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Introduction: The great reconnect

Welcome to the 2023 edition of the Frazer Jones
Australia HR salary guide and market report.

Last year we talked about the ‘The Great Disconnect’
in the context of hiring and salary expectations but
also between employers demanding a return to the
office and employees demanding flexibility. This
year we have seen the “Great Reconnect”, as people
are reminded that in-person engagement and
collaboration are essential to a company’s corporate
culture and team morale.

While hybrid work is the norm for many roles, some
employers are still wanting to increase in-office days,
however many candidates will not consider taking a role
that requires them in the office full-time. Companies
need to strike a balance between return-to-office
policies and the benefits of flexible work arrangements.

We are also starting to see trials in Australia and
across the globe for a 4 day work week. And whilst
these are looking promising, not all companies can
revert to this business model, forcing many to adapt
and grow current hybrid working arrangements.

Inflation and a tight candidate market have put
salaries under pressure, and after two years of high
salary jumps, candidates are expecting their salary
to continue to rise in 2023/24 with each role change,
potentially leading to unrealistic salary requests and
expectations. Starting salaries are continuing to
trend upward, and even more sharply for in-demand
roles, however the senior end of the market has now
stabilised.

Whilst salary continues to dominate, benefits
have become increasingly important, with many
companies enhancing their benefits package to
attract new talent and satisfy existing employees.

Angela Franks

+6129236 9054
angelafranks@frazerjones.com.au

Another trend over the past couple of years was the
perception that remote working on a full-time basis
was the future of work, however as organisations
continue to develop and learn about the hybrid
working model, it has become apparent that a more
efficient model needs to be achieved.

For those people that relocated/moved to a more
remote location, whilst maintaining their existing
role and existing salary, we sadly report thatit’'s no
longer the norm. Nowadays, very few organisations
are happy and/or willing to have employees based
outside of the city where the role is based. There is
a need/desire for organisations to have their team
where they need them and when they need them.

As of October 2023, inflation has increased above
expectations, job vacancies continue to fall (down
20% from earlier in the year), and interest rate hikes
continue to put downward pressure on overall
economic growth. Our resilient Australian labour
market is beginning to soften around the edges.

On behalf of the Frazer Jones team, thank you to
everyone who participated in this survey, and to

the businesses and professionals who continue to
choose us for their recruitment needs. We strive to
provide our clients and candidates with valuable and
insightful market insights and relevant data to help HR
professionals make informed career decisions, and
businesses to make important hiring decisions.

If you would like to discuss any of the topics in this
report, please do reach out. We are always available
for a confidential discussion, and we look forward to
hearing from you.

Partner | Head of Frazer Jones Australia
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About the survey

We surveyed HR professionals across Australia to get a
comprehensive view of the market, including salary, benefits,
hiring intentions, recruitment trends, and career plans.

Respondent Demographics

Years of experience

2%

Less than 1 year

19% 29%
11-15 years 20+ years

14% 14%

1-3 years 7-10 years 16-19 years
Company size Level of responsibility
_ 1-49 employees | 5% C-Suite

50-249 employees | 19% l 3%
Director/Head of
25%
250-499 employees | 12% Senior Manager/Manager
27%

500-999 employees | e Senior Business Partner/Business Partner

1000-2499 employees | 15% Consultant

e

Advisor/Officer
9%

2500-4999 employees | 10%

5000+ employees | 24% Coordinator/Assistant

B >

Administrator

1%
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Industry

Accountancy and finance - 2%

0.5%

Architecture

canicns [ 3%

Defence - 1%

caucarion [N 4%

Electricity, gas, water and waste services 2%

Engineering and construction _ 5%
rirrecn [N 3%

Financial services

FMCG/consumer goods

Food and beverage - 2%

Government

Healthcare

6%
3%

4%
7%

nswrance | 4%

Investment/asset management . 0-5%

IT and technology

7%

Leisure, tourism and hospitality _ 3%
Manufacturing and operations _ 6%

Media and entertainment - 2%

Mining, resources and energy

Professional services

Property/real estate 2%

3%

Not for profit/charity _ 4%

Pharmaceuticals 2%

4%

Retail, luxury and lifestyle _ 4%

0.5%
0.5%

Telecommunications

Trades and labour

We always aim for participation from a range of
sectors, experience levels, abilities and demographics.
We strive towards a balanced view of the market from
people with different professional experiences and
perspectives.

Once again, thank you to all those professionals who
completed our survey. Your contribution allows us to
getanin-depth perspective into the market and allows
us to add these insights to our own observations and
insights into salaries, benefits and recruiting trends.
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Key findings and insights

Australia’s economy and labour market
continues to face complex challenges.

