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‘Employer of Choice’ exposed

Chandler Macleod’s Workplace Barometer Report revea  Is that when it
comes to Employer of Choice, employers need areali  ty check

Tuesday, 13 March 2007: Leading ASX-listed HR outsourcing and recruitment company,
Chandler Macleod, in association with the Australian Human Resources Institute (AHRI),
today launched the findings of its Workplace Barometer research, entitled Employer of
Choice: A Reality Cheque.

In today’s skills short market, many employers are adopting an employer of choice strategy,
offering a variety of employee benefits in an attempt to attract and retain quality staff.
However, the Workplace Barometer research, conducted among 2,186 candidates and 436
HR professionals, reveals that the majority of today’'s workers are not influenced by
employers’ claims of being an employer of choice (EOC).

Over 52% of candidates reported that they are rarely or never attracted to a company by their
claims of being an employer of choice. Yet over 93% of employers believe being an EOC is
key to attracting candidates.'

Importantly, over half of organisations researched do not feel that they are perceived as an
EOC, and of those which are not yet perceived as an EOC, 26% plan to become EOC in the
next year, and 57% plan to do so within the next two years."

Mr David Reynolds, Executive General Manager of Chandler Macleod Consulting, said that
the Workplace Barometer Report should be seen as an important wake-up-call for many
Australian companies to reassess how they attract, retain and develop their employees and
where they should be putting their dollars to achieve the best outcomes.

In simple terms, employer of choice means an organisation that is a great place to work.

"Unfortunately, our research shows that one in four candidates have been let down in the past
by their employers’ empty promises,” said Mr Reynolds."

“Every time a company looks to attract or hire a new employee, it is entering into a
psychological contract with that candidate. If its organisational practices and processes aren’t
aligned with its employer promises, even before the employee commences employment, then
it will not be in a position to deliver on those promises and meet the expectations of
employees.

“Traditional strategies no longer work. Australian company executives, management, and HR
directors need to make a fundamental change to align the entire organisation’s activities and
processes to ensure they deliver on their promises. It's like setting the foundations without
building the rest of the house — why invest in the EOC badge without actually delivering on it?



“For example, the findings show that 15% of the employees surveyed were unfairly penalised
for taking advantage of employer promises such as work-life or employee benefits. GenY
employees rank the highest in the level of perceived penalisation for taking employee
benefits. Worryingly, over 26% of employers surveyed said they had been aware of
employees being unfairly penalised, particularly at larger firms."

Employers’ and jobseekers’ perception of EOC

The three most important EOC attributes in terms of perceived attractiveness are the same
for both candidates and employers. They are:

Reputation for looking after/valuing employees
Career development and progression
Provision of challenging and engaging work"

The disconnects

However, there are a number of significant gaps that exist between candidates’ and
employers’ views on other key employer of choice attributes.

EOC attributes rated more important by candidates than by employers

A fun, positive and vibrant work environment
Attractive salary and/or financial incentives
Performance rewards and recognition

Fair pay for a fair day’'s work

Good manager/boss they like

EOC attributes rated more important by employers than by candidates

Recognisable company brand
Challenging/engaging work
Definitive and strong company values

“Clearly, there is a major disconnect where jobseekers rate their personal experience in the
workplace above any company brand or values,” Mr Reynolds said.

“Employers, therefore, need to realise that flexibility is a real imperative when looking at
employee benefits and what constitutes an acceptable and meaningful Employee Value
Proposition (EVP). That means that a range of options needs to be made available by
employers to cater for the diverse and differing needs of individuals. It also emphasises the
importance of regularly researching the market to ensure that the current EVP and related
benefits match the market's needs,” he said.

Finding the right job is time-consuming

Over 67% of jobseekers surveyed responded that they found it ‘relatively or very hard’ to find
the right job — with the adjective ‘right’ indicating the core issue.” This research finding is
interesting, given that Australia has the lowest unemployment rate in 30 years.

“Obviously, finding a job is not as hard as finding the “right” job, with candidates now having
the luxury of being able to take their time and be more discerning about the choices they
make,” said Mr Reynolds.

Employers responded that it took less than three months to fill 93% of their vacancies and
that 99% were filled within six-months. Jobseekers on the other hand, are taking a little more
time, with 63% expecting to find jobs in less than three months and 81% within six-months.""
Interestingly, 85% of jobseekers access some form of recruitment advertising to investigate
opportunities — 77% of those online."™



Smart companies are engaging with and delivering me  aningful benefits to employees

In his regular dialogue with some of Australia’s largest and most forward thinking
organisations, Mr Reynolds reports that there are growing numbers of Australian companies
adopting innovative solutions to great effect. These organisations are becoming more like
talent managers and are adopting a more scientific and accountable approach, such as talent
segmentation, to attract and retain the best talent while delivering tangible results to the
bottom line.

“Due to highly competitive conditions, we are seeing a new breed of HR professionals
emerge. They will dictate the future of how HR is managed. Certainly, we can expect to see a
mini-revolution taking place as the fight for talent intensifies,” Mr Reynolds said.

Employers are adapting to the changing market and being innovative in developing their EVP.

Innovative solutions being offered include:

Dramatically changing ‘traditional’ working hours to be more flexible for employees.
Options for employees to ‘buy’ additional annual leave

Awarding long-service leave earlier than required by legislation

Awarding loyalty leave

Job swap arrangements with suppliers (particularly for organisations with limited career
development opportunities)

Contributing toward the development of new nearby childcare centres
Contributing toward graduate programs, funding trainees, and cadetships
Better carer subsidies such as carer’s leave

Superannuation / incentives to delay retirement

Keeping retired employees on retainer contract arrangements, where they are brought in
for training and development, mentoring etc.

