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W ELCOM E
I read a  statement in the media recent ly that I felt  perfect ly  summed up the 
current situat ion: "We are in the same storm, but different boats."

In early March 2020, Australia was forced to immediately sett le in to a new 
(and temporary) socially distanced world order.  It  has impacted each of us, 
yet our experience will be different - same storm, different boat. 

Business has not been immune to these changes, and as a ?return to work? is 
imminent for many, business need to start  navigat ing appropriate programs 
and a more permanent situat ion. 

Planning is paramount, and care, transparency, inclusion and engagement 
will be crit ical as business eases teams back into the new world order.

So, what are the dynamics that business leaders and pract it ioners need to be 
considering to safeguard lives, livelihoods and their business?

We asked some of our Partners for their insights and views for formulat ing 
the re-entry as it  relates to: 

- Health and Safety;
- People Management;
- Mental Wellness; and
- Legal

On behalf of WorkPro I hope you find this resource useful and join me in 
thanking the experts for taking the t ime to contribute to this free reference. I 
also encourage you to seek them out to gain further advice, guidance and 
support.

Tania Evans | Founder, WorkPro
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SAFETY
"As COVID-19 rest rict ions are gradually relaxed, businesses, workers, and 
other duty holders must  work together to adapt  and promote safe work 
pract ices, consistent  with advice from health authorit ies to ensure their 
workplaces are ready for the social distancing and exemplary hygiene measures 
that  will be an important  part  of the t ransit ion."

- Safe Work Australia

So what  does a safe work site look like Post  Covid-19?

The answer to this depends on the working environment , but  Amy Towers, 
Principal of Risk Collective provides the following guidance:
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Resist the temptat ion to open the doors to 
everyone on the same day. Consider cont inuing 
some form of remote working for the short  to 
medium term.

Acknowledge that rolling lockdowns and exits 
may cont inue for some t ime in regions where 
the threat of COVID-19 remains high.

Business may also need to consider that a 
return to remote working may be forced if a 
staff member suddenly contracts the virus.

MANAGING THE RISK 
OF TRANSMISSION

MANAGEMENT BY NUMBERS REM OTE W ORKING

Planning is key to ensure that the health 
and safety of workers and others who enter 
the workplace following the pandemic is 
not impacted. 

This includes:

- The effect ive implementat ion of 
COVID-19 controls, and

- Ensuring that the health and safety 
of workers and others is not put at 
risk from changes that are made to 
work arrangements because of this 
pandemic.

Planning also needs to consider suppliers, 
customers, clients, and other members of 
the public.

Large volumes of workers returning to a shared 
workplace such an office represents a huge risk for the 
spreading and contract ing of viruses.

- Plan a staggered reintroduct ion to the office.
- Establish a process such that a rotat ing group of 

people work from the office every few days.
- Consider creat ing these groups across 

funct ional lines, both to ensure coverage across 
roles and to support distancing rules.
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Business needs to consider how to 
manage the indirect risks as a result  of 
changes to usual work arrangements.

- What are the psychosocial risks 
that may lead to stress and 
anxiety among workers?

- What are the most effect ive 
communicat ion methods?

- What is the plan to keep workers 
informed on the pandemic, and 
the associated risks and risk 
control measures?

- What is the plan to support 
workers mental health at work? 
More on this one later in this 
ebook

- Are there other hazards that may 
present a greater risk to workers 
as a result  of the situat ion?

GETTING PHYSICAL MANAGEMENT OF DIRECT 
RISKS

M ANAGEM ENT OF 
INDIRECT RISKS

Reopening workplaces will not ent irely 
remove all restrict ions imposed during 
COVID-19. 

Businesses will need to observe 
regulat ions governing social distancing, 
staff gatherings and hygiene pract ices.

Is your pre-virus working environment 
suited to these new restrict ions?

Do you need to reconfigure your office 
space? The requirement for 1.5m 
between workers impacts on individual 
seat ing arrangements and shared spaces.