Recruitment challenges

Despite the fears of recession and global political
uncertainties, the Australian job market started 2023
steady, with unemployment holding fast at 3.5%
however, skills shortages continued to challenge
many companies’ growth objectives. For those
candidates looking to move, they are remaining
cautious, evaluating their opportunities to ensure they
won't be deprioritised in their new workforce if the
market turns. However, with inflation and living costs
rapidly rising, many people are willing and almost
needing to look for ways to increase their salary

and are being enticed by competing organisations
offering better salary and benefit packages.

These concerns of skills shortages and retention have
been reflected in our survey with 46% of respondents
saying that finding quality candidates was their
biggest recruitment challenge, 21% are concerned
about retention/turnover, and 6% are concerned with
the time it will take to fill vacant roles.

Biggest recruitment challenge for 2023

Shortage of quality
candidates

Employee retention/
turn-over

Budget concerns

Speed of process
(time to hire)

Top priorities for HR professionals

Retention continues to retain its importance for

HR Professionals in Australia. With skills shortages
continuing to dominate the market, business leaders
are focused on retention strategies and investing in
internal training and professional development of
existing employees.

With the candidate-driven market, 52% of HR
professionals say that employee retention is their
number one priority, with employee development
and upskilling (36%) also high on the agenda (36%).

Recent studies show that employees would stay
working at a company that is focused on Health

and Well-being initiatives. This was reflected in our
survey, with 30% advising that health and well-being
was also on their priority list. Mental health issues
can have a direct effect on work productivity and
the overall well-being of an employee.

Top priorities to deliver in 2023

Employee retention

Employee development

Health and well-being

Technology
implementation
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Salaries and compensation

Fierce competition for talent combined with the
rising cost of living is putting salary at the forefront
of the battle to attract talent. Consequently,
employers are leading with higher compensation
packages to retain and attract talent. In 2022 we
saw salaries climb in response to increasing skills
shortages. This year, in a labour tight market, the
salary pressure has come from companies offering
higher salaries to lure people away from their current
role rather than just matching it.

Our survey revealed that 25% of HR professionals
have not had a pay increase this year, of which
nearly 70% have been in their role for between

one and five years. Digging deeper, those that did
receive an increase of 5% or more, 37% have been in
their current role 11 months or less, reconfirming that
people are moving into new roles, so as to achieve
the salary increases they need.

Salary movement

25%

Stayed the same

9%
Increased by more than 20%
1%

Increased by more than
10% but less than 20%

18%
Increased by more than
5% but less than 10%

37%

Increased by up to 5%

Bonuses

Whilst bonuses are an important part of the overall
compensation package, the focus for candidates
looking to move roles has been on achieving an
increase in base salary.

This year, 42% of respondents reported that they
are not expecting to get a bonus this year and for
the remaining 58% that are expecting a bonus,
the majority are anticipating bonuses of between
6% and 10% of their annual salary. When analysing
percentage bonus perindustry sector, those
working in the mining, resources and energy,
financial services, and property and real estate
sectors, reported the largest bonuses of more
than 21%.

— | 9.5%

[~ °

19 of HR professionals are expecting
0-5% a bonus of up to 5% of their annual

salary this financial year

@ 17.5%

of HR professionals are expecting
6-10% a bonus of between 6% and 10% of
their annual salary this financial year

(0]
1%
of HR professionals are expecting

1-15% a bonus of between 11% and 15% of
their annual salary this financial year

(o)
9%
of HR professionals are expecting a

16-20% bonus of between 16% and 20% of
their annual salary this financial year

(o)
0, 11%
of HR professionals are expecting a

21%+ bonus of 21% or more of their annual
salary this financial year
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Compensation satisfaction

Overall, our survey revealed salary satisfaction was
sitting at around 2.5 out of 5. This is not unexpected,
when recipients have responded with below average
bonuses and salary increases.

Looking deeper into these results, those who said
they are very satisfied with their remuneration, 65%
were anticipating/or had received a bonus, and 55% of
those had also received a pay increase of at least 10%.

People who rated that they were the least happy were
mostly at Manager levels in their role for 1to 2 years.
In this group, 55% did not receive a bonus and nearly
50% had their salary stay the same or decrease. As
would be expected, dissatisfied employees brings
with it plenty of risk. Our survey showed 60% of these
individuals stated that they were going to look for a
new role within the next six months.

