical
Perspective on Gender Beliefs and Social Relations’, Gender and Society, vol.
18, pp. 510-531.

Schmidt, R. A.and Parker, C. (2003), ‘Diversity in Independent Retailing: Barriers and
Benefits—Impacts of Gender’, International Journal of Retail and Distribution
Management, vol. 31, pp. 428-439.

Shackleton, R. (1998), ‘Part-time Working in the ‘Super-service’ Era: Labour Force
Restructuring in the UK Food Retailing Industry during the Late 1980s and
Early 1990s’, Journal of Retailing and Consumer Services, vol. 5, pp. 223-234.

Sheridan, A.(2004), ‘Chronic Presenteeism: The Multiple Dimensions to Men's Absence
from Part-time Work, Gender, Work and Organization, vol. 11, pp. 207-225.

Simpson, M., Dawkins, P.and Madden, G. (1997), ‘Casual Employment in Australia:
Incidence and Determinants’, Australian Economic Papers, vol. 36, pp.194-205.

Sirianni, C. and Negrey, C. (2000), ‘Working Time as Gendered Time’, Feminist
Economics, vol. 6, pp. 59-76.

Smithson, J. and Stokoe, E. (2005), ‘Discourses of Work—Life Balance: Negotiating
“Gender blind” Terms in Organizations’, Gender, Work and Organization, vol.
12, pp. 147-168.

Sparks, L. (1991), ‘Employment in DIY Superstores’, The Service Industries Journal,
vol. 11, pp. 304-323.

Sparks, L. (1992), ‘Restructuring Retail Employment’, International Journal of Retail
and Distribution Management, vol. 20, pp. 12-20.

Taylor, S.and Tyler, M. (2000), ‘Emotional Labour and Sexual Difference in the Airline
Industry’, Work, Employment and Society, vol. 14, pp. 77-95.

Tikka, J. (1999), ‘Women and Jobs’, Monthly Labour Review, vol. 12, p. 38.

Tilly, C. (2008), ‘Dualism in Part-time Employment’, Industrial Relations: A Journal
of Economy and Society, vol. 31, pp. 330-337.



332 ABL Vol 38 No 4 2012

Tomlinson, J. (2007), ‘Employment Regulation, Welfare and Gender Regimes:
A Comparative Analysis of Women’s Working-time Patterns and Work-life
Balance in the UK and the US’, The International Journal of Human Resource
Management, vol. 18, pp. 401-415.

Warren, T.(2004), ‘Working Part-time: Achieving a Successful “Work-life” Balance?’,
The British Journal of Sociology, vol. 55, pp. 99-122.

WES Compendium (Workplace and Employee Survey Compendium) (2001), Statistics
Canada, cat. 71-585-XI.

White, G. (2007), ‘Family-friendly Employment Policies and Practices: An East-West
Perspective on Work Life Balance’, 14th International Employment Relations
Association Conference, 19-23 June 2006, Hong Kong Baptist University, Hong
Kong.

Whittard, J. and Burgess J. (2007), ‘Working-time Flexibility and Full-time Work
in a Retail Banking Organisation’, Labour and Industry, vol. 17, pp. 119-141.

Zeytinoglu, I, Lillevik, W, Seaton, B.and Moruz, J. (2004), ‘Part-time and Casual Work
in Retail Trade: Stress and Other Factors Affecting the Workplace’, Industrial
Relations, vol. 59, pp. 516-544.

Zeytinoglu, I, and Cooke, B. (2008), ‘Non-standard Employment and Promotions:
AWithin Genders Analysis’, Journal of Industrial Relations, vol. 50, pp. 319-337.



333

0'00T 0'00T 0 o 0 %
3uijie3ay Ai3inod pue ysi4 ey ysaid

€ € 0 0 0 unoH

000t L'LYy €¢C S0¢ S'6ec %
$2103S A192010) pue 1yiewladns

147 T¢ T 6 €T uno)

000t (0) €ee 0) L99 %
[N

€ 0 T 0 C uno)

000T 000T 0) 0) 0 %
2lA|

€ € 0 0 0 unoH

0'00T 978 0) 0) 'St %
syied 92IYaA Jojowy

€T TT 0 0 [4 Junod

0'00T 0'00T 0) 0) 0) %
3PIYA-I010W\ J3Y30 pue J3jiel)

14 14 0 0 0 uno)

000t 000T 0) 0) 0) %
32£) Jojowy

€ € 0 0 0 uno)