Business will need to manage direct risks 
quickly and systematically, including 
ensuring that all staff adhere to the 
measures.

Business will also need to appoint an 
internal or external resource to direct 
preparat ion act ivit ies and manage the 
implementat ion of risk control measures 
including:

- social distancing;
- hygiene and use of personal 

protect ive equipment;
- workplace entry requirements;
- how to manage a situat ion if a staff 

member becomes ill at  work;
- confirm that the vent ilat ion and air 

condit ioning system is properly 
designed and maintained.
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M AINTAINING COM M UNICATION

COVID-19 forced organisat ions to step up their communicat ions.

Many have communicated with workers more in the last  couple of 
months than they t radit ionally would under normal condit ions.

Returning to 'usual' workplaces is not  the the t ime to relax this. 
Progress that  has been made on business init iat ives while working 
remotely must  cont inue seamlessly when workers start  to return. It  
is easy for a change in environment  to cause a disrupt ion of focus, 
but  keeping lines of communicat ion open helps to overcome this.

Maintaining a regular frequency of communicat ion also provides 
reassurance to staff who will naturally have quest ions about  the 
future of the business and their role. Two-way communicat ion 
channels should be int roduced to capture workplace sent iment  
around how staff are feeling and what  they need. 
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KEEPING INFORM ED

IDENTIFYING RISK

Consultat ion with workers when planning for the recommencement of operat ions and returning workers to the workplace is key. This 

includes:

- assessing the risk that COVID-19 presents to the health and safety of workers;

- deciding on the control measures to put in place to eliminate or minimise the risk of exposure to COVID-19;

- deciding on the adequacy of facilit ies for the welfare of workers (e.g. handwashing facilit ies);

- proposing other changes to the workplace as a result  of COVID-19 which may affect health and safety; and

- allowing workers a reasonable opportunity to express their views or raise issues about the workplace.

CONSULTATION AND COM M UNICATION

As business starts to welcome back staff, it  is important to monitor relevant information sources and keep up to date with the 
latest information and advice to ensure that any act ion taken is appropriate and t imely.

- closely monitor the information provided by the Australian Government Department of Health, Smartraveller website 
and advice from state or territory government agencies, including health departments and WHS Regulators;

- discuss COVID-19 updates at senior management meetings and WHS committee meetings (where applicable);
- determine what act ions need to be taken by the business to meet the primary duty of care;
- inform workers, including any changes to control measures, as the situat ion develops; and
- provide workers with cont inued access to official government sources for current information and advice

It  is necessary to assess how work is carried out to ident ify, understand and implement systems to reduce risk. A pract ical way 
of doing this is to ident ify each key operat ion within the business, and breakdown the tasks in each operat ion. For each 
operat ion/task, consider the following health and safety factors (under normal circumstances):

- how close do people interact with each other?
- does the task involve interact ion with the public?
- what facilit ies are in place to promote good hygiene pract ices?
- what is the cleaning standard?
- are there groups of workers or individuals who might be at a higher risk of contract ing the COVID-19 virus?
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ADEQUATE RESOURCES AND PROCESSES
Once risk control measures have been decided, it  is imperat ive the business has the right resources and processes in place and uses those resources and processes to 
manage the risks of exposure to COVID-19 in the workplace.

WORKER SAFETY
- Are you keeping your workers safe from exposure to COVID-19 in the workplace?
- How are you informing your exist ing and new workers how to comply with and take measures to keep themselves safe from exposure to COVID-19, e.g. during 

induct ion?
- How are you communicat ing and discussing distancing and hygiene rules in the workplace?
- What is your consultat ion mechanism to ensure workers understand the risk control measures and how are you collect ing feedback on the effect iveness of 

those measures?
- How are you providing ongoing guidance to the workforce?

