Tuesday, 30 January 2018
Mr Stephen Palenthorpe
Secretary
Senate Select Committee on the Future of Work and Workers
PO Box 6100
Parliament House
Canberra ACT 2600
Dear Mr. Palenthorpe,
Re:

Future of Work and Workers

RCSA welcomes the opportunity to provide this submission to the Senate Select Committee
on the Future of Work and Workers. Our submission is made in three parts, as follows.
A. Australian recruitment, staffing and workforce solutions industry
RCSA provides the following submission.
B. Australian general industry
As a member of the Australian Chamber of Commerce and Industry (ACCI), RCSA has
contributed to the formation of that submission.
C. Global recruitment, staffing and workforce solutions industry
As a member of the World Employment Confederation we also include, as an
appendix and third element of our submission, the recently released Manifesto No
Future of Work Without Social Innovation which illustrates the commitment of the
World Employment Confederation, RCSA and our fellow global members, to the
leadership role we will take in building futureproof labour markets. The manifesto is
attached at the end of this submission for the committee’s information.

As the peak industry body for recruitment, staffing and workforce solutions in Australia and
New Zealand we welcome the opportunity to appear before any hearings being convened
by the Select Committee.
Many of our members provide services which are defined as non-traditional and, therefore,
we have extensive insights in to the future of work. Furthermore, our members have
conducted extensive research on the future of work in their own right and would be willing
to assist the Select Committee on specific aspects of the inquiry.
RCSA submit that it is critical that innovation, flexibility, fairness and responsibility are
carefully balanced as we experience significant technology-led change in the workforce
services sector.
Yours sincerely,

Charles Cameron
Chief Executive Officer
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RCSA submission to the Senate Select Committee on the
Future of Work and Workers
The body of this submission and the appendices that support it expand on a series of key
points which can be summarised as follows:
1) We all understand and accept that the world of work has changed significantly in
recent times and continues to change at pace. That change however, has not come
from an external construct or ideal, but has been driven by a range of factors such as
increasing globalisation and competition in business, variable economic conditions,
innovation, technology and the changing lifestyle demands of workers.
2) Any response to this shifting environment needs to first understand the drivers that
created it. The future employment environment must support the capacity of
business to remain productive, competitive and responsive in an increasingly global
marketplace. Failure to do so stifles innovation and ultimately constrains
employment growth in the long term. If the labour market structure is no longer
relevant because the environment has changed, attempts to artificially reinforce a
50-year-old structure is an exercise in futility which will constrain and stymie
economic growth and undermine the quality and quantity of employment
opportunities in the longer term. Instead, the structure must adapt to harness the
strengths of the shifting environment to enhance innovation, productivity and jobs
growth and to create and deliver meaningful, stimulating work that supports
people’s wellbeing.
3) Intermediary services, like those provided by RCSA members, will have an
increasingly important role to play in supporting ethical employment practices and
protection of workers’ wages and conditions as technology drives new ways for
people to engage in work. This has become more pronounced since the emergence
of the gig economy, whose work platforms typically offer no minimum employment
entitlements and take no responsibility for workers’ health or safety.
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4) Australia does not have a job security ‘crisis’. There is no evidence to support claims
that job insecurity is on the rise as a result of Australia’s shifting labour environment.
To the contrary, Jeff Borland’s economic snapshop from July last year 1 found that
there has been no decline in Australians’ perception of job security. To the contrary,
evidence suggests there has, in fact, been a slight decline in insecurity over the past
15 years.
5) The proportion of people employed in contract, labour hire and on-hire employment
is stable and rising in line with or slightly less than, the broader labour market.
Responses on the future of work need to be universal in their approach and only
adopt specific or targeted approaches where a particular sector or employment
arrangement is growing or contracting in a significantly different way to the broader
market. To create ‘fake’ outliers not based in evidence and then target specific
responses to them will simply constrain necessary growth, flexibility and
development in those sectors.
6) It is important that any approach to the future of work strikes the right balance
between flexibility and responsibility. We need to ensure systems exist to protect
the most vulnerable workers, but ensure that we don’t unnecessarily stifle
innovation and flexibility by applying restrictive protective measures to those who
don’t require them.
7) Industry-led certification programs like RCSA’s StaffSure are proving effective in
providing assurance to business and government that providers of workforce
services are reputable and that workers are protected throughout their supply chain.
StaffSure is a good example of an effective, working tool that helps business strike
the right balance between flexibility and responsibility in a modern economy.

