HUMAN RESOURCES OVERVIEW

Harassment And Bullying
You're probably aware of the significant increase in harassment and bullying cases being brought before
the Courts and publicised by the media. The Fair Work Act prohibits bullying, harassment and any type of
discrimination in the workplace. Employers need to implement various strategies to reduce the likelihood
of discrimination, bullying and harassment issues arising in your workplace.
These can include:
•
implement a proactive and diligent approach to management of employment relation issues. Have
you nominated particular persons to whom an employee can go to if they believe that they're being
harassed, bullied or discriminated against?
•
the reality of employment is that there is a higher likelihood of these types of issues arising which
can cause a lot of distress for employers.
Therefore it is necessary that every member of the management team clearly understands the employer's
responsibilities. Have your management team members been adequately trained and educated in the
handling of discrimination, bullying and harassment complaints? Is the management team aware of legal
decisions that have been handed down by the Courts and Fair Work Australia? Have you told your
management team what is expected of them to adequately handle any complaints?

Are You An Employer Of Choice?
To create excellence in business you will need to achieve excellence in Human Resource Management.
You will be an extremely lucky businessperson if you achieve your long-term business goals without
having established a caring but realistic Human Resource Policy for your business.
Small/Medium sized-businesses cannot achieve excellence in business unless they employ top-quality
employees. To attract outstanding staff and to be considered an "Employer Of Choice", you should
consider the following:
•
Why would someone want to work for your organisation?
•
Why be an "Employer Of Choice"?
•
What is the "quality of life" in a job with your organisation?
•
What is your parental leave policy?
•
Have you developed a "partnership" with employees?
•
Do you treat your employees as a "business asset"?
•
Should you have a goal to be an "Employer Of Choice"?
•
How do you become an "Employer of Choice"?
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Team Meetings Will Help Keep Your Staff Interested
One of the biggest problems that businesses have at present is retaining team members. Obviously, it
costs a lot of money to advertise, interview, recruit and train a new team member. If staff turnover can
be reduced this will contribute to lower costs of a business and a happier workforce.
One way to contribute to staff morale is by holding regular team meetings. The purpose of a team
meeting is to inform the team on what is happening in the business, both the good news and the bad
news and to seek input from team members on their thoughts on various aspects of the business
operations. You should encourage your team members to contribute their ideas. You won’t get this
contribution unless management has shown the team members that they are interested in them and are
keeping them informed on progress within the business.
Many businesses conduct weekly team planning meetings and conduct a monthly team meeting, where
the CEO gives a “state of the union” overview of where the business is and the direction that
management is planning for the business and seek comment and feedback from team members.

Do You Recruit Great Team Members?
Recruiting new team members can be a very time consuming and very costly affair. If you get it wrong,
it will cost you time and money to repeat the process all over again.
To ensure the recruiting process gives you the best opportunity to recruit a great team member, there is
a need for appropriate preparation at the very beginning:
•
Have you reviewed the ‘job description’ for the position? If it’s a new position, you need to sit down
and clearly analyse the responsibilities you want to allocate to this person.
•
To whom will they report?
•
If the position is replacing a team member who has left, you shouldn’t assume the job description,
prepared some years ago for that departing member, is still appropriate today.
•
When you conduct an exit interview with the departing team member, why not ask him/her to
update their job description? Then you’ll have a clear understanding of what the person, who is
currently occupying that position, has been doing. Invariably, you’ll find there has been changes.
Some might be quite small, some could be quite large.
•
Once you have a clear understanding of what the job description is, you then need to think about
the type of person you are going to try to attract to your organisation to fill that position.
•
One of the key things you need to think about is ‘wiifms – what’s in it for me?’ This is the key issue
for many people who are seeking positions.
•
You have to grab their attention – the great things of interest for them.
•
Why not list out the salary and bonuses, if any?
•
Is there a car provided?
•
Is there an entertainment allowance?
•
Is car parking provided?
•
Is staff training provided?
•
Do you support professional development activities?
•
Do you have a team section on your website? Is it attractive?
•
Would your website encourage an outstanding person to want to work for your organisation?
•
Has your business won any awards?
•
Does your business have any new products or services, which can be packaged as a new and
exciting area for someone to be involved in?
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Professional Advice
If you are interested in any of the work discussed in this article being undertaken, we invite you to visit
www.esssmallbusiness.com.au to utilise the “Find an Accountant/Adviser”. Simply enter in your postcode
and the Find an Accountant/Adviser directory will identify accountants located in or near your postcode,
who are able to supply a range of business advisory services, including the types of services mentioned in
this article.