Consider these pract ical ways to monitor the health, safety and wellbeing of workers:

- daily health checks
- discussing opt ions with workers

- procedures for ident ifying and responding to situat ions of workers who are, or become ill at  work

'Follow ing  consult at ion, agree and im plem ent  pract ical 
com m unicat ion m et hods t o share r isk  cont rol m easures.'

 - Am y Towers, Risk  Collect ive
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Responding t o a suspect ed or  conf irm ed case of  COVID-19 in t he workplace

Business will need to consider how to respond if a worker is suspected or is confirmed to have Covid-19, 
including how the business will support that worker, and the steps that need to be taken to ensure the 
workplace remains safe for other workers.The process will need to identify under what circumstances the 
health and safety regulator must be notified.

Review ing your  Measures (your  ?Plan?)

Business will also need to have a process in place to ensure risk control measures remain relevant and 
effective. Perhaps consider the following:

- How will you determine whether the work processes/risk controls are effective?
- Who is responsible for reviewing the plan?
- How often should your plan be reviewed?
- How will changes to the plan be communicated?
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PEOPLE
A businesses greatest asset, people, have been impacted by this pandemic - personally and professionally.

Physically and emotionally things have changed, and we are all about to embark on a new normal.

Xavier Miller of NextGenHR offers his views about the key considerat ions that business need to consider around people 
management.

Australian workplaces were required to pivot so quickly in the wake of the COVID-19 pandemic, literally 
having to mobilise a remote workforce in a matter of days with next to no notice and limited planning 

and training. The most unusual of circumstances which is very difficult to plan for.

Aside  from health , safety and risk considerat ions, one of the key issues that business will need to  contend with and 
manage early relates to flexibility. Extending upon that is HR Policy framework and a thorough review of your people 
policies.
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Business will need to develop a HR policy that includes the measures the business is act ively taking to mit igate the spread of coronavirus. 

Conversely, the policy needs to out line the businesses expectat ions of all staff.

The policy may focus on:

- Personal leave arrangements
- Working from home requests & individual flexibility requests
- Travelling/Commuting Measures
- General Hygiene Rules
- Responsibilit ies of the employer and employee in managing the control of infect ious diseases

Addit ionally, business will need to have strict  measures in place that relate to meetings, social events, t ravel and post-travel requirements, and working from home 
policies and agreements.

Speaking of which, whilst  the immediate arrangement was, and is ideal for some, some staff will be wait ing for the day for a return to the work environment. There 
was plenty of trepidat ion by some business owners, leaders and staff for an ent ire workforce to work from home. The same trepidat ion, if not more heightened, will 
occur when business makes its move back to the office.

Flexibility over the next 12-18 months will be your single greatest attract ion and retent ion tool. However, flexibility doesn?t just need to centre around working from 
home opt ions.

Business should be seriously considering flexibility policies and ensure individual agreements are put in place to meet the needs of  individuals and the business. 
Businesses that dismiss working from home requests or other flexibility requests and fail to consider staff anxiety may mean they fail to retain and attract the best 
talent.

?Your number one priority is to buy loyalty with empathy ? it will secure and retain your best assets.?



13

Below are some start ing points for considering flexibility opt ions for your workforce:

- Telecommut ing - a regular & consistent pattern of working from home
- Flexible hours of work ? varying the start  and finish t imes to assist  with peak hour congest ion or family 

commitments
- Compressed working weeks ? working longer hours in less days
- Time off in lieu ? flexi t ime opt ions as compensation for working overt ime
- Part -t ime ? may be for the remainder of the year to balance kids returning to school and other commitments
- Job sharing ? spreading the load for those workers who require part-t ime, flexible work

FLEXING

The changes to work enforced by COVID-19 have delivered some benefits to businesses.

 Many have uncovered stronger collaborat ion within and across teams, more product ive working rout ines and a 
reinforcement of posit ive health pract ices.

 Smart businesses will now seek to embed the lessons learned into how they conduct business in future.