0'00T 0'00T 0) o o %
e

4 45 0 0 0  unod

jejol 14 14 1d 1d
wad |ensed wiad |ensed

USW 10036 [1e3Y
K10891e) snyeys Juawkojdwy

Chang and Travaglione

snje)s Juawojdw3 pue 103035 |13y Aq payisse|) syuapuodsay ajew :T 3|gelL



ABL Vol 38 No 4 2012

334

000T

000T

0°00T

LT

000T

000T

000T

000T

0°00T

000T

0°00T

e

0sL

S9L

€T

00S

008

VAYA

008

000t

V1L

0°00T

Q
LN
N o @

O © 0o QL o Qo Qo QLo @ o @ duind

TTT

O © o QL o QLo QLo QLo Qo dn o dH

L99

8TT

00s

00¢

98¢

00¢

%
Unod
%
unod
%
unod
%
UNnod
%
unod
%
unod
%
Unod
o
Unod
%
Unod
%
unod

juawdinb3 Suidwe) pue pods
sa1|ddns uapien

sallddns Suipjing pue aiemplieH
SPOON) J1U0J3I3|3 pue |ed1II3]F JIBYI0
|esayduiad J93ndwo) pue saandwo)

uelddy sen
pue 21U0J123|7 |BD11I39)3

21n}uin4

poo4 pasi|einads a0

lonbi

3|ge128aA pue HnJ4



335

Chang and Travaglione

14 € 0 0 T
000T £99 0) (0} €Ee
€ [4 0 0 T
0'00T 0'0s 0) 0'sc 0'sc
14 c 0 T T
0'00T acls 0) T6 Svs
T 1% 0 T 9
000T 0) 00g 0) 009
[4 0 T 0 T
000T €'Ee 0) (0} £99
€ T 0 0 [4
0'00T 0 0) o 0'00T
T 0 0 0 T
0'00T 000t 0) 0) 0)
T T 0 0 0
|ejoL 14 14 1d 1d
wiad |ense) wiad |ense)

K10831e) snyeys juawikojdw3

uno)
%
uno)
%
uno)
%
uno)
%
unod
%
uno)
%
uno)
%
uno)

23U paseq-2103S JaY30

spoon Aiauoijeis

spoon) A133]10] pue d132WSo)) [ed1INdewWIeyd

531015 JUswedaQg

3uiyiop

yoog pue JadedsmaN

awen pue Aol

eIP3IN JUSLIUIELISIUT

U :103936 |1e19Yy



ABL Vol 38 No 4 2012

336

19A3] 50°0>d 3y3 3e duedyiudis jedi3siiess Suiredipul (100°0>d) LG°'6ET 4O anjea e padnpoid 3|qe} SIY} Uo In0 patiied 3533 atenbs 1yd

0°00T
¢9¢
000t
L
000T
IT
000T
L
000T
ST
000t
T¢
0°00T
144
000t
4
000t

8'€S
114"
6y
€
T6
T
98¢

L9¢

06T

€89

1

00s

0'sL

(47

o @ o <@

06T

© o @ o Qe «

08
T¢
o

L9¢C

8v

€8

© o ©

ove
68
6'CY
€
LeL
8
VAYA
S
L9y
L
JWAS
T
E'ee
8
00S
I
0s¢

%
juno)H
%
1uno)
%
uno)
%
uno)
%
uno)
%
uno)
%
uno)
%
uno)
%

|elol

(AyjendsoH) sqniD

sieg pue sulane| sqnd
S92IAJIS Sul1e)
SDINIIS poo- Aemeay el
SjueINe}ISIY pue sajed
uoIEPOWILLIOIIY

9101S-UON



337

000T L9T 0 0 €€ %
poo4 pasi|eads B0

9 T 0 0 S juno)

0°00T €'ee 0} L99 0} %
lonbrj

€ T 0 4 0 uno)

0°00T 0} 0} 000T o %
3uijie1ay 9|qe3adan pue Jini4

T 0 0 T 0 uno)

000T L9T L9T 0 L99 %
Kijnod pue ysi4 1eayy ysaid

9 T T 0 14 juno)

0°00T 60¢€ T 8's¢€ Tce %
$3101S AI3d01n) pue 1y ewsadns

T8 S¢ T 6¢ 9¢ juno)

0°00T 0} 0 00s 00s %
[°n4

c 0 0 T T uno)

0°00T €'ee 0} L99 0 %
S}ed SDIYaA Jojon

€ T 0 4 0 uno)

0°00T €€ 0} 0 L9T %
Je)

9 S 0 0 T unoH

jejol 14 14 1d 1d
wiidd |ensed wLdd |ense)