Salary satisfaction

13%

Total satisfied

26%

Somewhat satisfied

28%
Neither satisfied or
dissatisfied

23%

Somewhat dissatisfied

10%
Totally dissatisfied

Benefits and perks

Benefits and perks, as we know, are now a crucial
component to an attractive salary package and can
make all the difference in a tight labour market. Whilst
salary is still front of mind, benefits have become
increasingly important to professionals since the
pandemic. To build a strong and compelling employee
value proposition in a changed marketplace,
companies need to enhance their benefits packages
on offer for both new starters and existing employees.

As the world of work has moved on, there is an
argument that hybrid/flexible working is less of a benefit
and more an expectation but with company pressure

to return to the office, we continue to see that the most
valuable benefit is flexibility. Australians value their
flexibility, and not surprisingly, want to continue to have
autonomy over working hours and working location.

Our survey revealed that flexible working options,
performance bonus, working a compressed working
week and extra paid leave were the most important
benefits to stay satisfied in their job.

Most valuable employee benefits

68%
Hybrid/Flexible work
options

39%

Performance bonus

38%
Four day working week
with fulltime salary

21%

Extra paid leave
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Retention

Retention retains its importance again this year. As
previously mentioned, skills shortages are dominating
the market, so HR professionals and business

leaders are focused on the development of retention
strategies, including investment in internal training,
development of hybrid/flexible working models, DEI
and ESG initiatives, wage parity and benefits for the
future of work. All of these are imperative to keep
employees satisfied in their jobs as well as to attract
new and future top talent.

Our survey has revealed that 45% of respondents

are looking to change jobs in the next 12 months and
20% are actively looking now. If we look deeper into
the details of people considering a move, 84% are in
permanent work and the biggest category was people
in their role 2-6 years. With smaller bonuses and pay
rises being very conservative, HR professionals are
having to think about the next role to increase their
earnings, and personal development and will move
more frequently to get the things they need.

Employees movement trends

@ Looking to change jobs in next 12 months | 45%
Actively looking for a new role now | 20%
® Considering a move in the next 1-2 years | 17%

@ Not considering a move right now | 37%

For those respondents thinking about changing roles,
45% listed increase in base salary as the number one
reason, followed by professional development and
growth opportunities (21%) , and hybrid/flexible work
options (5%) and work/life balance (6%).

Main reasons to move/look for a new role

Increase in base
salary

Professional
development and
growth opportunities

Work/life balance

Hybrid/Flexible
work options

For those thinking about changing roles to seek an
increase in base salary, 52% said it would have to be
for anincrease of at least 10-20%, followed by 23%
of respondents advising that they would move for a
base salary increase of between 5% and 10%. With a
total of 90% not moving for anything less than 5%.

The benefits of paying staff at or slightly above (5%)
market rate, giving access to hybrid working and
investing in employee development and growth,
outweighs the costs of finding new staff.
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Hybrid/flexible working

Flexibility has long been key to attracting and Current working pattern -

retaining the best talent. Thg .modern workforce Work from home (WFH) vs office
values autonomy and the ability to have more control
over how and where they work is only increasing. It's 100% office-based

still a hot topic and keeps on evolving as the market

continues to change. 1%

Whilst it would be a mistake to view demand for
flexibility as only a recentissue: the desire came long
before the pandemic. Our pre-2019 surveys revealed 16%
that more than 55% of the workforce worked fulltime

in the office and did not have the option to work

remotely or work-from-home (WFH). 3 days office + 2 WFH

4 days office + 1 WFH

Today, hybrid working options are now an expectation 30%
among professionals. Our survey revealed that 50%
were back in the office 2 to 3 days a week, however
as the year has progressed, we have seen employers
putting efforts in place to promote an arrangement
which sees employees coming to the office 3to 4
days a week. We also found that 75% of respondents
said they would be likely to say no to a new role if 1day office + 4 WFH
they were required to be in the office 4+ days a week.
More than half of our respondents said their working

pattern was mandated by their employer, with more

2 days office + 3 WFH

20%

7%

than 55% saying that their employer was wanting/ 100% WFH/remote
requiring employees back in the office more often
than last year. Where people are in the office 3 to 4%

4 or even 5 days a week, it's not necessarily been
mandated but the culture or business needs lends
itself to doing those days.

No fixed pattern

12%

Organisations who embrace hybrid working
arrangements and give their staff choices benefit
from higher staff morale and better performance.
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Australian HR recruitment market | Sydney

The Sydney HR market is resilient but not immune to
the market pressures we have seen this year.