Cross division collaborat ion, communicat ion tools, leaner more efficient teams, and automation opportunit ies 
come to mind.

EM BED LEARNINGS

Once opt ions and opportunit ies are considered, they need to be documented in an individual flexibility agreement, ensuring  award 
or industrial agreement provisions for flexibility requests are considered.

Documentat ion needs to provide clarity and clear understanding of the expectat ions and durat ion of the Agreement.

It  is important to note that any flexibility agreement entered into is not set in stone. It  should be cont inually reviewed for relevance 
and effect iveness and changed to suit  both part ies when required.

THE LEGAL STUFF
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Whilst business is considering 
flexibility and what works best for 
everyone, the 'return to the office' is 
an optimum time to review all HR 
policies, employee contracts, 
reward and recognition programs, 
performance improvement policies 
and recruitment strategies. It is also 
a great time to redesign job roles to 
ensure employees are satisfied and 
motivated in the new world.
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W ORKPLACE W ELLBEING: SUCCESSFUL 
TRANSFORM ATION IN TO THE NEW  NORM  

As the COVID-19 cases rose globally, conversely so did the impact  on individual's 
and community's mental health.

Sharp rises in pre-exist ing mental health challenges were also becoming 
apparent  due to the st ringent  rules of self-isolat ion. Individuals are reported to 
be five t imes more anxious than pre-COVID (Rossell, 2020). Further, Obsessive 
Compulsive Disorder (OCD), acute st ress panic at tacks, agoraphobia and 
substance abuse are reportedly on the rise and, most  concerning, individuals 
suffering from depressive symptoms have an opportunity to easily become 
disconnected from friends, family and colleagues.
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The double-edged sword of ?working from home? (WFH) has also exacerbated some mental health conditions.

On a positive note, some workers have saved time travelling, gained greater autonomy, observed lower absenteeism, 
have had the ability to walk the dog at lunch time and complete some of those household chores. On the other hand, 
some have found themselves becoming more distracted and for some, home/life boundaries have become blurred. 
Add a healthy dose of home-schooling, along with the daily monotony and lack of face to face social interaction, 
some struggled with the sudden adjustment to an altered way of working which requires a significant amount of 
self-awareness, discipline and conscious self-care.

This temporary way of working and the challenges it presented now gives way to a new unknown.

- Workplace layout
- Will teams be scattered over their working preferences?
- What will communication between teams be like?
- Will the common handshake be no longer?
- How will people be with each other when they are once again face to face?
- How will mental health issues along with Post Traumatic Stress be represented in the new way of working?
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"Interestingly, where will altrusim lie with others? The human variable of returning 
to office life requires as much attention and dedication as the practical component."

- Dr Natalie Flatt



18

Team Hust le - Rebuilding Morale

For staff who have been away from their workplaces for weeks or months, returning may be unsett ling. Much may have changed in the interim. Some of 
their old teammates may not be returning at all. Leaders need to invest in efforts to rebuild workplace morale. Acknowledge any staff concerns and 
dispiritedness and treat announcements regarding the new operat ing environment with sensit ivity.

There are many ways businesses can improve workplace culture, including:

- promoting achievements
- encouraging cross-funct ional collaborat ion and paint ing a posit ive vision of the future
- When the t ime is right, and regulat ions permit , consider a fun team-building event to lift  spirits and let off some steam.

So how can business prepare?
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Here are some useful considerat ions:

- Use the first  week back to listen, observe and acknowledge staff concerns 
- Provide opportunity for staff to speak up about their anxiet ies moving forward.
- Communicate changes openly and honest ly to reduce any ambiguity.
- Discuss openly any new management software to be used to communicate and manage tasks moving forward for the greatest opportunity for adopt ion.
- Keep lines of communicat ion open between and within team members ? this will help to overcome a disrupt ion of focus and provide reassurance to staff 

who will naturally have quest ions about the future of the business and their role.
- ?Check in? personally to see how the team member is sett ling both personally and professionally. Staff will feel valued and heard and will be motivated to 

maintain their purpose.
- Create a ?buddy? system within your teams to emphasis the ?bystander? effect of looking out for each other is another important component of maintaining 

strong team culture and connect ivity.
- Introduce two-way communicat ion channels, such as staff quest ionnaires to capture workplace sent iment around how staff are feeling and what they need.