Mr Reynolds believes that flexibility is key, and much greater consultation with employees is
required in order to develop the most attractive and suitable arrangements for individual
employees.

“More importantly, the effective engagement of employees is paramount. Many high
performing organisations focus on a high level of employee engagement as evidence of
performance. They believe that this results in better financial and business related outcomes
which in turn impacts on their reputation as an exceptional employer,” he said.

“Employee engagement is compelling evidence that employers have an attractive EVP and
importantly, that they are delivering on this. This eventually becomes relevant at a very
intimate level between the employee and their direct manager - which also means that
effective leadership is a key driver.

“It is an important message for employers that innovative solutions can be found for every
company in every industry — not just for the Googles of the world. This is a countrywide issue
that cuts across all industries and needs to be addressed by an innovative and strategic
approach. Importantly, If companies don’t act then employees will simply vote with their feet
and move to a forward thinking employer that offers them what they want and need,” he said.



First impression really count

“In today’s market, employees quickly assess whether a company will deliver on its employer
promises, with one in four new employees taking only one week or less to decide if they are
going to stay in their new role. Nearly a quarter of those make up their mind on the first day,
knowing they can quickly find another job particularly through the Internet — so, first
impressions really do count.”

“After all from an EOC perspective, and to use an old Dakota Indian saying, "When you
discover you are riding a dead horse, dismount,” Mr Reynolds said.

What are the next steps?

Where to from here? This is the key question for HR professionals and executives. Outlined
below is Chandler Macleod’s recommended plan of action for clients.

1. Assess if you are in shape to compete in a tough market for the rare talent that you
need to be competitive

2. Develop an EVP that suits your organisation and its culture

3. Define and articulate your EVP

4, Do the research first

5. Maximise the marketing dollars that your company uses and leverage this into your
employment brand
Upgrade your website and ensure it truly reflects your EVP

7. Start the alignment process ensuring strategies, policies and processes enable the
alignment to occur

8. Develop appropriate on boarding processes

9. Ensure employee engagement can be sustained and that the workplace is one that

harnesses commitment and creates innovation and success
10. Get the right leaders in place
11. Measure and monitor performance
12. Have appropriate career and performance discussions
13. Provide career and development opportunities
14. Measure and monitor investments and initiatives

15. Deliver on your promise

ENDS

About Chandler Macleod Consulting
Chandler Macleod Consulting is the human resource consulting and training division of Chandler
Macleod Limited. The division employs more than 80 staff throughout Australia and New Zealand and is
Australia’s largest employer of organisational psychologists. The Consulting division offers the following
services:

HR Consulting including succession planning, leadership development, competency profiling,

performance management and coaching

Learning and Development including online learning solutions

Psychometric Assessment

Recruitment Process Outsourcing

Career Management, Outplacement and Internal Mobility

Remuneration Consulting

Organisational Diagnostics




About Chandler Macleod

Chandler Macleod is one of Australasia’s largest and most diverse HR outsourcing and recruitment
companies. Chandler Macleod focuses on the provision of outstanding assessment, selection,
recruitment and retention solutions across the blue-collar, office support, health, graduate, technical, IT,
professional and executive sectors. Additionally, the company offers comprehensive consulting services
encompassing HR Consulting; online solutions; outplacement; psychometric testing; development and
vocational assessment and training; and recruitment process outsourcing.

The company’s brand portfolio includes Chandler Macleod, Recruitment Solutions, Ready Workforce,
Forstaff Aviation, Diversiti, Entec and JML Australia.

About David Reynolds, Executive General Manager Cha  ndler Macleod Consulting

David Reynolds is Executive General Manager of Chandler Macleod Consulting and joined Chandler
Macleod in 2005, after an extensive career in the chartered accounting, human resource consulting and
management consulting professions as a senior executive and partner.

In his current role, David is responsible for the wide range of Chandler Macleod Consulting services
including career transition management and outplacement, training and development, rewards
consulting, change management, coaching and mentoring, performance management and strategic
planning.

David has assisted a number of organisations in the recruitment of executives including, CEQ's, Directors
and General Managers. David has worked with a number of executive teams in organisations assisting in
leadership development and cultural change projects.

About Workplace Barometer

Each year Chandler Macleod conducts research into pertinent human resources issues to identify the
key trends and challenges faced by HR departments across corporate Australia. Findings from this
research are then published in the Workplace Barometer Report, which acts as a reference point for HR
Professionals to benchmark their performance and strategies against their counterparts across all
industry sectors.

For further information, please contact:

Sarah Craig or Lauren White

Sefiani Communications Group

Ph: (02) 8920 0700

Email: scraig@sefiani.com.au or lwhite @sefiani.com.au

Key research finding from Chandler Macleod’s Workpl ace Barometer
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" Plan to become EOC — by company size
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Y Most important attributes companies use to attractstaff (top 10 attributes)

Continued...Most important attributes companies use tattract staff (next 10 attributes)
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VIl Time to fill role/find a job — candidates vs emplogrs

vl Primary method of searching for a job/attracting candidates — employers vs candidates

X Time taken to decide to stay at an organisation -ngployers vs candidates



