HIGH PERFORMANCE WORKPLACE PRACTICES: Partnership
Approach

It has been RSG’s experience that incentives and employee share plans by
themselves are usually insufficient to create a high performance workplace.
They need to be part of a genuine Partnership Approach’ to the workplace.

» The Partnership Approach is the best method to deal with organisational
concerns of:

Performance;
Productivity;
Innovation;

Worker Benéefits; and
Change.
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» The Partnership Approach requires significant effort from employers,
management, employees, unions, and other relevant stakeholders.

* It changes traditional roles and relationships.
* Under a partnership approach, workers, unions and management are the
‘brain’ of the organisation and become the source of change and

development of the organisation.

» The Partnership Approach is the catalyst for creating a high performance
workplace.

 The Partnership Success Cycle and Components of the Partnership
Approach are outlined in the diagrams below.

! Refer Achieving High Performance: Partnership Works - The International Evidence, National Centre for Partnership
Performance.
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The Partnership Success Cycle
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Employees treated as valued
and respected human capital.

Attributes

» Adequate fixed pay

e Share in financial success
(i.e. surplus value)

e Employee input

* Feedback sought

» Organic work systems

» Flat organizational structures

\ g

Participate in own work
decision-making

Role in developing flexible
work practices, encapsulating
individual needs and
preferences

Enterprise based training and
skill development

Partnership Approach Componentry
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Employee outcomes

Attributes

Mutual trust and goodwill
Active involvement in decision
making

Employee input into quality
product & service development
Employee commitment to
product & service
development.

Sharing in surplus value

Empowerment: opportunity
for employee and stakeholder
contribution

Attributes

e Career and skills
development

« Control over work design

* Work teams

e Controlling costs

» Focus on outcomes

Participation in organisational
decision making (e.g. major
business developments)

Flexible pay delivery

Common menu of core flexible
benefits

Performance review linked to
pay and progression

Employee rights and benefits

Attributes

o Better long term security

* More recognition and access
to enterprise agreements

» Employee/family support

» Employee accountability

» Employees flexible to needs
of the organisation

» Employees focused on
organisation’s
goals/aims/mission

e Meaningful and rewarding
work.

Security of tenure

Employee short and long-term
incentives

Employee equity participation

Two-way communication and
accountability

Management Outcomes

Employee Response

Attributes

Employee participation and
ownership mentality
Employee commitment and
contribution to product and
service development

Employment Relations

Attributes

Attract, retain and motivate
skilled staff

Increased levels of morale,
motivation and productivity
Reduced labour absenteeism
and turnover

Reduced levels of negative
conflict

Creative tensions in high
performance workplace

Organisational Performance

Attributes

Better quality and innovation
Maximisation of capital growth
and profits

More acceptance of change
and development

Positive  reinforcement  of
different roles and interests of
management, employees,
unions and other stakeholders.
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