Business Leaders will need to invest  in efforts to rebuild workplace morale 
and mot ivat ion.  Recognise that  teams who have adjusted to WFH for 
weeks or months may feel unset t led when back in the office with some 
team members not  back at  all.
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PRACTICE BEING 'SM ARTER'

In order to execute company strategy efficient ly, while support ing the personal development of  team members, management methods 
such as SMARTER can clearly art iculate team and individual goals to maintain opt imal outcomes across the new workplace.

- Specific ? goals are clear and set with real numbers and deadlines. This helps the team know what they have to achieve, and the 
type of outcome that is expected.

- Measurable ? use metrics or data to make sure goals are trackable. This is important as it  helps team members to confirm 
where they are at, and what they st ill need to do.

- At tainable ? goals need to be possible to accomplish, so make them ambit ious without being outrageous.
- Relevant  ? goals need to be aligned to the business mission and vision and make sense within the job funct ion. They should help 

to improve the business in some way.
- Time-bound ? be specific and set a t imeframe when is it  expected to start  and end? When do the significant milestones need to 

be reached?
- Evaluated - support staff to reach their targets by assessing the progress on a regular basis and helping them overcome any 

obstacles. Provide specific feedback well before the expected delivery to support the development of the team member which 
also assists with the final output and review.

- Recognized/Rewarded or Revisited - it  is important to praise staff for performance, especially when outstanding. Conversely, 
if the outcomes are below expectat ion, this provides the opportunity to conduct a full review with the team member to 
understand the setbacks and why. Further, how can the contribut ions of individuals be highlighted?
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Reiterate 'we are in this together'

- Empower  teams through involvement  of task and project  decision making 
and creat ion.

- Make it  a real team effort  to maintain enthusiasm towards the outcomes.
- To eliminate miscommunicat ion and maintain clarit y on object ives and 

requests, nominate someone to summarise the meet ing and dist ribute.
- Post  project  delivery, ask  the team about  lessons learned while execut ing on 

the object ive. What  would they do different ly next  t ime? Why? What  could 
they manage easily? What  were the main challenges? Were they able to 
overcome them and how? 

- Make this a valuable and personal discussion over an off ice delivered lunch 
and include the same delivery for the WFH team members.

-
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This unprecedented t ime has been so difficult  for so many and we may never understand the full impact. Now more than ever Managers need to shine a light on their Emotional 
Intelligence (EQ).

Managers who display high EQ are more likely to stay calm under pressure, resolve conflict  effect ively, and respond to co-workers with empathy.

If you hold a management role in your business, pract ice good self-care (see t ips below), check in with your own emotional triggers, maintain your motivat ion, act ively listen to 
your teams needs and don't  underest imate the power of your att itude; a negat ive att itude can easily become insidious within teams.

Don't  forget to act ively manage YOUR overall wellbeing  as well. Managers are not robots and if your team sees you leading by example, they will follow suit . Here?s a reminder 
of some basics:

- Eat foods that are high in protein, vitamin B, C and E a will help with concentrat ion, product ivity and mood.
- Exercise is a must to release those feel good chemicals in the brain and increase problem solving. Not only does exercise keep blood, glucose and oxygen levels high, 

feeding the brain, it  releases endorphins into the body giving your mood a boost and increase your motivat ion and self-confidence.
- Adequate water intake will assist  with a 14% increase in product ivity through the expansion of grey matter.
- Develop a consistent sleep schedule by reducing screen t ime 1 hour before bed and aim for at least 7 hours.
- Seek addit ional online posit ive psychology and relaxat ion techniques such as mindfulness meditat ion. Headspace or Smiling Mind are great tools to invest igate for 

?taking t ime out and being present? moments.
- Protect your boundaries and clock off at  a reasonable t ime; especially if you are managing a flexible team. Make a ?to do? list  for the next day?s work, attach it  to your 

office ?desk? and walk away to relax and recharge those batteries. After work hours, enjoy other areas of your home: watch a good movie, read a book, or cook a fun 
meal.

