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What do Employers Want B or uensiavp

AUSTRALIA

« Currently there is a lot of emphasis on clients, while we know a lot less on what works to get employers onboard

 We applied and successfully received a research grant from UQ to understand employers’ perspective of employment
services, the services they offer and the clients they refer



Our work together B2 or Queensians
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Qualitative interviews:
employers, clients, employment services and the system in between

THE UNIVERSITY
OF QUEENSLAND
AUSTRALIA

Employment services

and - — Clients
Workforce Australia rules

a
v

Employers

* Experience shortages, but « Not enough suitable jobs
are not willing to adapt to « PBAS and mutual (especially for clients with
employees’ needs obligations for clients health challenges or DV

background)
« Believe that people don’t
want to work, but apply just * KPIs on number of people « Meaningful work becomes
to keep their benefits put into work for a luxury
employment consultants
« Employment consultants « Shame and demotivation

put forward any candidate
just to meet KPlIs

Yet find it hard to challenge
the principle of mutual
obligations

in having to apply for
unsuitable jobs

Some do not want
employment consultants to
mediate for them
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. . . . . THE UNIVERSITY
Survey of recruiters: perceived risks and benefits of employment services OF QUEENSLAND

AUSTRALIA

Perceived Risks of Employment Services

Perceived Benefits of Employment Services

Less skilled candidates

Post-placement support 51
Unmotivated candidates
Work-related expenses support 50
Unsuitable candidates
Communication support 47
Higher turnover
Wage subsidies 37
Candidates need extra support
Background checks 34 _
Untrustworthy candidates
Not h i t 8
e Not enough experience to say
Other | 1 Ot
I I I I I ! I | | | | |
0, 0, V) 0, V) 0, 0
0% 10% 20% 30% 40% 50% 60% 0% 10% 20% 30% 40%

Sample Proportion

ample Proportion
Note: respondents could select up to 3 benefits Sample Proportio

Note: respondents could select up to 3 risks
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. . . THE UNIVERSITY
What puts off employers and what gets clients an interview? OF QUEENSLAND

We presented to employers’ some profiles that look like this: This is what we found:
Summary of pre-screening notes: Candidate A . .
yore & « Older workers (50-52), and those in with 24-26 months
Gender Female in unemployment are less likely to be invited for a job
Age 31 interview
Time out of work 25 months
Reason for time out of work Recovering from a mental health condition ) )
Application from Referred by an employment consultant from a free government * Itis better to say nothing, than to say that you have been
employment service provider out of work because of mental health issues
Additional information The employment consultant offered a wage subsidy up to 10,000$
Other activities Completed training: Communication skills for the workplace . If you have been out of work because of caring

| will invite the candidate for a first job interview at "TradeHub Australia” for this entry level retail assistant responsibilities or firm shut dOWﬂ, itis gOOd to say that

position:

« When referring a candidate, emphasising their
communication and soft skills is more likely to get

There is a large probability that | will hire this candidate for this entry level retail assistant position at them an interview than anything else (e g direct

"TradeHub Australia” At -
raceniub Austratia application, paying for expenses, support plan)

[1-completely disagree to 7 - completely agree]

[1-completely disagree to 7 - completely agree]
* Volunteering and training activities are more impactful
for getting a job interview for older candidates




THE UNIVERSITY
Gender, age and unemployment gaps oFQUEENSLAND

AUSTRALIA

® Effect on interview scale (1-7)
4 Effect on hiring scale (1-7)

Recruiters are less likely to interview and hire:

Female (vs Male) * Men

» Older candidates - age discrimination

* Long-term unemployed

. —e—
Age 50-52 (vs 30-32) A
Employers matter
Unemployed 24-26 months | —e— It is not just about job seeker or ECs putting
(vs 2-4 months) S the effort in
| | | | | I | | s H ’ H
04 03 02 01 00 01 05 03 04 It is working around employers’ biases

Change in 7-point scale

N _observations: 7645 N _respondents: 1529  CI: 95



. . . THE UNIVERSITY
What puts off employers and what gets clients an interview? OF QUEENSLAND

AUSTRALIA

This is what we found:

* Older workers (50-52), and those in with 24-26
months in unemployment are less likely to be invited
for a job interview

» ltis better to say nothing, than to say that you have
been out of work because of mental health issues

» If you have been out of work because of caring
responsibilities or firm shut down, it is good to say
that

