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Chapter 8: Human Resource Management and Events

MULTIPLE CHOICE

1. 
Event organisations often have a 'pulsating' organisational structure. This means that, in terms of personnel:

a. 
Staffing levels, particularly that of volunteers can fluctuate unpredictably

b. 
They can grow quickly as the event approaches can contract quickly when it ends

c. 
The ratio of managers to staff can shift significantly over the course of a single event

d. 
All of the above

ANS: B. They can grow quickly as the event approaches can contract quickly when it ends

FEEDBACK: Easy. 
REFER TO SECTION: Considerations Associated with HR Planning for Events

2. 
Event organisations often have a 'pulsating' organisational structure. The challenge this presents to the HR manager is:
a. 
In obtaining paid staff given the short-term nature of the employment offered

b. 
In working to short timelines to hire and train staff, and the attrition rates associated with the pressure of working to tight timelines

c. 
In shedding staff quickly once the event is over

d. 
All of the above

ANS: D. All of the above

FEEDBACK: Easy. 
REFER TO SECTION: Considerations Associated with HR Planning for Events

3. 
Something that defines a job in terms of specific tasks and responsibilities and identifies the skills and qualifications needed to perform that job successfully is called a:
a. 
Job description

b. 
Job specification

c. 
Job analysis

d. 
All of the above

ANS: C. Job analysis

FEEDBACK: Moderate. 
REFER TO SECTION: The HR Planning Process for Events

4. 
A statement that identifies why a job has come into existence, what the holder of the job will do, and under what conditions the job is to be conducted is called a:
a. 
Job description

b. 
Job specification

c. 
Job analysis

d. 
All of the above

ANS: A. Job description

FEEDBACK: Moderate. 
REFER TO SECTION: The HR Planning Process for Events

5. 
A statement that identifies the experience, qualifications, skills, abilities, knowledge and personal characteristics needed to perform a give job is called a:
a. 
Job description

b. 
Job specification

c. 
Job analysis

d. 
All of the above

ANS: B. Job specification

FEEDBACK: Moderate. 
REFER TO SECTION: The HR Planning Process for Events

6. 
Which of the following is true?
a. 
A job description is derived from the job specification, which in turn is an outcome of the job analysis

b. 
A job specification is derived from the job description, which in turn is an outcome of the job analysis

c. 
A job analysis is derived from the job description, which in turn is an outcome of the job specification

d. 
All of the above

ANS: B. A job specification is derived from the job description, which in turn is an outcome of the job analysis

FEEDBACK: Moderate. 
REFER TO SECTION: The HR Planning Process for Events

7. 
Which of the following is not a function of policies and procedures in a HR planning process?
a. 
To reassure all staff that they will be treated fairly

b. 
To remove the need for trained, experienced and expensive staff in the HR functions

c. 
To help managers make quick and consistent decisions

d. 
To give managers confidence to resolve problems and defend their positions

ANS: B. To remove the need for trained, experienced and expensive staff in the HR functions

FEEDBACK: Moderate. 
REFER TO SECTION: The HR Planning Process for Events

8. 
The process of concentric circle recruiting refers to:
a. 
Starting with a broad search, and step by step narrowing down the search for the ideal employee

b. 
Placing the organisation at the centre of prospective employees' areas of interest

c. 
Using stakeholders to communicate the event's staffing needs

d. 
All of the above

ANS: C. Using stakeholders to communicate the event's staffing needs

FEEDBACK: Moderate. 
REFER TO SECTION: The HR Planning Process for Events

9. 
During the recruitment process, consulting references or peer group ratings are ways of determining an applicant's suitability:
a. 
Based on past behaviour

b. 
Based on present behaviour

c. 
Based on predictions of future behaviour

d. 
All of the above

ANS: A. Based on past behaviour

FEEDBACK: Moderate. 
REFER TO SECTION: The HR Planning Process for Events

10. 
During the recruitment process, examining portfolios is a way of determining an applicant's suitability:
a. 
Based on past behaviour

b. 
Based on present behaviour

c. 
Based on predictions of future behaviour

d. 
All of the above

ANS: B. Based on present behaviour

FEEDBACK: Moderate. 
REFER TO SECTION: The HR Planning Process for Events

11. 
During the recruitment process, observing the applicant in simulations of work situations is a way of determining an applicant's suitability:
a. 
Based on past behaviour