The importance of Emot ional Intelligence

'EQ is an individual's ability to recognise and evaluate their own 
emot ions along with the emot ions of others.'
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IDENTIFYING STRUGGLES

It  is important for Managers to learn to recognise when their team member is struggling either face to face or virtually. Common signs fall in three categories:

- Emotional symptoms/signs
- Becoming easily agitated, frustrated, and moody
- Noticeably overwhelmed (i.e. losing control or need to take control)
- Having difficulty relaxing and quietening their mind
- Feeling bad about themselves (lonely, worthless, and depressed ?negative commentary)
- Cognit ive symptoms/signs
- Forgetfulness and disorganizat ion
- Inability to focus on the task at hand
- Poor sense of judgment
- Making mistakes
- Being pessimist ic or seeing only the negative side to the current situat ion
- Constant worrying
- Physical symptoms/signs (which they may reported)
- Low energy
- Headaches
- Stomach issues
- Rapid heartbeat
- Issues with sleeping

If you or a team ?buddy? is not icing these signs in members, ask the quest ion: ?are you ok??. This can open a conversat ion for proact ive next steps in company mental 
health policy.
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Remember, 'Tomorrow is Another Day'

There will be good days and bad days. More 
rest ful days and more st ressful days. Be aware of 
this and expect  it . If you felt  you did not  achieve 
what  you wanted, it  is ok. Be kind to yourself. 
Take some t ime out  that  night , and start  again 
the next  day with a fresh out look. This will take 
some get t ing used to...
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THE LEGALS

"There is no doubt  the impact  of COVID-19 has drawn the eyes 
of business owners and leaders to the micro details of 
sustaining operat ions and managing people.

However, Leaders that  also recognise the macro challenges and 
opportunit ies presented by an evolving legal and business 
landscape will be well set  up to respond sustainably.

The rule has not  been thrown out , but  there will be shifts."

- Martin Richardson
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EMPLOYMENT LAW
Whilst  there have been legislat ive changes around stand downs, and some changes to modern awards, the surrounding unfair 
dismissal, general protect ions and even the underlying basis for stand downs, has not changed. And nor has the government 
decided to take a relaxed approach to breaches of law.

It  would be unwise to assume this and so it  is important to always keep in mind that the law is st ill the law.

THE FLIPSIDE
The world of work will look different but what are the potent ial ramificat ions of decision by large business to recognise sick leave 
for casuals, and for the federal government to build in JobKeeper protect ions for ?long term casuals??

If your business uses casuals is it  t ime to consider what your workforce will look like and whether some of these shifts will have 
long last ing impacts.

For instance, the JobKeeper scheme may have led a business to classify casual workers as long term to ensure eligibility. A 
business should now consider any other possible future risks associated with that classificat ion.

Not necessarily a bad thing, it  is just that there are decisions being made that may have long last ing impact on the business.

Over the last  few weeks, as business has moved through various states, there 
has been observed misconcept ions that  are worth highlight ing:
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?Pivot? is a buzz word right now. However, as business moves to develop new revenue streams , don't  forget contractual terms 
that sit  behind these new products or services.

Are they different to the exist ing or previous offerings? If so, it  needs to be considered whether they are also introducing new 
risks into the business that need to cover off in terms and condit ions. Even if not, it  may be a good t ime to re-balance some of the 
contract risk.

Also consider the following:

CUSTOMER TERMS
Payment terms.