At the start of 2023 there were signs that HR budgets
were being pulled back and after the growth we

saw in 2022, this was not a huge surprise. Both
international and local businesses have been feeling
the impact of the market shift, however it has still
been a busy year for HR in Australia.

When budgets get tight, we often see roles in L&D,
and DEIl become less of a priority, but this year we
have not seen that trend. If anything, these specialist
skills seem even more relevant as businesses
continue to grapple with getting employees to return
to the office. In terms of growth, we have seen an
increase in HSE roles, as a result of legislative and
regulatory changes sweeping through. On the flip-
side, we have seen a contraction in Talent Acquisition
roles, in lock step with the turn in the market (which
are also usually the first to pick up when business
confidence returns).

There have also been some big differences when it
comes to demand for HR professionals across the
different industry sectors, with the biggest increases
in Healthcare and Retail, whilst the biggest decline
was in Banking and Financial Services.

Sydney salaries

Whilst we saw some substantial salary increases in
2022, the rate of the increase seems to have slowed
to a more conservative and sustainable level in 2023.
Salaries at the senior end have stabilised but there
we are still seeing flexibility at the junior to mid-level.

For clients with tight salary budgets especially when
hiring at the entry level, for those who can invest time
into training, there is some great talent ready and
willing to make the move into HR.

Advice to clients

Whilst we have been hearing about redundancies and

restructures, it is still a competitive market across
most areas of HR and we are having to approach
passive candidates. These candidates are generally

needing the same or better hybrid/flexible working
approach and a salary uplift to consider a move. If
these things are a potential issue then they look to
the company culture and what progression might
look like —not necessarily in seniority, but it could
also be about gaining different knowledge, skills or
experience. The clients who are most successful are
honest about where they are on their HR journey.

Advice to candidates

2022 was certainly a candidate driven market and
as those trends start to shift you need to be mindful
of how you represent yourself in your job hunt and
where your skills/experience fit. Start thinking about
your CV and how you can refresh it.

Connecting and building relationships is more
important than ever. Staying in touch with recruiters,
ex-colleagues and the HR community in general

is always a good approach but our top tip is to be
honest and genuine. In the last 12 months we have
seen offers retracted or lost, due to candidates

not communicating and trying to juggle multiple
processes at the same time.

Most in-demand roles

HR Business Partner

People and Culture Coordinator

L&D Business Partner

ER Specialist

Safety Manager
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Australian HR recruitment market | Brisbane

With the 2032 Olympics on the horizon, itis an
exciting time for Queensland as investment grows.

After a turbulent and frenzied 2022, we transitioned
into a more considered and risk adverse environment
in 2023, where we have seen businesses ‘right-sizing’,
restricting head counts and creating more hoops to
jump through in order to gain hiring approval.

With the 2032 Olympics on the horizon, it is an
exciting time for Queensland as investment grows
and migration from interstate does not appear to be
easing up. However, this is a long game and while the
opportunities are coming, it is still a smaller market
comparing to Sydney and Melbourne with many of
the top jobs still sitting down south. We saw early on
last year that businesses were wanting staff to be sat
locally and moving away from remote models.

However, what we have been interested to find is
that candidates are equally not wanting to work
remotely, instead aiming for a 2 to 3 days in the
office hybrid arrangement. We have been surprised
by the number of candidates who moved to
Queensland bringing with them their roles from down
south, opting to work remotely are now changing
track, finding their situation to be isolating and
craving that office environment again (at least 2 days
per week), in line with what we are seeing nationally.

Queensland Salaries

Salaries have been tracking in line with most
national bandings. The only variation is with smaller,
local Queensland businesses not being able to
compete with national salaries. However, to attract
the best candidates, businesses are still having to
be competitive and be mindful of total packages/
benefits available. Culture and environment are
still key incentives for candidates to make a move
with many willing to compromise on salary if it
means they are getting a supporting and engaged
culture with People at its centre. There has been a
clear shift from the 10%-20% salary increases that
we were seeing last year to a much more modest
expectation from candidates this year.

Advice to clients

While hiring has slowed, it is still a competitive market
as candidates have become more hesitate and risk
adverse. They need more persuasion to leave their
current positions and as we have touched on, they

are not always motivated by money. Culture and
environment is also key so making this clear on external
communications as well as clearly defined roles and
benefits. Hybrid working is still on most candidate’s
minds, with the stats proving, most want 2/3 days in the
office with flexibility around which days these will be.