* When referring a candidate, emphasising their
communication and soft skills is more likely to get
them an interview than anything else (e.g., direct
application, paying for expenses, support plan)

* Volunteering and training activities are more
impactful for getting a job interview for older
candidates




THE UNIVERSITY
Why have you been unemployed for so long? OF QUEENSLAND

 Employers expect an explanation
from long-term unemployed
candidates

Long gaps (24-26 months) * This becomes stronger the more
No reason given - workforce shortage there is

® Effect on interview scale (1-7)
4 Effect on hiring scale (1-7)

Caring for child - _' « Caring responsibilities are good
Caring for elderly - L. S explanations
Firm shutdown - SR am— I « Mental and physical health issues
Mental health4 —v— are bad explanations
Physical ijury - —
| | | | |
-1 -.75 -5 -.25 0 25

To get outcomes job seekers/ECs

Effect compared to candidate with need to know how to best frame

short unemployment gap that did not provide a reason | WhY there is along unemployment gap
and work around employers’ biases
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. . . THE UNIVERSITY
What puts off employers and what gets clients an interview? OF QUEENSLAND

AUSTRALIA

This is what we found:

* Older workers (50-52), and those in with 24-26
months in unemployment are less likely to be invited
for a job interview

« Itis better to say nothing, than to say that you have
been out of work because of mental health issues

« If you have been out of work because of caring
responsibilities or firm shut down, it is good to say
that

* When referring a candidate, emphasising their
communication and soft skills is more likely to get
them an interview than anything else (e.g., direct
application, paying for expenses, support plan)

* Volunteering and training activities are more
impactful for getting a job interview for older
candidates




Employment services toolkit: referrals Or QuEENSLANS

® Effect on interview scale (1-7)

4 Effect on hiring scale (1-7)
« ECs emphasizing candidates’ soft

Referral type _ _ _
skills is most effective. Resonates
Ref: Direct application with interviews from employers in
No spiel - s re other sectors as well

_ « Wage subsidies do not move the dial
Soft skills 7 as much as expected

Paying for expenses

BT

o Some of these services are expensive

Support plan
and time consuming.

[

Subsidy - N .

. . : : , , This demonstrates
03 -02 -01 00 0.1 02 03 which ones are most effective

Change in 7-point scale

N observations: 7645 N respondents: 1529  CI: 95
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. . . THE UNIVERSITY
What puts off employers and what gets clients an interview? OF QUEENSLAND

AUSTRALIA

This is what we found:

* Older workers (50-52), and those in with 24-26
months in unemployment are less likely to be invited
for a job interview

« Itis better to say nothing, than to say that you have
been out of work because of mental health issues

» If you have been out of work because of caring
responsibilities or firm shut down, it is good to say
that

* When referring a candidate, emphasising their
communication and soft skills is more likely to get
them an interview than anything else (e.g., direct
application, paying for expenses, support plan)

* Volunteering and training activities are more
impactful for getting a job interview for older
candidates




. . . e, THE UNIV
Employment services toolkit: activities B2 or QueensLans
» Recruiters value applicants that
undertake volunteering and
training — although effects are

® Effect on interview scale (1-7)
4 Effect on hiring scale (1-7)

Activities small
Ref: None « This is true regardless whether it
. . Is self-directed or through
Volunteermg thl'OUgh ES - A I . Employment Services

» Activities mitigate the negative

. L . . .
Volunteering 2 bias against older candidates,
that are perceived as less
Training through ES % trainable
Training >
Important to target activities
| | | | .
02 0.1 0.0 01 02 to who benefits most

Change in 7-point scale

N observations: 7645 N respondents: 1529  CI: 95
14



i THE UNIVERSITY
Some further reflections and take aways from employers OF QUEENSLAND

AUSTRALIA

* From employers:
1. They would appreciate more regular contact and awareness on the services available. It
would be worth spending more time getting employers on board than monitoring client
compliance

2. Tell us why we should hire this person (not the various perks around the candidate, but the
PERSON) and make sure the candidate is onboard

* From clients:

1. They want to be consulted and supported to go for jobs that are meaningful and appropriate
to their individual circumstances

2. They appreciate the support of ECs in navigating the PBAS system to balance mutual
obligations and their individual circumstances — which can be quite a draining exercise



THE UNIVERSITY
OF QUEENSLAND
AAAAAAAAA

Stay tuned for more insights in 2025!
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