- Delivery risk. Can the business meet its obligat ions in a world where supply chains are being squeezed?
- If the busienss provides products, do you need to secure products that have not been paid for yet? Cashflow is crit ical for 

all businesses so do not get caught short  t rying to recover your products only to find you haven?t got a secured interest 
via the Personal Propert ies Securit ies Act.

- Terminat ion rights. Can you extract yourself from poor performing contracts?
- Do you have newly developed intellectual property that needs to be protected? Trademarks are a great example.
- Are you providing warrant ies that do not suit  your new business environment?
- Are you allocat ing risk appropriately via liability caps and indemnit ies?
- Minimum commitments ? do they (st ill) work for you?

The pivot is on - are you developing new 
products and services?
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- First ly, always ensure the business ?back to back? customer exposures, meaning don?t leave gaps between what you 
agree to do and what others agree to do for you!

- Payment terms that allow some breathing space for you.
- Delivery risk. Can obligat ions to you be met?
- Exclusivity v non-exclusive ?it  will be best to avoid locking yourself into exclusive supply arrangements if possible.
- Are you allocat ing risk appropriately via liability caps and indemnit ies?
- Minimum commitments ? are they necessary?

Review and understand the terms and condit ions of insurance arrangements, part icularly if you are developing 
new products or services.

Take note of what is in and what is out, cover limits and especially sub-limits.

If you foresee a premium impact do not wait  to test the market for other opt ions. Speak to a broker that knows 
your industry and start  to consider what your insurance program needs to look like.

If you intend to work different ly, you need to consider privacy and data implicat ions.

An Australian business with an annual turnover of $3 million or more is subject to the Privacy Act 1998 (Cth). However, there are 
also except ions that means some businesses are automatically covered.

Does the Privacy Act apply to you? If you have not already, consider if there are any new intersect ions between your business and 
personal information.

Mandatory data breach scheme. If this has not been on your radar, invest igate its requirements for your business and establish a 
data breach response plan as soon as possible.

SUPPLY/ UPSTREAM  CONTRACTS

INSURANCE

DATA &  PRIVACY
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If you have business partners, albeit  it  is not a pleasant thought to consider you may end up in a rift  with your business partner(s) but it  is 
recommended that you turn your mind to the ?what if?? Having said that, a rift  is not the only risk to business relat ionships ? exhaust ion and burn 
out may lead someone to wish to exit  the business, or illness may prevent them from cont inuing.

And then there is the risk you can?t get out, even though you want to! This is extremely common for owners who have built  a business around them, 
leaving prospect ive buyers struggling to value the business with the founder out of the picture .

This is therefore a great opportunity to consider the following:

- Is your shareholders agreement up to date?
- Does it  provide for all potent ial exit  events?
- Do you need buy/sell insurance in place, which covers the risk if a business owner is forced to exit  due to illness, injury or death? It  enables 

remaining owners to acquire the depart ing owner?s interest, including agreed compensation to the estate in case of death.
- If you wish to sell the business in the next few years, do you have a plan to ensure you maximise your sale price and achieve a premium? 

While you could be working hard to just keep your business running right now, you should st ill keep an eye on the end game.

Company st ructures -  do you 
need an exit  st rategy?
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CONCLUSION

We trust that you enjoyed this resource, and you have been able to take away some 
key learnings or considerat ions.

Should you need some specific advice on any of the subjects included, are seeking to 
build certain programs or conduct a review of any area of your business in order to be 
prepared for the future, you will find the contact details of each of the contributors at 
the back of this ebook.

If you are seeking an opportunity to enhance, automate or strengthen your 
workforce compliance, program, WorkPro is here for you. We have set the standard 
for workforce compliance and partner with Government Departments and some of 
the leading HR technology businesses to deliver to help you proact ively achieve 
compliance confidence.

Here to support you.

The WorkPro Team
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Connect Psych services is 
Australia's first  e-counselling 
Standards Based Platform 
dedicated to organisat ions 
covering Asia Pacific.