Advice to candidates

With a cooling market, having a flexible mindset when
searching for your next opportunity is key. The more
open you are to different industries and/or scope

of role, the more opportunity there will be to land

your next role. This may mean exploring a contract
opportunity that could lead into something longer term
and help to broaden your own personal network. We
are also seeing longer hiring processes as businesses
now must justify hiring spend which often means more
interviews and longer approvals processes, so give
yourself a reasonable amount of time to find your next
position. Have trust in the process and where you can,
utilise your own network.

Most in-demand roles

People and Culture Business Partner

Director of Human Resources

Reward Manager

Early Careers/Graduate Recruiter
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Australian HR recruitment market | Melbourne

The HR market in Melbourne began 2023 with
a mix of known factors and uncertainties.

At the beginning of the year interest rates, rising
inflation’s impact on business, consumer confidence,
and the potential surge in unemployment were at the
forefront. Whilst these questions are still relevant,
and the market has cooled down the demand for key
HR talent remains across many of the commercial
sectors, with the highest demand being across the
legal, professional and financial services sectors.

One significant trend is the call for organisations to

do more with less, as interest rates impact consumer
spending, requiring HR to make resourcing adjustments
to maintain efficiency. Even previously booming sectors
like technology are now focusing more on performance
and streamlining Talent Acquisition teams.

At the beginning of 2023 we saw businesses express a
preference for moving away from remote work models.
However, what we've observed is that flexible working
flexibility remain the key priorities for candidates with
a preference for spending 2 to 3 days in the office.

In a bid to attract top-tier talent, businesses find
themselves needing to maintain their competitive
edge while being mindful of the total packages and
benefits they offer. While salary remains essential,
it's evident that culture and work environment have
become key incentives for candidates to consider
making a move. Last year, we witnessed a trend of
significant salary increases, often ranging from 10%
to 20%, being offered to candidates. However, this
year, the expectations have shifted to a more modest
level. Candidates are no longer expecting such
substantial salary increments, emphasizing instead
the importance of finding the right cultural fit and a
workplace that values its employees.

Advice to clients

Despite the slowdown in hiring, the job market remains
competitive due to candidates becoming more
cautious and risk averse. Convincing them to leave
their current roles requires extra effort, as monetary
incentives are not always the primary motivating factor.

Emphasising the organisation’s culture, work
environment, and offering clearly defined roles and
benefits in external communications can be essential
in attracting top talent. Moreover, most candidates
have hybrid working preferences in mind, with
statistics indicating that they desire to spend around
2 to 3 days in the office while retaining flexibility in
choosing those specific days.

Advice to candidates

In a less buoyant market, it is important to be flexible
while searching for your next opportunity. Being

open to exploring various industries and roles can
significantly enhance your chances of finding the
perfect fit. You might want to consider contract
positions, as they could potentially lead to longer-term
opportunities and allow you to expand your professional
connections. Hiring processes have become lengthier
due to businesses needing to justify their recruitment
expenses. This can mean more interviews and longer
approval procedures so it is important to give yourself
a sensible time frame to find your next position. Having
confidence in the process and making the most of your
personal network whenever you can.

Most in-demand roles

HR Manager

HR Business Partner

Diversity and Inclusion Specialist

Reward Specialist
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Australian HR salaries

With our global footprint and decades of
experience, we understand every niche
and nuance of HR recruitment.

We cover every HR and people function, with
dedicated teams working on HR generalist, learning
and development, reward, payroll, HRIS, human
capital and talent acquisition hires, among others.

All salaries are base salary excluding superannuation,
in AUD and are an indication of market averages.
There are anomalies outside of these bandings where
exceptional compensation structures apply.

Our teams work at every level too — hiring everyone
from entry level to chief HR officers (CHROs).

If you would like bespoke salary benchmarking,
please do get in touch with one of the Frazer Jones
Australia team.

HR Generalists

Sydney

Melbourne

Brisbane

Chief People Officer

300,000-475,000

300,000-450,000

300,000-450,000

HR Director

220,000-320,000

180,000-320,000

180,000-300,000

Head of HR

180,000-260,000

190,000-250,000

180,000-250,000

HR Manager

150,000-210,000

160,000-180,000

150,000-190,000

Senior HR Business Partner

160,000-220,000

160,000-200,000

150,000-190,000

HR Business Partner

120,000-170,000

140,000-170,000

120,000-160,000

Senior HR Advisor

110,000-135,000

100,000-135,000

95,000-135,000

HR Advisor

85,000-120,000

85,000-115,000

85,000-115,000

HR Coordinator

70,000-90,000

70,000-85,000

70,000-85,000

HR Administrator

60,000-80,000

55,000-75,000

55,000-75,000

L
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Talent Acquisition and Operations