b. 
Based on present behaviour

c. 
Based on predictions of future behaviour

d. 
All of the above

ANS: C. Based on predictions of future behaviour

FEEDBACK: Moderate. 
REFER TO SECTION: The HR Planning Process for Events

12. 
The induction process:
a. 
Discusses the job description with the individual

b. 
Introduces the organisational culture, history and working arrangements

c. 
“Bonds: the individual to the organisation

d. 
All of the above

ANS: D. All of the above

FEEDBACK: Moderate. 
REFER TO SECTION: The HR Planning Process for Events

13. 
Which of the following is not a method for identifying what training is required to successfully deliver an event?
a. 
Performance appraisals of existing staff / volunteers

b. 
Stakeholder feedback surveys

c. 
Analysis of job requirements

d. 
A survey of personnel

ANS: B. Stakeholder feedback surveys

FEEDBACK: Difficult. 
REFER TO SECTION: The HR Planning Process for Events

14. 
In Human Resource Management, performance appraisals:
a. 
Evaluate the performance of the event overall and establish plans for improvement through more efficient use of staff

b. 
Evaluate the performance of current HR systems and establish plans for improvement

c. 
Evaluate staff performance and establish plans for improvement

d. 
All of the above

ANS: C. Evaluate staff performance and establish plans for improvement

FEEDBACK: Moderate. 
REFER TO SECTION: The HR Planning Process for Events

15. 
The dismissal of employees:
a. 
Is at the discretion of businesses, which have an inalienable right to manage

b. 
Is governed by codes of practice, which can differ from industry to industry

c. 
Is governed by State and Federal laws relating to unfair and unlawful dismissal

d. 
All of the above

ANS: C. Is governed by State and Federal laws relating to unfair and unlawful dismissal

FEEDBACK: Moderate. 
REFER TO SECTION: The HR Planning Process for Events

16. 
The process of outplacement refers to:
a. 
Assisting employees to find other employment with another organisation

b. 
Assisting employees to find different employment within the same organisation

c. 
Placing employees in other organisations for a limited time for the purpose of training and professional development

d. 
Placing employees covertly into other organisations for a limited time for the purpose of disrupting their operations

ANS: B. Assisting employees to find different employment within the same organisation

FEEDBACK: Moderate. 
REFER TO SECTION: The HR Planning Process for Events

17. 
When considering the motivations of volunteers, studies suggest that:
a. 
Altruism is clearly and explicitly the most important motivation

b. 
Volunteers will nominate a number of personal motivations if asked, but altruism is likely to lie at the heart of these motivations

c. 
Altruism may be stated as a motivation, but there are likely to be a range of personal motivations at play

d. 
Altruism rarely factors into the mix

ANS: C. Altruism may be stated as a motivation, but there are likely to be a range of personal motivations at play

FEEDBACK: Moderate. 
REFER TO SECTION: Motivating Staff and Volunteers

18. 
When considering the motivations of staff and volunteers, content theories:
a. 
Consider people's needs and their strategies for satisfying these needs

b. 
Seek to explain why people choose the strategies they do to satisfy their needs

c. 
Seek to explain where people's needs come from

d. 
All of the above

ANS: A. Consider people's needs and their strategies for satisfying these needs

FEEDBACK: Moderate. 
REFER TO SECTION: Motivating Staff and Volunteers

19. 
When considering the motivations of staff and volunteers, process theories:
a. 
Consider people's needs and their strategies for satisfying these needs

b. 
Seek to explain why people choose the strategies they do to satisfy their needs

c. 
Seek to explain where people's needs come from

d. 
All of the above

ANS: B. Seek to explain why people choose the strategies they do to satisfy their needs

FEEDBACK: Moderate. 
REFER TO SECTION: Motivating Staff and Volunteers

20. 
According to Maslow's hierarchy of needs, the need for stability in our interpersonal relationships would be classified as a:
a. 
Safety need

b. 
Physiological need

c. 
Social need

d. 
Self-actualisation need

ANS: A. Safety need

FEEDBACK: Moderate. 
REFER TO SECTION: Motivating Staff and Volunteers

21. 
According to Maslow's hierarchy of needs, the need for love and affection would be classified as a:
a. 
Safety need

b. 
Physiological need

c. 
Social need

d. 
Esteem need

ANS: C. Social need

FEEDBACK: Moderate. 
REFER TO SECTION: Motivating Staff and Volunteers

22. 
According to Maslow's hierarchy of needs, the need for air and water would be classified as a:
a. 
Safety need

b. 
Physiological need

c. 
Social need

d. 
Esteem need

ANS: B. Physiological need

FEEDBACK: Moderate. 
REFER TO SECTION: Motivating Staff and Volunteers

23. 
According to Maslow's hierarchy of needs, the need to fulfil your creative potential would be classified as a:
a. 
Safety need