We assist  employees and teams 
experiencing a range of mental 
health and life challenges; 
result ing in clear benefits to the 
organisat ion?s product ivity and 
reduct ion in absenteeism and 
presenteeism.

We recruit  industry-specific 
therapists to join our team and 
ut ilise matching capabilit ies to 
connect employees needs with 
the ?best fit? therapist; no matter 
the geographical locat ion.

https://connectpsychservices.com.au/

Connect  Psych

NextGen HR is purpose built for 
those that are committed to HR but 
do not require a permanent HR 
specialist in-house.

NextGen HR's expertise lies in 
enhancing staff performance and 
delivering effective workplace 
management solutions.

Services include workforce 
planning, people and performance 
management, strategy and systems 
development and review, and 
one-on-one leadership 
development.

Arrangements are flexible and  
include one-off projects, 
on-demand advice and support or 
longer term committed retained 
work.

Xavier Miller is an accredited 
Extended DISC practitioner, a 
behavioural analysis tool used in 
the recruitment and development 
of people. 

https://nextgenhr.com.au/  

NextGen HR

Martin is the Legal Director at Corvus 
Legal, where he helps his professional 
services clients build the business 
they want, without being distracted by 
complex legal advice and jargon.

With a strong in-house legal 
background across diverse sectors 
such as manufacturing, recruitment, 
procurement, consulting and on-site 
services, Martin is a hands-on legal 
Advisor with a focus on ?run the 
company? legal matters. However, his 
extensive business and executive 
experience means he also has an eye 
for longer term consequences and 
opportunities that can sometimes be 
lost when businesses are focused on 
the day-to-day.

He is known for his candid and 
personal approach and ability to build 
strong relationships across all levels of 
an organisation, and with his clients? 
customers and suppliers.

https://www.corvus.com.au/

Corvus

Every modern business faces workplace 
risks that affect the performance and 
future of the enterprise.

Without awareness of your current and 
emerging risks, or a structured framework 
to ensure a safe workplace for your team, 
you could be putt ing your business in 
jeopardy.

Risk Collect ive delivers tailored advice and 
consult ing services that creates a posit ive 
working environment, while significant ly 
reducing lit igat ion and compensation risk.

Services include:

- Strategic and operat ional needs
- Current and emerging risks
- Risk management
- Communicat ion
- Mental health and wellbeing
- Workforce engagement and 

culture

https://www.amytowers.com/riskcollect ive

Risk Collect ive
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With more than a decade of experience in simplifying workforce compliance for 
businesses throughout Australia and New Zealand, WorkPro has set the standard 
by successfully increasing efficiency within the hiring process across mult iple 
industries, no matter the size of the business.

Over 1700 businesses have benefited from WorkPro?s simple and easy to use 
online solut ion that manages key compliance employment funct ions including the 
Fair Work statement, Background Checks and Work Health & Safety Induct ions. 
WorkPro also comes with a handy Licence,Ticket and Document Management 
funct ion with unlimited storage.

Once an individual has completed a WorkPro task, they carry with them a digital 
wallet  to share with any future employer, reducing repet it ion and induct ion 
fat igue and enabling an employer to reduce the 't ime to hire'.

We make workforce 

compliance simple

Redef in ing work force com pliance w it h sim plicit y
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RESOURCES

To extend upon this ebook, you naturally do your own research to formulate your plans. 
We've collected some key resources here to assist  :

 

https://coronavirus.fairwork.gov.au/ 

https://www.health.gov.au/resources/publicat ions/3-step-framework-for-a-covidsafe-australia

https://www.safeworkaustralia.gov.au/covid-19-information-workplaces

https://www.beyondblue.org.au/

https://worksafe.govt.nz/managing-health-and-safety/

https://www.nscafoundation.org.au/

https://www.employsure.com.au

https://www.employmenthero.com/covid-19