Sydney

Melbourne

Brisbane

Head of ER/IR

200,000-260,000

190,000-240,000

190,000-220,000

Head of Talent Acquisition

180,000-220,000

185,000-220,000

180,000-220,000

ER/IR Manager

155,000-200,000

160,000-210,000

165,000-205,000

HRIS Manager

150,000-175,000

150,000-170,000

140,000-170,000

HR Operations Manager

140,000-175,000

140,000-170,000

140,000-170,000

Talent Acquisition Manager

130,000-180,000

120,000-180,000

120,000-180,000

Talent Acquisition Partner

120,000-160,000

120,000-160,000

110,000-160,000

ER/IR Advisor

130,000-160,000

130,000-160,000

95,000-160,000

Talent Acquisition Consultant/Advisor

90,000-120,000

90,000-120,000

80,000-120,000

Talent Acquisition Coordinator

70,000-85,000

70,000-85,000

65,000-85,000

Learning and Development (L&D), Organisational Development (OD), and Diversity and Inclusion (DEI)

Sydney

Melbourne

Brisbane

Head of Learning and Development

200,000-300,000

200,000-270000

190,000-250,000

Head of Diversity and Inclusion

180,000-250,000

180,000-250,000

180,000-250,000

Change Manager

160,000-200,000

160,000-190,000

160,000-190,000

Learning and Development Manager

140,000-180,000

140,000-180,000

140,000-180,000

Organisational Development
Manager

140,000-180,000

140,000-180,000

140,000-180,000

Diversity and Inclusion Manager

125,000-200,000

125,000-190,000

100,000-145,000

Organisational Development
Consultant/Specialist

120,000-160,000

120,000-160,000

120,000-160,000

Change Specialist

120,000-170,000

120,000-160,000

120,000-160,000

Learning and Development Advisor

90,000-120,000

90,000-120,000

90,000-120,000

Learning and Development
Coordinator

70,000-90,000

70,000-90,000

70,000-90,000

Diversity and Inclusion Coordinator

70,000-90,000

70,000-90,000

70,000-90,000
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Reward and Payroll

Sydney

Melbourne

Brisbane

Head of/Director
Remuneration and Benefits

165,000-300,000

160,000-280,000

155,000-225,000

Remuneration and
Benefits Manager

140,000-210,000

140,000-200,000

140,000-200,000

Payroll Manager

100,000-180,000

100,000-180,000

100,000-170,000

Remuneration and Benefits
Consultant/Advisor

95,000-125,000

895,000-125,000

95,00-125,000

Payroll Officer

85,000-95,000

80,000-95,000

75,000-85,000

Health, Safety & Environment (HSE)

Sydney

Melbourne

Brisbane

Head of WHS/WHS Director

180,000-300,000

180,000-300,000

180,000-300,000

National WHS Manager

170,000-200,000

160,000-200,000

150,000-180,000

WHS Manager

150,000-180,000

150,000-180,000

150,000-180,000

Health & Wellbeing Manager

150,000-180,000

150,000-180,000

150,000-180,000

Safety Manager

150,000-180,000

150,000-180,000

150,000-180,000

RTW Manager

110,000-145,000

100,000-120,000

90,000-130,000

WHS Advisor/Consultant

100,000-130,000

90,000-120,000

80,000-120,000

Health and Wellbeing Advisor

100,000-130,000

90,000-120,000

85,000-120,000

Safety Advisor/Consultant

95,000-125,000

85,000-115,000

80,000-120,000

RTW Advisor/Consultant

90,000-120,000

80,000-110,000

75,000-100,000

WHS Officer/Coordinator

80,000-100,000

70,000-90,000

70,000-90,000

RTW Coordinator

80,000-100,000

65,000-85,000

65,000-95,000

LA
-




Australia HR market report and salary guide

How Al is revolutionising HR: Preparing for
the next phase of workplace evolution

Guest Authors, Jason Portelli, Managing Partner at Tech
Pathfinder and Troy Gread Managing Partner at Workvergent

In today’s technologically saturated era, one can
scarcely discuss industry transformations without
mentioning the omnipresent force of Artificial
Intelligence (Al).

This revolutionary tool has woven itself into the very
fabric of diverse sectors, and the realm of Human
Resources (HR) is no exception. A once traditional
field is now a pulsating hub of tech-infused
strategies, with Al playing the pivotal role of the
conductor orchestrating a harmonious symphony of
efficiency, accuracy, and innovation.