There is no question that the world of work has changed and continues to change at pace.
This change presents both significant opportunity and challenge, especially in an
environment where workers and consumers are increasingly linked via technology
platforms. The challenges associated with new work models based upon online workforce
solutions, in lieu of people, have been raised by RCSA with state and federal governments
for some time. With this in mind it is appropriate that governments, policy makers,
businesses and workers around the world are contemplating the future of work and the
broader impacts for industry and society.

1

Jeff Borland, Department of Economics, University of Melbourne - Labour market snapshot #39 July 2017
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Today’s workforce is more diverse and educated than it has ever been. In OECD countries,
close to 40% of 25-30-year-olds now have a tertiary education, a proportion 15 percentage
points higher than that of 55-64-year-olds and in some countries that difference exceeds 20
percentage points. 2
Our workplaces and the way we work are shifting to accommodate a more diverse working
population which includes a growing number of women, students working to fund
education, parents with young families, self-employed people returning to work, older
workers and older people of retirement age who wish to maintain a professional activity
part-time.
The workforce is older than it has ever been and is continuing to age. Almost 27% of
Australia’s population is 55 or older, up from 20% in 1996. Labour force participation rates
of older Australians have increased from 47% in early 2000 to 67% today. 3
The hyper-connected nature of our workforce is also driving change in the way we work.
New technologies support more flexible workplaces and enable many people to work
outside standard core hours and often outside of the traditional office environment. Work
has shifted from a place to go to a task to perform and from hours performed to outcomes
produced.
The reality is that permanent, fixed, full-time employment, as the standard work
relationship for most Australians, has been disrupted. The future will increasingly be
founded upon on flexible work arrangements to meet new forms of consumption, variable
economic conditions, innovative business models and altered ways of living. Whilst it will
be important to maintain employment protections for genuinely vulnerable workers it is
futile to attempt to engineer, via regulation, the retention of permanent full time
employment as the default work-type.
Labour markets have become multiple. The diversity of labour markets has increased to
accommodate a variety of different working arrangements: traditional wage earners, selfemployment, family work, remote or teleworking and informal work.
Contributing to the diversification of the work relationship is the rise of the number of
people who derive income from multiple sources either because they work part time or
because they have a second income from self-employment. Younger workers particularly
tend to be more likely to combine several professional activities at the same time, which is
resulting in a growing number of ‘portfolio’ workers.
One of the things that does not change in future projections however, is the role that work
plays in our society. Work will remain an essential component of people’s life and identity
and will also continue to be their primary source of income. Within this framework, access
to work will remain vital for people’s fulfilment and well-being and having access to
meaningful work will continue to be an important expectation for people.

2
3

Education at a glance, 2014, OECD
ABS
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Australia’s capacity to continue to grow its job market and create employment
opportunities for people in the future will be determined by its ability to create a labour
market environment that is flexible and responsive to market demands. The rapidly
growing diversity of the workforce means the old standard ‘one size fits all’ approach is no
longer relevant.
Today’s work laws and structures must cover more than existing ‘non-standard work’ such
as fixed-term, part-time contractors, seasonal or agency work. They must cover situations
such as on-demand, on-call, causal, intermittent, project contracts, job-sharing, gig-work,
pooling of workers and crowd-sourcing.
Not only do non-standard forms of employment support business adaptability and growth,
they also increase labour market participation. 4 The diversification of working conditions
and arrangements has provided important solutions for labour markets by increasing
participation and satisfaction at work.
Many workers prefer the flexibility associated with non-traditional forms of work as it allows
them to arrange paid employment around life choices at certain periods in their life, such as
when they are studying, managing new and young families or re-entering the workforce.
These are trends that we already see in today’s marketplace and which will shape the future
of work in Australia. Importantly, they have been led by changing technologies and by
demand from markets and consumers. They are not something which have resulted from
regulation, law or external design.
For that reason, it is vital that any consideration of the future of work and workers in
Australia first considers future market demand. It needs to explore and understand what
business will look like and need from the labour market in future - both here and around the
world - and how Australia can be best prepared to meet those needs into the future.
To approach it from the opposite direction – ie: to prioritise the use of legislation and
regulation to create a labour market environment that resists or operates independent of
the reality of market-led trends and demands – has the potential to impact Australia’s
future global competitiveness and ultimately, the creation of jobs opportunities in the
longer term.
It is somewhat concerning that the committee’s terms of reference do not explicitly include
consideration of the future of business in Australia as part of its inquiry into the future of
work. It is futile to consider the future of work and workers without considering significant
changes to the way businesses, which engage such workers, operate. We hope that those
considerations are implied in the terms of reference and that the committee, in formulating
its report, looks to put the cart before the horse in determining its response. It is vital that
the committee’s recommendations reflect a considered and genuine response to the future
market demand, rather than an historically derived labour market construct tweaked
grudgingly, and inadequately, for a changing external environment.
4