b. 
Social need

c. 
Self-actualisation need

d. 
Esteem need

ANS: C. Self-actualisation need

FEEDBACK: Moderate. 
REFER TO SECTION: Motivating Staff and Volunteers

24. 
According to Maslow's hierarchy of needs, the need for respect and recognition would be classified as a:
a. 
Safety need

b. 
Social need

c. 
Self-actualisation need

d. 
Esteem need

ANS: D. Esteem need

FEEDBACK: Moderate. 
REFER TO SECTION: Motivating Staff and Volunteers

25. 
Which of the following correctly lists the types of needs detailed in Maslow's hierarchy of needs, in order from lowest to highest:
a. 
Safety, Physiological, Social, Esteem, Self-actualisation

b. 
Physiological, Safety, Esteem, Social, Self-actualisation

c. 
Physiological, Safety, Social, Self-actualisation, Esteem

d. 
Physiological, Safety, Social, Esteem, Self-actualisation

ANS: D. Physiological, Safety, Social, Esteem, Self-actualisation

FEEDBACK: Moderate. 
REFER TO SECTION: Motivating Staff and Volunteers

26. 
In essence, Maslow's hierarchy of needs proposes that:
a. 
People are not motivated to satisfy lower order needs until their higher order needs are met

b. 
People are not motivated to satisfy higher order needs until their lower order needs are met

c. 
People are willing to sacrifice a lower order need so that a higher order need might be satisfied

d. 
People are only truly motivated by higher order needs

ANS: B. People are not motivated to satisfy higher order needs until their lower order needs are met

FEEDBACK: Moderate. 
REFER TO SECTION: Motivating Staff and Volunteers

27. 
According to Herzberg's theory, a content theory of staff motivation, managers can motivate staff by:
a. 
Improving the workplace fundamentals such as salary and the work environment

b. 
Creating systems that empower staff and recognise achievement

c. 
Implement systems that ensure that employee's lower order needs are satisfied

d. 
All of the above

ANS: B. Creating systems that empower staff and recognise achievement

FEEDBACK: Moderate. 
REFER TO SECTION: Motivating Staff and Volunteers

28. 
Adams's equity theory of employee motivation is based on the idea that employee motivation:
a. 
Is tied to the idea that the perceived value of input must be equal to the perceived value of the rewards

b. 
Is anchored in the idea that seniority and length of tenure is equal to access to rewards

c. 
Is tied to perceived discrepancies in their efforts and rewards, relative to others in the organisation
d. 
All of the above

ANS: C. Is tied to perceived discrepancies in their efforts and rewards, relative to others in the organisation

FEEDBACK: Moderate. 
REFER TO SECTION: Motivating Staff and Volunteers

29. 
One of the implications of Vroom's expectancy theory of employee motivation is that:
a. 
Motivation is tied to the rewards associated with an action exceeding employee expectations

b. 
There needs to be a “clear payoff” associated with an action if an employee is to be motivated

c. 
Employees need monetary incentives to do more than what is expected of them

d. 
All of the above

ANS: B. There needs to be a clear payoff associated with an action if an employee is to be motivated

FEEDBACK: Moderate. 
REFER TO SECTION: Motivating Staff and Volunteers

30. 
An event organisation's relationship with its employees:
a. 
Is freely determined by the organisation itself

b. 
Is subject to the same laws and statues as any business

c. 
Is exempt from the laws and statues from that govern other businesses, given the specific nature of events

d. 
Is exempt from the laws and statues from that govern other businesses, unless the event is run for profit

ANS: B. Is subject to the same laws and statues as any business

FEEDBACK: Moderate. 
REFER TO SECTION: Legal Obligations

SHORT ANSWER/ESSAY QUESTIONS

31. 
Why is Human Resource planning for events unique? What challenges does it present?

The context in which human resource planning takes place for events can be said to be unique for two major reasons. First, and perhaps most significantly, many events have a ‘pulsating’ organisational structure. This means they grow rapidly in terms of personnel as an event approaches and contract even more quickly when it ends.

