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Employment Marketing

Corporate Social Responsibility ( CSR) now crucial to 
attraction and retention 
A new global study has con�rmed that an employer’s commitment to corporate 
social responsibility is now crucial to attracting and retaining its workforce.
The Towers Perrin ISR Global Workforce Study is one of the largest of its kind, 
covering nearly 95,000 workers throughout the world and more than 1,500 
Australians.
It focused on employee engagement and what drives it, and found that CSR and 
career development were by far the most important attraction, engagement and 
retention factors for today’s workforce.
“The survey showed that employee retention is most strongly in�uenced by the 
behaviour of the organisation and its senior leaders as well as the learning and 
career development opportunities available for employees,’’ said Dr Hamish 
Deery, Managing Principal - Asia Paci�c, Towers Perrin-ISR.
“This includes concern for employees’ well being as well as a concern for the 
environment.”

Australian workers more engaged and satis�ed
The study also showed that Australian workers had higher levels of engagement 
and job satisfaction than those in most other countries, and that Australian 
management was doing a comparatively good job of empowering employees 
and o�ering attractive career development opportunities.
Deery said that overall, 41% of Australian respondents fell into the “healthy 
engagement” category - meaning they experienced high levels of engagement, 
a high degree of well-being, and a strong intention to stay with their current 
employer.

“Unhealthy engagement” rising
While Australian employees ranked about 10% above the global average for 
engagement and wanting to help their company succeed, the study also showed 
a growing trend toward “unhealthy engagement”.
This is characterised by a high level of engagement but with a low sense of well-
being and a strong intention to change jobs.
Deery said these workers were highly motivated, but also frustrated with their 
jobs - often as a result of a management approach which prioritised “high 
engagement at all costs”.
Deery said a rise in “unhealthy engagement” in an organisation would quickly 
lead to high levels of turnover, even for those with highly-motivated sta�.

Organisational Development 

Intake of 457 workers rising 
The number of 457 visa sponsorships granted in 2007/08 was up 27% to 110,570 
- according to DIAC’s latest annual summary of the scheme.
Immigration Minister Chris Evans said the total number of visas for 2007/08 
included 58,050 granted to primary skills workers, and 52,520 visas for  
their dependents.
New South Wales remained the biggest user of the 457 system, with 20,480 
primary visas, while Western Australia tracked the largest rise in visa grants, up 
41% to 11,800.
By far the biggest source of 457 workers was the UK, with 23% of primary visas 
granted to Britons. This was followed by India (14%), the Philippines (9%), and 
South Africa, China and the US (all 6%).
Evans said the 457 program was “proving vital... in delivering skilled labour to 
employers across a wide range of industries”.
He is calling on state and territory governments to increase their sponsorship of 
skilled migrants, to �ll local skill gaps, as state sponsorships made up less than 
10% of total skilled migration, “whereas employer-sponsored migration is closer 
to 20%”.
The Government would consider “providing greater �exibility” for state 
governments using the sponsorship program, to enable them to sponsor more 
skilled workers in areas of high demand. Evans said new legislation would be 
introduced shortly, to increase the Government’s monitoring and enforcement 
powers over 457 visa sponsors.

In The Courts

Dismissal laws a worry for small-medium employers
Many HR professionals believe the Rudd Government’s unfair dismissal laws will 
be “onerous” for small and medium employers, according to a poll by workplace 
law �rm Deacons.
The survey of about 100 HR managers in Melbourne and Sydney, found that  
half of all respondents (including those from large businesses) said that  
small companies should not be subject to the same unfair dismissal laws as 
large companies.

Just 23% of respondents said that the skills shortage would a�ect whether or not 
they sacked an employee, while more than double this number (58%) said the 
dismissal laws would be a factor in the decision.
A number of recent unfair dismissal cases provide a reminder to employers 
about what to do to avoid or minimise unfair dismissal cases:
•  Employers should ensure that any policy is expressed clearly and consistently 

across all policy documents, codes of conduct and contracts of employment
•  Employers who cease providing injured employees with duties to perform and 

who cease paying wages for an inde�nite period of time may be at risk of a 
�nding that the employee has been constructively dismissed

•  Employers should consult with injured employees and their treating 
practitioners about changes to the employee’s medical condition where it is 
suspected that there may have been an improvement in their medical 
condition

•  Conduct which is discovered after dismissal may still be relied upon in 
defending an unfair dismissal application in certain circumstances

•  Evidence of a number of unsuccessful attempts to contact an employee are 
essential when trying to establish that an employee has abandoned his or  
her employment

IR Update

ProductivityCommission recommends 18 weeks 
publicly-funded parental leave
The Productivity Commission has recommended the introduction of 18 weeks 
publicly-funded paid postnatal parental leave to be shared between parents, in 
its draft report on parental leave released recently. 
Leave would be paid at the federal minimum wage of $543.78 and be provided 
to all employees with a “reasonable attachment” to the workforce and extend to 
casuals, contractors and the self-employed. 
Employers would be required to continue to pay super contributions during the 
leave to employees who have worked for them for more than 12 months for an 
average of 10 hours per week or more. 
Employers would also be required to act as “paymasters for the government” 
during the period, according to the Commission. 
The PC estimates that the proposal will cost around $530 million annually in net 
terms. Of this, taxpayers would contribute around $450 million and business 
$75 million (through the super contributions). 
The PC says these cost estimates take account of signi�cant o�sets from 
reduced social welfare payments (including removal of the baby bonus for 
employed parents using the scheme) and the tax revenue from paid leave. It says 
the costs would be much higher without these o�sets. 
The report says the scheme would: 
•  Generate child and maternal health and welfare bene�ts by increasing the time 

parents take away from work. (The Commission estimates that the average 
leave absence will increase by up to nine weeks, which will allow the vast 
majority of children to be exclusively cared for by their parents for at least the 
�rst six months after birth

•  Stimulate lifetime employment rates of women — potentially contributing 
around six months of net additional employment per woman

•  Increase retention rates for business, with reduced costs for training and 
recruitment

•  Promote some important, publicly supported social goals, in particular, the 
normality of combining a caring role for children and working

CareersMultiList bene�ts for large employers
The CareersMultiList  Managed Supplier  model provides proven, tangible 
bene�ts for large employer organisations with diverse work-type and geographic 
recruitment requirements:
•  Centralised access to a huge range of experienced,  industry-specialist 

recruiters
•  Access to a greater volume of quality candidates via our unique MultiListing  

process
•  A single contact point  for job ordering, account management, reporting, 

invoicing & payment
•  Performance management of standardised recruitment processes  and 

service levels 
•  A comprehensive range of Psychometric and HR support services
•  A single, competitive pricing structure  plus signi�cant reduction of 

indirect recruitment costs
Regain control of your recruitment processes,  
costs and results - contact Ardus your CareersMultiList  
franchise partner on 03 9855 1555 or  
02 9362 9222 to discuss your recruitment options.

Find more information on Ardus at: www.ardus.com