Conclusions of ILO Meeting of Experts on Non-Standard Forms of Work, March 2015

6

Australia’s ability to remain competitive in an increasingly globalised economy will rely on
our capacity to respond to these trends in earnest, without being tied to historical notions
of labour market structures designed for an economy that no longer exists. Tying ourselves
to old structures and concepts for reasons of nostalgia will hurt our ability to grow business,
grow jobs and ultimately to provide the employment opportunities Australians need in the
future.
The exploration of the future of work and workers should consider how Australia can best
harness opportunities presented by workforce trends to create innovative ways to work and
grow labour market opportunities and participation.
Increasing the responsiveness and flexibility of the workforce to best meet the needs of
business will increase our international competitiveness and help to create local jobs in an
increasingly flat and globalised marketplace.
That said, it is also vital that the future work opportunities we create continue to provide
fulfilling and meaningful work for the people that perform it and that increased flexibility in
the workplace delivers benefits for both business and workers.
It is important that we strike the right balance between flexibility and responsibility.
Better understanding the changing expectations and needs of workers is an important
element in striking that balance. For a growing number of workers, decent and fulfilling
work does not necessarily mean being a permanent full-time employee.
In economies like Australia’s, people’s fundamental expectations around work remain to
receive a level of pay and benefits that allows them to sustain a decent living, to be
protected against life’s uncertainties (such as sickness or unemployment) and to enjoy
work-life balance. Increasingly, the ability to adapt work to personal constraints or choices
is emerging as a new fundamental expectation.
It is true that structures need to exist to protect these fundamental expectations around
work, particularly for those most vulnerable workers, but we should not fall into the trap of
assuming the majority of people feel insecure in anything other than full time permanent
employment. A number of federal and state government inquiries into security of work in
recent times have seen baseless claims have made about ‘secure’ and ‘insecure’ work that
do not reflect broader market environment.
To assume or accept that the only way a worker can feel ‘secure’ is to be in traditional, full
time employment is not only inaccurate, but dangerous in terms of its potential impact on
business and job growth into the future.
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More importantly, there is no evidence to suggest people are feeling less secure in their
employment as Australia’s labour market continues to evolve. To the contrary, Jeff
Borland’s economic snapshop from July last year 5 found an increase in the proportion of
workers in long duration jobs (10 years or more) and a decrease in the proportion of works
in short duration jobs (less than 12 months). Moreover, he found that in the past 15 years,
there has, in fact, been a decline in the proportion of workers who expect to lose their job
due to business closure/downsizing or a seasonal or temporary job finishing.
Moreover, it is important that we do not buy into any fabricated ‘crisis’ in relation to the
growth of contract, labour hire and on-hire employment. Borland’s analysis showed a slight
decrease in the proportion of people working for labour hire firms since the early 2000s.
The reality is that the proportion of the workforce in contract, labour hire and on-hire
employment is stable and rising in line with the broader employment market.
Consideration of future labour market environments should not incorrectly inflate its impact
or treat it as an outlier. It is not growing significantly as a proportion of the workforce and as
such does not need to be addressed specifically in policy. The response to the future of work
should be universal in its approach unless evidence demonstrates there is a segment or
element that requires a specific response because it is evolving in a way that is out of step
with the broader labour market.
One of the most important challenges we face when considering the future of work and
workers is how we can continue to protect workers’ fundamental expectations and rights in
relation to fair pay and benefits.
It is in this area where the role of the human intermediary, over the technological
intermediary (platform) will become increasingly important. Attached as an appendix at
the end of this submission is a one-page summary of some of the differences between
intermediated work and online platform sourced work, which outlines the benefits and
protections that come from working through an on-hire agency as opposed to obtaining
work as a freelance gig-worker through a platform.
RCSA has been proactive in creating a certification scheme for Australia’s labour hire and on
hire sectors which recognises the power of the market in driving solutions. It supports and
encourages business to show leadership by ensuring workers are protected throughout
their supply chain.
StaffSure is a proactive, industry-led certification scheme which makes it easier to find and
partner with reputable workforce services providers in Australia and New Zealand. It uses
independent auditing against an industry-specific standard to provide confidence about the
integrity of workforce service providers in Australia and New Zealand.