From a human resource perspective this creates a number of potential challenges. 
These include:

· Obtaining paid staff given the short-term nature of the employment offered

· Working to short timelines to hire and train staff

· Attrition due to the pressure of working to tight deadlines

· Shedding staff quickly once an event is over.

Secondly, as volunteers, as opposed to paid staff, can sometimes make up a significant proportion of an event’s workforce, or indeed, on occasions, can comprise its entire workforce, matters specific to the management of this labour source need to be understood by the managers of many types of events.

REFER TO SECTION: Considerations Associated with HR Planning for Events

32. 
What is a Human Resource strategy, in terms of events? What kinds of objectives might be included?

An event’s human resource strategy seeks to develop an approach to staffing and the use of volunteers that supports the event's overall mission and objectives. This link can be demonstrated by reference to the following examples that identify a few selected areas in which an organisation might set objectives and the implications of such objectives from a human resource management perspective:
· Cost containment — improved staff/volunteer productivity, reduced absenteeism and decreased staff numbers

· Improved quality — better recruitment and selection, expanded employee and volunteer training, increased staff and volunteer numbers, and improved financial rewards and volunteer benefits

· Improved organisational effectiveness — better job design, changes to organisational structure and improved relations with employees and volunteers

· Enhanced performance regarding social and legal responsibilities — improved compliance through training with relevant legislation, such as that relating to occupational health and safety, anti-discrimination and equal employment opportunity.

REFER TO SECTION: The Human Resource Planning Process for Events

33. 
What is the role of policies and procedures in Human Resource management?

Policies and procedures are needed to provide the framework in which the following tasks in the human resource planning process take place: recruitment and selection; training and professional development; supervision and evaluation; termination, outplacement, re-employment; and evaluation.

Policies and procedures serve to:

· Reassure all staff that they will be treated fairly — for example, seniority will be the determining factor in requests by volunteers to fill job vacancies

· Help managers make quick and consistent decisions — for example, rather than a manager having to think about the process of terminating the employment of a staff member or volunteer, they can simply follow the process already prescribed

· Give managers the confidence to resolve problems and defend their positions — for example, an event manager who declines to consider an application from a brother of an existing employee may point to a policy on employing relatives of existing personnel if there is a dispute.

REFER TO SECTION: The Human Resource Planning Process for Events

34. 
How might event managers with limited resources to devote to recruitment attract the right staff? Outline 5 strategies.

There are a range of strategies a resource-strapped HR manager might use to attract the right staff. These include:

· Using stakeholders (for example, local councils, community groups, sponsors and event suppliers) to communicate the event’s staffing needs (volunteer and paid) to their respective networks. McCurley and Lynch (1998), in the context of volunteers, call this approach ‘concentric circle recruitment’ because it involves starting with the groups of people who are already connected to the event or organisation and working outwards. It is based on the premise that volunteers are recruited by someone they know — for example, friends or family, clients or colleagues, staff, employers, neighbours or acquaintances such as members from the same clubs and societies.

· Negotiating sponsorship agreements in a way that requires the sponsor, as part of their agreement with the event, to provide temporary workers with particular skills, such as marketing staff

· Identifying and liaising with potential sources of volunteers/casual staff, including universities and colleges (projects and work placements/internships may be specially created for these groups, particularly if they are studying festival, exhibition and event management or a related area such as film), job centres, religious groups, service clubs (such as Lions and Rotary), community service programs, senior citizen centres and retirement homes, chambers of commerce, and community centres. The International Festival and Events Association ( www.ifea.com ) and the Australian

· Centre for Event Management (www.acem.uts.edu.au) are examples of organisations that maintain an event-based internship/employment ‘bank’ on their websites.

· Seconding staff from associated organisations, such as state and local government

· Utilising existing programs for the unemployed

· Determining the make-up (for example, age, sex, occupations) and motivations of existing volunteers, and using this information as the basis of further targeted recruitment

· Gaining the assistance of local and specialist media (for example, radio, television, newspapers, specialist magazines) in communicating the event’s human resource needs. This process is greatly assisted if one or more media organisations are in some way (such as through sponsorship) associated with the event.

· Targeting specific individuals within a community who have specialist skills to sit on boards or undertake specific tasks, such as those tasks associated with the legal and accounting aspects of conducting an event

· Registering with volunteer agencies. In Australia, these agencies include Volunteering NSW/ACT/South Australia/Queensland/Tasmania.

· Conducting social functions at which, for example, existing volunteers or staff might be encouraged to bring potential candidates, or to which particular groups/targeted individuals are invited.