USWIOAN :103036 |13y
K10891e) snyeys Juawkojdwy

Chang and Travaglione

snje)s JuawAojdw3 pue 103235 |1e13Y Aq payisse|) syuapuodsay ajewa 1z d|qel



ABL Vol 38 No 4 2012

338

000T

000T

000T

000T

000T

oT

000T

0°00T

000T

000T

0°00T

m
m
m o @ o <@

o @ «~

009

g'ee

0SL

o @ o Q@ o @ o <

Q
o
—

o Q o Q@ o QL o @ o < dH

00s

L9T

(0X0]3

000t

QS o © «

™M
m
— m o

0S¢

000T

00s

00s

000t

o Q@ o Q@ o @ d+

000t

g'ee

%
1UN0)H
%
[0[alop)
%
Unod
%
Unod
%
UNo)H
%
[0[alop)
%
unod
%
UNo)H
x
UNo)H
%
2 [0[alep)

awen pue Ao

eIP3N JUSWUIeIU]

juawdinb3 Suidwe) pue pods

sa1|ddns uapien

sallddns Suipjing pue aiemplieH

SPOON J1U0JId9|g puk |edl1d9|q 19yl

[esayduad Joandwo) pue ssyndwo)

duel|ddy sen pue 51U04323|7 |BIL|T

2/eM3SNOH

aJnuIng



339

Chang and Travaglione

000t g'ee 0 E'Ee E'ee
€ T 0 T T
0001 T6¢e 1074 4% T9¢
€c 6 T L 9
000T 61 0 80¢€ 00s
9¢ S 0 8 €T
000t 0 0 0 0°00T
€ 0 0 0 €
000T 0 0 £99 E'Ee
€ 0 0 [4 T
000t 0 0 €'ee £99
€ 0 0 T [4
000T 81 0 9€l 2’89
(44 14 0 € ST
000t 0 0 Tec 69L
€T 0 0 € 0T
jejor 14 IE| 1d 1d
wliad |ense) wliad |ense)

K10891e) snjeys Juswkojdwiy

%
uno)
%
uno)
%
uno)
%
uno)
%
uno)
%
1uno)
%
uno)
%
uno)

spoon Alauoiels

Spoon
A133]10] pue 2133WISO)) |ed1INAdeWIeyd

$210)S Juawpedsq

\A‘_Ommmuud\ |euosiad 19YlO

KI3[jam3r pue yd3ep

12aM]004

3uiyio

yoog pue JjadedsmaN

USWIONN :101736 |11y



ABL Vol 38 No 4 2012

340

0°00T
89¢
000t

000t

000T

000T
013
000T
LE
000T
8¢
000T

000t

000t

1T
000t

(474

68

TiT

gee

gee

eel

9T

6'LT

o Q@ o @ in

€LC

omn

97
LT
TTT

€'ee

00T

'S

eVl

—
o @ 4o o @ o <«

8¢c
V8
TTT

o Q@ o @ H

L9T

%18

6.1

—
O @ 4 oo @ o Q@ n

7’81
8LT
£99

£99

€'ee

009

8T

€0L

9¢

00s

71

000T

000T

SYS

000T

%
juno)
%
uno)
%
1uno)
%
uno)
%
uno)
%
uno)
%
unod
%
uno)
%
uno)
%
uno)
%
uno)

|e3oL

(AyjendsoH) sqniD

sleg pue sulane| sqnd
S3DIAIS Sulale)
S9DINISS poo- Aemeaye|

SjueINe)SIY pue sajed
UOI}ePOWILIOIIY

3ul||es
lo/pue 3uiAng paseg-uoissiwo)) |1e3ay

8ui|ie1ay 21015-UON
23U paseg-a101S J3Y10

1amol4



000T 0SL 0} 0S¢ 0 %

— 3|qe1283 pue 1.4
S % € 0 T 0 juno)
0°00T A4 TTT (0} A4 %
Ki3jnod pue ysi4 1eay ysalq
6 14 T 0 v uno)
000t 89¢ 9T 0€ C¢TE %
52101 AI92040) pue 1y ewsadng
T4 1% 4 8¢ 6€ uno)
000T 0) 00¢ 00¢ 009 % ony
S 0 T T € uno)
000T 000T (0} 0) %0 %
QIAL
€ € 0 0 0 uno)
000T 0sL (0} SCT qCT %
s1ed 32IY3A 1010
91 [4) 0 [4 [4 unod
000t 000t 0) ) 0) %
3DIYaA 1010V JaY10 pue Jajiel]
14 174 0 0 0 uno)
000t 000t 0) 0) 0) %
3]pA) JojoWy
g € € 0 0 0 unoo
Wuo 000t Y6 ) 0) 9'q %
o e
2 8T LT 0 0 T Juno)
= |ejol 14 14 1d 1d
c
5 wJad |ense) wiad |ense) J——
m K10831e) snjeys Juswhojdwy
(@]