5

Jeff Borland, Department of Economics, University of Melbourne - Labour market snapshot #39 July 2017
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The program is open to anyone who provides workforce services including labour hire firms,
workforce contracting firms and contractor management firms in Australia and New
Zealand. Companies that achieve StaffSure certification have demonstrated every effort to
ensure they are operating professionally and legally in relation to staff wages and
conditions.
StaffSure enables consumers of workforce services to make an informed choice about the
quality and legitimacy of labour hire firms and workforce contractors, while using market
power to change behaviours in a rapidly shifting employment environment.
StaffSure is a vital tool that enables the sector and consumers of workforce services to strike
an effective balance between flexibility, responsibility and rewarding business integrity.
We would be happy to provide further information about StaffSure or other content in this
submission should the committee wish.
For the committee’s information, we have attached (as an appendix at the end of this
document) a brief guide to StaffSure that provides some additional information about the
certification program and how it is supporting RCSA in its endeavour to lead in the world of
work.
About RCSA
RCSA is the peak industry body for recruitment, staffing and workforce solutions in Australia
and New Zealand representing over 3,000 Corporate and Individual Members.
RCSA promotes and facilitates professional practice within the recruitment and staffing
industry. It sets the benchmark for industry standards through representation, education,
research and business advisory support to our member organisations and accredited
professionals who are bound by the ACCC authorised RCSA Code for Professional
Conduct through membership.
RCSA is a proud member of the World Employment Confederation, the voice of the
employment industry at global level, representing labour market enablers in 50 countries
and 7 of the largest international workforce solutions companies.
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APPENDICES AND SUPPORTING DOCUMENTATION
The following documents are included as additional information to support this submission.
Appendix 1:

WEC Manifesto: No future of work without social innovation

Appendix 2:

Summary of some of the differences between agency and gig work,
compiled by RCSA in conjunction with the Association of Nursing
Recruitment Agencies (ANRA)

Appendix 3:

A simple guide to StaffSure in Australia.
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NO FUTURE OF WORK
WITHOUT SOCIAL INNOVATION!
How to build open, inclusive, sustainable
and enabling labour markets
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FOREWORD
In the last decade labour markets have undergone significant change and the
employment industry is convinced this trend will continue to accelerate in the coming
years. This Manifesto illustrates the commitment of the World Employment Confederation
and its members and demonstrates the leadership role they will take in building
futureproof labour markets.
As the authoritative professional global body for the employment industry, the World
Employment Confederation calls upon policymakers and relevant stakeholders to work in
partnership to build open, inclusive and sustainable labour markets that enable everyone individuals, businesses and society at large.
In order to cope with the increasing volatility in labour markets, it is essential to promote
and implement social innovation as well as introduce new security schemes. To tackle
challenges linked to the increasing diversity of forms of work, the following solutions
should be considered: portable social benefits and rights, new types of collective
representation and access to lifelong learning. With regard to the business sector,
embracing social innovation is essential if organisations hope to secure skilled and
talented workers and remain competitive and agile.
For any country, having an efficient labour market is a prerequisite for economic growth
and competitiveness. Countries with forward-thinking labour policies and effective
labour markets will be more resilient and more likely to prosper. As such, the biodiversity
of labour markets must be nurtured and protected in order to secure an open, inclusive,
sustainable and enabling working environment.
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THE TRENDS SHAPING A NEW WORLD OF WORK
1

Volatile and complex economic environments are
challenging traditional business models
• Mass-customisation has replaced mass-production
• Platformisation of businesses in response to the rise of the on-demand economy
• Lean start-up revolution and renewed appetite for entrepreneurship
challenging wage employment
• Blurring lines between services and industry (servicification)
• Consumers becoming prosumers, reflecting hybridisation between
production and consumption

2

New work organisations based on global talent
supply chain management
• Globalisation with economic development transferring to the South &
East (from OECD countries to BRICS & VISTA)