FEEDBACK: Note: Students are not expected to list every strategy – only 5.

REFER TO SECTION: The Human Resource Planning Process for Events

35. 
What are the general components of an employment contract?

The general components of an employment contract are:

· A statement of job titles and duties

· The date of employment commencement

· Rate of pay, allowances, overtime, bonuses (and any associated conditions), method and timing of payment

· Hours of work including breaks

· Holiday arrangements/entitlement

· Sickness procedure (including sick pay, notification of illness)

· Length of notice due to and from the employee

· Grievance procedure

· Disciplinary procedure

· Work rules

· Arrangements for terminating employment

· Arrangements for union membership (if applicable)

· Special terms relating to confidentiality, rights to patents and designs, exclusivity of service, and restrictions on trade after termination of employment (for example, cannot work for a direct competitor within six months)

· Employer’s right to vary terms and conditions subject to proper notification

REFER TO SECTION: The Human Resource Planning Process for Events

36. 
What options exist to reward volunteers for their efforts?

Volunteers might be rewarded for their efforts in a number of ways. These include:

· Training in new skills

· Free merchandise (for example, clothing, badges, event posters)

· Hospitality in the form of opening and closing parties, free meals/drinks

· Certificates of appreciation

· Provision of a meeting space on festival site, e.g. Volunteers Lounge

· Gifts of sponsor products

· Opportunities to meet with celebrities, sporting stars and other VIPs

· Promotion to more interesting volunteer positions with each year of service

· Public acknowledgement through the media and at the event

· Free tickets/event registration.

REFER TO SECTION: The Human Resource Planning Process for Events

37. 
What is Herzberg's content theory of motivating staff? How does it suggest managers might motivate their staff?

Herzberg (1968) argues that there are elements of employee work situations that do not of themselves motivate or satisfy people. He calls these 'hygiene factors'. These include pay levels, policies and procedures, working conditions and job security. However, the absence or perceived reduction in these items can stimulate hostility or dissatisfaction towards an organisation. Herzberg further argues that other factors, which he calls motivators, of themselves lead to goal-directed behaviour. These elements include achievement, recognition and interesting work.

Herzberg’s theory suggests event managers can motivate staff and volunteers by:

· Instituting processes of recognising achievement

· Empowering staff so they can take responsibility for the outcomes of their part of

· the event

· Providing opportunities for them to grow in skills, experience and expertise.

It also suggests event managers need to be conscious of certain hygiene factors that can act as demotivators. These might include attitudes of supervisors, working conditions such as the length of meal/coffee breaks and hours of work, quality of food provided, the status of one job compared with another (for example, waste management officer versus publicity coordinator), and policies such as the type/quality of uniforms provided to staff versus volunteers.

[image: image2.emf]
REFER TO SECTION: Motivating Staff and Volunteers

38. 
What does Vroom's expectancy theory say about staff motivation?

Expectancy theory holds that an individual’s motivation to act in a particular way comes from a belief that a particular outcome will result from doing something (expectancy). This outcome will result in a reward (instrumentality). The rewards for accomplishing this outcome are sufficiently attractive/desirable to justify the effort put into doing it (valence). Motivation, under this theory (in its most simplistic form), can therefore be expressed as:

motivation = expectancy x instrumentality x valence

This being the case, whenever one of the elements in this equation approaches zero, the motivational value of a particular decision is dramatically reduced. Event managers need to be aware of this and, therefore, try to maximise all three motivational components. In other words, there must be a clear payoff if employees and volunteers are to perform at a high level. To understand what this payoff needs to be for each staff member and volunteer is difficult; however, the chances of doing so are greatly increased if lines of communication are kept open and if a genuine effort is made to understand each individual.

As an example of how expectancy theory works, take the situation of people who decide to work voluntarily on their local community festival. They may have certain expectations such as:

· By working on the event they will gain certain new skills

· These new skills in turn will enhance their future employability, thus creating an instrumentality

· The jobs for which they will be able to apply with these new skills are ones that they would find rewarding, thus generating a high level of valence (or attraction) to the volunteer positions on offer.

REFER TO SECTION: Motivating Staff and Volunteers

39. 
What strategies does McDuff (1995) suggest for effective team building?

Writing in the context of volunteers in general, McDuff (1995) proposes a 14-point formula for effective team building and maintenance. Many of these points (noted following) can be said to apply equally to teams of paid staff.