Al's role in modern-day HR doesn't halt at the

gates of recruitment. The predictive prowess of this
technology is nothing short of a game-changer.
Harnessing vast amounts of past hiring data, Al

can craft insightful forecasts through the use of
Predictive Analytics. Whether it's identifying the
likelihood of potential employee turnover, flagging
roles that might become challenging to fill due to
market trends, or offering pre-emptive solutions to
anticipated HR challenges, Al acts as a clairvoyant
assistant, guiding HR professionals through the
maze of human capital management. This challenges
the expectations of technology as more than a
simple time-saving tool, but a productivity-boosting
sidekick that can automate and speed up day-to-day
actions, enabling a far greater capacity for strategic
and value-enhancing engagement in our workplace.

From the perspective of job seekers, Al can also
streamline their job search now in ways we haven't
seen before. The days of sending generic resumes
into the void are dwindling. With Al's analytical
capabilities, candidates can tailor their resumes

to specific roles. Sophisticated tools dissect job
descriptions, suggesting subtle but impactful
modifications to ensure a resume doesn’t just match
the job description, but stands out from the crowd.

This challenges the expectations of
technology as more than a simple time-
saving tool, but a productivity-boosting
sidekick that can automate and speed up
day-to-day actions

Additionally, the digital platforms they lean on

have become more intuitive. Powered by Al, these
platforms analyze a candidate’s professional
trajectory, skills, and even preferences, proposing
opportunities that align seamlessly with the individual
candidate. For the meticulous candidate wanting to
perfect their interview technique, Al-driven virtual
coaching tools provide rigorous training, critiquing
nuances from articulation to posture. This in turn
raises questions of integrity and reliability for us as
we review candidate applications - Are we hiring
strong candidates, or not so strong candidates using
the 'performance enhancement' that is Al?

The true gain for organisations as we make our

way into the mid 2020's is the sheer array of ways

in which Al is able to increase productivity on an
individual worker level. Mundane, repetitive tasks
that once consumed sizable chunks of an employee's
day are now able to be swiftly automated. Routine
email sorting, basic data entry, even certain customer
interaction protocols are now being managed by Al -
The ramifications are profound.
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Employees liberated from such tasks can pivot
towards tasks of higher strategic value, fostering
innovation, and driving business growth. Moreover,
with Al consistently streamlining processes,
employees often report heightened job satisfaction,
a factor directly correlating with increased retention
rates. It’s not limited to knowledge workers either,
with efficiencies across manufacturing, distribution,
and retail being leveraged through the blend of Al,
machine learning, and robotics having a profound
impact on those industries.

However, the integration of Al into the HR realm is
a journey dotted with intricate challenges.

The unparalleled prowess of Al lies in its capacity
to manage, dissect, and interpret massive volumes
of data at lightning speeds. Yet, this strength casts
a double-edged shadow. The sheer magnitude of
data Al systems deal with, often encompassing
deeply personal and confidential information,
escalates the stakes.

The wide digital footprints left by employees,
potential hires, and even past associates serve as a
treasure trove for Al-enabled HR tools. These traces,
ranging from past employment details, performance
metrics, professional interactions, and sometimes
even biometric data, are invaluable for making
informed decisions. However, they simultaneously
present tantalising targets for malicious interception.
Data breaches, unauthorized access, or inadvertent
leaks could compromise not just an individual’s
privacy but can also jeopardize an organisation’s
reputation and integrity.

When this data includes Personal Identifiable
Information (PIl) - which can range from names, birth
dates, licence and passport information, to more
intricate data like behavioural patterns or biometric
details - even some data such as a first name or

an email address that would seem benign, can be
combined with other data to form the missing piece
a scammer or hacker needs to falsify someone's
identity - the consequences of a breach become
even more severe. Such breaches don't just have
financial implications in terms of potential lawsuits
or regulatory fines, but they also erode the trust an
employee or potential hire has in the organization.
Furthermore, with proprietary information at stake,
there's the added risk of sensitive internal strategies

or product details falling into competitors' hands,
threatening the very competitive edge of a company.

In addition, Al systems are designed to learn

and evolve based on the data they are fed. This
means that the very essence of an organization's
culture, biases (both explicit and implicit), and
decision-making tendencies might be distilled and
perpetuated by these systems. There's a looming
risk that, if unchecked, Al could inadvertently
amplify existing biases, leading to not just ethically
questionable decisions but also to potential missed
opportunities in talent acquisition and management.
In essence, while Al's capability to manage and
utilize vast amounts of data stands as its most potent
asset in HR transformation, it is also its achilles' heel,
demanding rigorous oversight, stringent security
protocols, and continuous ethical evaluations.