The changing
can be charac
following str

• Outsourcing of business activities leading to new extended companies
• Project-based firms organised as a ‘loosely coupled’ network of suppliers
and partners
• Use of online work (crowdworking) and small-scale workshops offering
digital fabrication (Fablabs &3D Printing)

3

New attitudes vis-à-vis work, question the relationships to the
corporate world
• Strong demand for individualisation of the work relationship
• Fulfilment & satisfaction at work as a way to drive employee engagement
• Portfolio workers & slasher generation holding multiple jobs simultaneously
• Collaborative management and flat hierarchies (Holacracy) in order to boost business competitiveness
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world of work
cterised by the
ructural shifts:

Digitalisation redefines working conditions & management
• Blurring boundaries between private life and working life
• The workplace is no longer a place to go each day: coworking spaces,
teleworking & online work
• Onshoring: the return of industries and jobs to their country of origin and
creation of new smart factories
• Companies adapting to different forms of work and implementing ‘total
talent management’ policies

4

Skills & competences as an open source
• The Human Cloud creating a flat world of work
• Massification of education has resulted in the highest educated
global workforce
• Open MOOCs (Massive Open Online Courses) & tutorials facilitate
skills development and life-long learning
• Online labour platforms secure access to specialised talent on an ad
hoc basis
• Artificial Intelligence, robots and automation will displace current jobs
however, will create other work opportunities

The challenges arising from a
changing world of work
While the changing world of work creates many new opportunities, it also generates
challenges that need solutions:
1. How to classify new forms of work relationships (Employee vs Self-employed)?
2. How to protect the most vulnerable workers (young people, ethnic minorities, disabled
people, older workers)?
3. How to secure safe & healthy working conditions for nomad and remote workers?
4. How to support workers in managing their risks in terms of inactivity, sickness or pension?
5. How to organise & represent dispersed and online workers?
6. How to avoid unfair competition and social dumping between different forms of work?
7. How to preserve data privacy for workers?
8. How to provide life-long learning & career support alongside protean careers?

WEC - MANIFESTO - NO FUTURE OF WORK WITHOUT SOCIAL INNOVATION!
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CALL FOR ACTION: POLICY RECOMMENDATIONS
1. Access for all: secure equal and full access
to labour markets through diverse forms
of work

3. Towards a new Social Deal: implement
modernised social protection schemes to
reflect new workplaces

a. Match a variety of workers expectations and companies’
needs with diversity and flexibility in labour contractual
arrangements (securing diversity and inclusion of all
workers, including those most vulnerable)

a. Organise social benefits (health, pension, sick leave,
paid holidays etc.) in a portable, easily transferable
way, ensuring individual security and workers’ rights
when a labour contract cesses

b. Secure appropriate regulation to ensure fair competition
between diverse forms of work

b. Rethink funding of social protection to reduce nonwage labour costs

c. Prioritise labour market policies for individuals who
require the most consideration and protection
i.e. young people, (long term) unemployed and informal
workers

c. Avoid inequality between different forms of work
with regard to labour costs and social contributions

d. Stimulate job creation by stable business friendly labour
laws, which can be followed by all

2. A fair job for all: guarantee meaningful &
decent working conditions regardless of
an individual’s work contract, while also
considering workers preferences
a. The ability to secure decent work regardless of an
individual’s work contract
b. Ensure that working conditions respect fundamental
principles and rights at work
c. Secure adequate earnings, via collective bargaining
when relevant
d. Ease access to information regarding workers’ rights
e. Consider the diversity of individuals in labour markets
with respect to collective worker representation
f. Uphold and improve health & safety conditions for all
workers, including nomad and remote workers

d. Favour labour market security over job security

4. Skills for jobs: equip all workers with the
skills they need to succeed in the labour
market
a. Implement a strategic approach that develops
cognitive skills (including literacy, numeracy and
problem solving), “soft” skills (communicating,
influencing, negotiating), as well as the readiness to
learn
b. Remove barriers to skill development and ensure lifelong learning policies become a reality i.e. improve
access to formal education for adults, develop
flexible on-the-job training opportunities and provide
workers the flexibility to combine work and training
(especially via apprenticeship contracts)
c. Use periods of unemployment as opportunities to
upskill and/or reskill workers
d. Set up individual training portfolios for workers so
they can capitalise on their training entitlements
(regardless of their work relationship)