1. Teams are a manageable size. Most effective teams are between two and 25 people, with the majority fewer than ten.

2. People are appropriately selected to serve on a team. Care and attention is paid to selecting people with the right combination of skills, personality, communication styles and ability to perform, thereby improving the chances of the team being successful.

3. Team leaders are trained. Leaders who find it difficult to delegate and want to do everything themselves make poor leaders. Try to ensure team leaders have training in supervision skills.

4. Teams are trained to execute their tasks. It is unrealistic to expect teams to perform effectively without appropriate training. The training should include the team’s role in the activity and how that role contributes to the activity’s overall success.

5. Volunteers and staff are supported by the organisation. Teams must feel that the administration is there to support their endeavours, not to hinder them.

6. Teams have objectives. The purpose of the team is spelt out in measurable objectives. Having a plan to achieve those objectives helps build trust.

7. Volunteers and staff trust and support one another. People trust each other when they share positive experiences. When each team is aware of the organisation’s objectives and how its role helps to achieve those objectives, it trusts co-workers and supports their efforts.

8. Communication between volunteers and the event organisation is both vertical and horizontal. Communication, which means sending ‘meanings’ and understandings between people, is a process involving an active and continuous use of active listening, the use of feedback to clarify meaning, the reading of body language, and the use of symbols that communicate meaning. Communication travels in all directions — up and down the reporting line, and between teams and work groups. Working together is facilitated by good communication.

9. The organisational structure promotes communication between volunteers and staff. The organisation’s structure, policies and operating programs permit and encourage all members of the organisation to communicate with their co-workers, their managers and members of other departments. This helps build an atmosphere of cooperation and harmony in the pursuit of common objectives.

10. Volunteers and staff have real responsibility. A currently fashionable concept of management is ‘empowerment’. This means giving staff authority to make decisions about their work and its outcomes. Take, for example, a group of volunteers having the somewhat mundane task of making sandwiches. If they are empowered with the authority to decide what sandwiches to make, how to make them and what to charge, their enthusiasm for the task will probably be enhanced and there will be a corresponding improvement in outcomes.

11. Volunteers and staff have fun while accomplishing tasks. Managers should strive to engender an atmosphere of humour, fun and affection among co-workers within the culture of the organisation. Such actions as ceremonies to acknowledge exemplary contributions to the event, wrap-up parties and load-in celebrations can facilitate this atmosphere.

12. There is recognition of the contributions of volunteers and staff. Paid staff should express formal and informal appreciation of the work of volunteers, and volunteers should publicly recognise and appreciate the work of the paid staff. This mutual appreciation should be consistent, public and visible.

13. Volunteers and staff celebrate their success. Spontaneous celebrations with food, drink, friendship and frivolity should be encouraged by management of the event, to celebrate achievement of objectives. The event manager should allocate a budgeted amount for these occasions.

14. The entire organisation promotes and encourages the wellbeing of volunteer teams. Everyone in the organisation sees themselves as part of a partnership and actively promotes such relationships.
REFER TO SECTION: Building Effective Staff and Volunteer Teams

40. 
In general terms, what are an employer's rights and responsibilities? How are these matched by an employee's rights and responsibilities?

Event organisations, along with their employees, have rights and responsibilities under common law that they must exercise when they enter into an employment contract. For employers, these include:

· Pay correct wages

· Reimburse employees for work-related expenses

· Ensure a safe working environment suitable for the performance of the employee’s duties

· Not act in a way that may seriously damage an employee’s reputation or to cause mental distress or humiliation

· Not act in a way that will damage the trust and confidence necessary for an employment relationship

· Not to provide a false or misleading reference (should one be provided)

· Forward PAYE tax instalments to the Australian Taxation Office

· Make appropriate payment under the Superannuation Guarantee legislation.

The rights and responsibilities for employees include:

· To obey the lawful and reasonable instructions of the employer

· To exercise due care in the performance of the work and to do it competently

· To account to the employer for all moneys and property received while employed

· To make available to the employer any process or product invented by the employee in the course of employment

· To disclose to the employer information received by the employee relevant to the employer’s business

· To be faithful to the employer’s interests; for example, by not passing on to a competitor information about the employer’s business or denigrating the employer’s products and services (Office of Industrial Relations, Department of Commerce, 2007).

In the context of volunteers, common law precedents also provide rights to damages if negligence can be shown on behalf of an event organiser.

REFER TO SECTION: Legal Obligations
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