
  

 

  

 

 

Great Reads 
 

 
 

Taken from interviews 

with more than 40 of 

Australia's most 

inspirational business 

figures and combined with 

personal experience, this 

motivational proposal 

helps entrepreneurs find 

purpose and meaning in 

their careers.    

 

This practical guide shows 

businesspeople that by 

truly and fully answering 

one question, they can 

become better leaders and 

know more about why and 

how they work.  

New Federal Minimum Award Pay Rates 

 
Fair Work Australia has released the new modern award wage 

determinations (wage increases).  The determinations take effect 

from the first full pay period on or after 1 July 2010.  All businesses 

must comply with the new pay rates.  For more information contact 

either Phoebe or Rebecca.  

 

 
Phoebe Kitto and Rebecca Munro, 

the HR Dynamics team.  

Employee Engagement 

Have you heard people talking about ‘employee engagement’ and wondered, in simple 
terms, what the fuss was about?  A ‘management’ definition of employee engagement 
is: 

“The extent that an employee believes in the mission, purpose and values of an 
organisation and demonstrates that commitment through their actions as an employee 
and their attitude towards the employer and customers. Employee engagement is high 
when the statements and conversations held reflect a natural enthusiasm for the 
company, its employees and the products or services provided.”  (definition provided by 
Derek Stockley, www.derekstockley.com.au ) 

To put it simply, employees engaged with their employer are happier and more 
productive.    The key points of employee engagement are quite simple, we have 
compiled some from various management articles below: 

¶ Trust and integrity – how well managers communicate the vision, values and 
'walk the talk'.  

¶ Nature and requirements of the role –Is it challenging and stimulating day-to-
day?  Does the employee understand how their work contributes to the 
organisation's performance?  

¶ Career Growth opportunities –Are there future opportunities for growth and 
career development?  

¶ Pride about the organisation – How much self-esteem does the employee feel 
by being associated with their organisation?  

¶ Coworkers/team members – significantly influence an employee’s level of 
engagement  

¶ Employee development – Is the organisation making an effort to develop the 
employee's skills?  

¶ Relationship with manager – Does the employee value his or her relationship 
with his or her manager?   

HR Dynamics can conduct a culture check (staff engagement survey) on your business, 
starting from just $440. 

 



 
 

 

  

For more information on our cost effective staff management solutions , 

contact HR Dynamics.  HR process work starts from  $70 per hour and t raini ng 

starts from as little as $22 0 per session.   

 

Phoebe Kitto & Rebecca Munro  

Human Resource Dynamics  

PO Box 12322, CAIRNS  4870 

Phoebe@hrdynamics.com.au  0438 725 946 

Rebecca@hrdynamics.com.au  0418 713 523 

www.hrdynamics.com.au  

 

(2 $ÙÎÁÍÉÃÓ ȬÃÈÅÁÔ ÓÈÅÅÔȭ ÆÏÒ ÃÏÎÄÕÃÔÉÎÇ ÐÅÒÆÏÒÍÁÎÃÅ ÒÅÖÉÅ×Ó 
 
1. Give the staff member notice that you will be conducting their performance review 
 
2. Pick a good time for the review (late in the day when you are both tired may not be the best time) 
 
3. Make sure that no-one around can overhear what is being said 
 
4. Be well prepared; think about what you are going to say. If it is a difficult review practice how you will say it. What 

is the main message that you want to get across in the review?   Be clear on your feedback and give as many 
examples as possible, listen to what the staff member has to say, use the opportunity to get their feedback 

 
5. The performance review should hold no surprises,  the staff member should already be are of areas he/she needs 

to improve in 
 
6. You may write in comments before the review but mark the grading as you go. There are two reasons for this: a) 

it shows that you have an open mind and will listen to what the staff member says regarding their performance b) 
human nature will mean the staff member will look ahead if they get all “excellent” they may think great I am 
doing fine and then zone out, if they see a “did not meet” they may start to get defensive right from the start. 

 
9. In areas that need improving give the staff member ideas on how they can improve in this area. Remember – 

people do not want to fail. 
 
10. Use the opportunity to get feedback from the staff member on how you perform as a supervisor.   
 
12. If the staff member is not meeting performance criteria in a specific area then a performance plan needs to be 

put in place, this will outline what they need to improve on, how they should go about improving this area and a 
time frame in which they need to reach competency levels in.  

 
13. If you say you will follow up on issues (i.e. I need more uniforms, my leave still needs to be approved etc) make 

sure that you do in a timely fashion. 
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