5. R
 esponsible intermediation: enforce a
level-playing field between labour market
intermediaries
a. Support three-party work relationships (such
as agency work or umbrella companies) as a
way to reconcile flexibility and security
b. Public & private employment services
working hand-in-hand to assist support
workers build their career
c. Implement quality standards for cross-border
recruitment practices and ensure that existing
regulation is enforced
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THE CONTRIBUTION OF THE EMPLOYMENT INDUSTRY AS
LABOUR MARKET ENABLERS
The employment industry plays a key role in providing innovative solutions to address challenges that arise through
the ever changing world of work. As labour market enablers, members of the World Employment Confederation
contribute to a better labour market by providing work opportunities, adaptation, security and prosperity. By doing so,
they provide a unique proposition to individuals, businesses and society at large. Our members build trust in the
market, develop confidence in individuals and provide a sustainable future for the industry
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The World Employment Confederation is the authoritative
voice for the employment industry at a global level,
representing labour market enablers in 50 countries as well as 7
of the largest international workforce solutions companies.
The World Employment Confederation brings unique access to
and engagement with international policymakers (ILO, OECD,
World Bank, IMF, IOM, EU) and stakeholders (social partners,
academic world, think tanks, NGOs). It is striving for recognition
for the positive economic and social role played by the
employment industry in enabling work, adaptation, security and
prosperity. Its members provide access to the labour market
and meaningful work for more than 50 million people around
the world and service to around 5 million organisations on an
annual basis.

Tour & Taxis Building - Avenue du Port 86c - Box 302, 1000 Brussels - Belgium
WWW.WECGLOBAL.ORG

@WECGLOBAL

WORLD EMPLOYMENT CONFEDERATION

HTTP://CHANGINGWORLD.WORK/
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Agency Work v Gig Work
Know the Difference, Know the Risks

anra

Association of Nursing
Recruitment Agencies

Gig Work is the name given to work sourced via an online platform where a nurse, personal carer
or other health worker is matched with a client via an algorithm. More and more ‘tech companies’
are offering Gig Work in the health care sector but it has loads of risks for workers who think it’s
the same as agency work. Gig Workers are also known as ‘online freelancers’ and ‘independent
workers’.
This guide has been prepared to provide you, as a health worker, with an understanding of the
huge difference between agency work and gig work.
Gig Work might sound good... but it’s not. Gig Work platforms typically offer no minimum
employment entitlements and take no responsibility for a workers health and safety.
Here’s a summary of the key difference and why agency work is clearly a better way to work.
This guide has been prepared by RCSA, the peak industry body for recruitment and workforce
solutions in Australia and New Zealand, in conjunction with the Association of Nursing Recruitment
Agencies (ANRA) to ensure you, as the health worker, know the significant difference between
working with an agency and working with an algorithm.

Agency Work/Labour Hire

Online Freelance Platforms

»» Agency workers are employees and receive employment
entitlements

»» Receive no employment entitlements because they are
engaged as independent contractors

»» Agency workers receive pay that is underpinned by the
National Employment Standard, Awards and Enterprise
Agreements

»» Receive ‘fees’ for which there is no minimum, and many are
based on a cost-down auction system

»» Agency workers receive penalty rates, shift loadings and
weekend loadings under awards and Enterprise Agreements

»» Do not receive penalty rates, shift loadings or weekend
allowances.

»» Agency workers receive allowances for use of private cars
under Awards and Enterprise Agreements

»» Online Freelancers are not entitled to allowances for use of a
vehicle

»» Agencies take legal responsibility for workers and how they
work on an assignment

»» Freelance Platforms simply ‘introduce’ workers

»» Receive superannuation

»» No superannuation unless the ‘client’ pays it

»» Covered by workers compensation insurance

»» Not covered by workers compensation insurance

»» Agencies are responsible for work safety and employment
law compliance

»» Online platforms are not responsible for work safety or
employment law compliance

»» Are protected by unfair dismissal laws

»» Are not protected by unfair dismissal laws

»» Agencies pay the worker’s income tax

»» Freelancers are responsible for paying their own tax

»» Agencies have to provide ongoing training

»» No training provided

»» Required to comply with ongoing credentialing

»» Do not comply with credentialing

For more information contact RCSA on +61 (0)3 9663 0555 or 1300 727 504
Email: info@rcsa.com.au or visit www.rcsa.com.au

A SIMPLE GUIDE TO STAFFSURE

A Simple Guide to StaffSure
What is StaffSure?
StaffSure is a certification scheme which makes it easier for businesses, government bodies
and workers to find and partner with reputable Workforce Services Providers with proven
business integrity.
Through independent auditing, against an industry-specific standard, StaffSure provides
confidence and integrity to the workforce services markets in Australia and New Zealand.