snjeis jJuswAojdw3 pue 101235 119y Aq payisse|) syuapuodsay ||V :€ d|qel



ABL Vol 38 No 4 2012

342

000T

LT

000T

000T

0°00T

0°00T

0°00T

0°00T

0°00T

000T
oT

AVA

6T

e'ee

€'€8

S29

O Q o QLo Qo QLo QLo o QLo NN

™M @
m
mor S

© o @ o @ d+

™M
m
— m o

—
—
QS +H H

00¢

VL

g'ee

L9T

SWAS

0°00T

€'ee

TTT

§29

00¢

%
1UNo)
%
UNnod
%
Unod
%
1UNo)
%
Unod
%
UNnod
%
Unod
%
UNo)
%
UNnod

sallddns Suipjing pue aiemplieH

SPOON J1U0J1I3|] pue |ed1II3|F JISYI0

|esayduiad Ja3ndwo) pue saandwo)

duel|ddy sen pue d1u043I3|7 |e2143I3]3

SPoON 3|11X3] JAY1O pue Ja1sayduey

SoleMasnNoH

ainyiuing

poo4 pasijeads Jay10

3uljie1ay Jonbn



343

Chang and Travaglione

000T L0Y L'E 9'6¢ 6'SC
LT T T 8 L
000T eve 0 eve 7'1s
LE 6 0 6 6T
000T 0 0 0 000T
€ 0 0 0 €
000T 0} 0} L99 €'ee
€ 0 0 [4 T
000T 0 0 E'ee £99
€ 0 0 T [4
000T L9T (4% x4 £99
144 1% T € 9T
0°00T €9 0} 88T 0sL
9T T 0 € [
0°00T 0} 0} 0} 000t
[4 0 0 0 [4
000T 00¢ 0} 00v 00v
S T 0 c c
000T L9¢ 0 eel 009
ST 1% 0 [4 6
000T 009 00¢ 0 00¢
S € T 0 T
jejol k| | 1d 1d
wiiad |ense) wiiad |ense)

K10831e) snjeys Juswhojdwiy

%
UN0)H
%
2 10[alop)
%
Unod
%
UNo)H
%
Unod
%
unod
%
2 [0[alep)
%
[0[alep)
%
UN0)H
%
UNo)H
%
unod

Spoon
K133|10] pue J132WISO)) |e2IINADEWIRY

$3103S Juswpedag
K10SS900Y [BUOSIRd JAYIO
KI3[|oMB3r pue yd3ep
1eamjoo4

duiyio

yoog pue JadedsmapN

awen pue Ao

eIP3V\ JUSWUIeSIU]
juawdinb3 Suidwe) pue pods

sa1|ddns uapien

101336 |1e19y



ABL Vol 38 No 4 2012

344

0€9
000T
oT
0°00T
LT
000T
€T
0°00T
Sy
0°00T
85
000T
Zs
0°00T

000T

000T

ST

000T

000T

0€c¢
0°9¢

9L1

80¢

8LT

LT

oT

§9¢
6T

0S¢

oov

8¢
Sl

6'S

7'al

m
o ™~
— m O

0o Qo @ HdUVo Q@ o @ g NV

SOT
€9

6'S

00¢

69

Sel

o @ 4 V0o @ o °@~

L9T

L9T
€99

9'0L
4"
8€S

999
S¢
S99
8¢
e
ac
000T

0'SL

L9y

000T

E'ee

juno)
%
1UNo)
%
1UNo)
%
1UNo)
%
1UNo)
%
1UNo)
%
1UNo)
%

1UNo)

%
1UNo)H
%
1UNo)H
%
1UNoD
%
1UNo)

jejoL

(Aendson) sqnd

sleg pue sulane| sqnd
S92IAJI3S Sula1e)
S3DIAISS poo- Aemeaye|
SjUBINE}SY pUE S34eD)
UOI1ePOWIWIODIY

3ul||ss Jo/pue
3ulAng paseg-uoissiuwo)) |1e1ay

3J01S-UON
23U paseg-2101S J2Y10
19MO|4

spoon Aiauoijeis