To navigate these murky waters, we need to
approach the future proactively. Organisations must
craft robust, forward-thinking policies, ensuring

the ethical and secure use of Al. Periodic audits,
data handling protocols, and ethical use guidelines
should be non-negotiable components of any Al-
integrated HR strategy. But policy-making alone
won't suffice. Regular training sessions, workshops,
and awareness drives are crucial, ensuring that
both HR professionals and the broader employee
base comprehend the intricacies of the Al tools they
interact with.

Integrating Al into your HR processes need not
be a treacherous voyage into the unknown. A risk
management approach, rooted in pragmatism and
foresight, can ensure you're equipped to harness
Al's potential while navigating its challenges.
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Here are some practical steps

Assessment and analysis

Begin with a comprehensive
risk assessment. Identify areas
where Al integration presents
vulnerabilities — from data
handling to potential biases.

Collaboration

Engage cross-functional teams. IT
can advise on technical security
measures, legal can provide
insights on compliance issues,
and PR can prepare for any
external communication needs.

Policy development

Craft clear, concise policies
that dictate Al usage. This
should encompass ethical
considerations, data handling
protocols, and emergency
response plans.

Training and education

Equip your teams with the
knowledge they need. Regular
workshops, seminars, and training
sessions ensure that those on

the frontline of Al implementation
understand its nuances and are
prepared to manage unforeseen
circumstances.

Transparency

Foster an environment of
openness. Whether it's with
your employees, stakeholders,
or even the broader public,
being transparent about your Al
initiatives, and more importantly,
how you're safeguarding against
risks, can build trust.

Continuous monitoring
and feedback

The world of Al is dynamic.
Implement monitoring
mechanisms to track the
performance and impact of your
Al tools. Regular feedback loops,
both internally and from users,
can offer valuable insights into
areas of improvement.

External partnerships

Consider collaborating

with external Al experts or
consultancies. Their specialized
knowledge can provide additional
layers of oversight, ensuring your
Al strategies are both cutting-
edge and safe.

Emergency protocols

Despite best efforts, sometimes
things go awry. Have an
emergency response plan in
place. Whether it's a data breach
or an unintended Al action,
knowing exactly how to respond
can mitigate damages and
reassure stakeholders.

Peering into the not-so-distant future, the
prospects of Al in HR are tantalizing. Seamless
integration could blur the lines between
conventional HR practices and tech-driven
protocols.

The intertwining of HR and Al is a narrative of
transformative change, teeming with promise.
As we sail these uncharted waters, a balanced,
informed approach will be the linchpin, ensuring

that the symbiosis between humans and machines

in the HR space is both fruitful and harmonious.
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Get in touch

With decades of experience within the industry
and an unrivalled network of connections
throughout the HR community, we have an
outstanding team of recruitment experts.

Angela Franks _ Roxane Sexton

Partner | Head of Australia ik 3' Director

+612 9236 9054 +612 9236 9030
angelafranks@frazerjones.com.au | roxanesexton@frazerjones.com.au

Denise Harmer

Associate Director

+613 8610 8409
deniseharmer@frazerjones.com.au

Kimberley Kenneth

Senior Consultant

+613 8610 8407
kimberleykenneth@frazerjones.com.au

Susan Lange Adela Frydrychova
Recruitment Consultant Associate Consultant
+612 9236 9078 ,. +612 9236 9055

susanlange@frazerjones.com.au adelafrydrychova@frazerjones.com.au
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About Frazer Jones

We're a global HR executive search
and recruitment consultancy.

We help HR professionals thrive and empower HR
leaders to put people and culture at the heart of their
business — creating a more progressive future, for

everyone.

We support companies of every size and within all
sectors, from professional services, retail, legal,
banking and financial services through to technology,
media and telecommunications, pharmaceuticals,
consumer and more.

USA

New York,
Orlando

We have an extensive global network and unrivalled
reach — with trusted experts on the ground across 16
international locations, including the UK and Europe,

North America, the Middle East, Asia and Australia.

We are part of The SR Group, a fast-growing and

hugely successful collection of specialist search and

recruitment consultancies covering everything from
tax, treasury and senior finance, as well as legal, risk

and compliance to marketing, sales and HR.

UK and Ireland
London,
Birmingham,
Bristol, Dublin

Europe

Amsterdam,
Dusseldorf,
Frankfurt, Milan

Middle East
Dubai

/—/

Asia
Hong Kong,
Singapore

Australia

Sydney,
Melbourne,
Brisbane
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