What sort of business can be StaffSure Certified?
Any Australian or New Zealand business which is a Workforce Services Provider can
become StaffSure Certified.
StaffSure is available for businesses across every industry sector, from fruit picking and
construction through to executive contracting and agency nursing.

What defines a Workforce Service Provider?
Workforce Services Providers are businesses that source, assign and manage employees
and contractors for business and government. They may hire and assign workers to work
directly for clients or they may manage their own workers to deliver the services as a
contractor.
There are many different names for Workforce Services Providers such as labour hire
providers, contracting firms, employment agencies, payroll agencies and recruitment firms.
StaffSure covers all of these service providers.

Who developed StaffSure and why?
The StaffSure Standard and certification program was developed by the peak industry body
for the recruitment and staffing industry in Australia and New Zealand, RCSA. In developing
StaffSure, RCSA worked in consultation with industries that use Workforce Services
Providers, governments that regulate them, unions that employ workers within them and
certification experts.
To ensure the StaffSure platform was perfect and met market needs before launching to the
general public, RCSA engaged a number of Workforce Services Providers to undertake a
pilot program across Australia and New Zealand.
StaffSure was developed because there were a number of businesses in the market who
were not meeting their legal obligations to workers and, following evidence of exploitation,
there was a call from the industry and the government for the development of a scheme that
made it easy and simple to work out which providers had business integrity and which did
not - who to use and who to avoid.
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What does StaffSure do?
StaffSure ensures that businesses, from farmers and factories through to banks and
builders, only use reputable providers, who have proven business integrity, look after their
workers and don’t pose a risk for those that rely upon them in business.
StaffSure is also available to government bodies so that they can procure Workforce
Services Providers with confidence.
StaffSure certification is available to any business or person that provides a workforce
service in Australia and New Zealand so long as they are prepared to be independently
audited against the StaffSure Standard, which covers six key business integrity elements.
1. Fit & Proper Persons own and run the business
2. Work Status & Remuneration to ensure workers receive minimum employment
entitlements
3. Financial Assurance to operate the business sustainably
4. Safe Work for all workers
5. Immigration and visa laws are complied with
6. Accommodation supplied by employers or clients is suitable and rent is fair

Who carries out the auditing?
SGS, the world’s largest auditing and certification firm, manages the StaffSure audit program
and is the first tier audit firm. SGS are an independent body and have a long and strong
record of auditing against business standards.

How often are the audits carried out?
SGS will audit Workforce Service Providers every 24 months under the default scheme.
High risk companies, either identified through the audit process or by RCSA, may be
required to have annual audits until they are confirmed as meeting the certification standard.
Random surprise audits are also conducted to ensure integrity of the scheme. Such audits
may occur in addition to the regular audits.
Some clients or programs may require a different audit frequency. For example, it is open
to the head of a supply chain to require all of their supply chain participants to be audited
every 12 months, instead of the default 24 month frequency.

Why should we preference a StaffSure Certified service provider?
When business, government, workers and professionals work with StaffSure Certified
providers, they are using their buying power to starve out the poor operators and reward the
reputable operators.
Importantly, StaffSure assists businesses and government bodies in reducing their own
‘joint-liability’ risk profile that exists under a range of laws covering everything from work
health and safety to employment relations.
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Likewise, StaffSure provides workers and jobseekers with peace of mind that a Certified
Workforce Service Provider has business integrity and is committed to protecting their
workers.

How do we find out which firms are StaffSure Certified?
A list of StaffSure Certified Workforce Service Providers is available at www.staffsure.org.
This list is regularly updated.

Where can we find more information or get involved?
If you are:
•
•
•
•

a business or government using Workforce Service Providers;
a Workforce Services Provider wanting to become certified;
a worker wanting to use only StaffSure Certified firms; or
an interested person or organisation

Go to www.staffsure.org .
Or call RCSA on 1300 727 504 in Australia or 0800 441 904 in New Zealand.
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