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Manpower’s profile
Manpower Services (Australia) Pty Ltd (“Manpower”) is a staffing and recruiting organisation employing in excess of 7500 people per day.   Manpower has 70 branches in Australia and employs 450 internal employees.  The annual turnover of sales generated is in excess of $400 million, and with compounding growth of 20% per annum, it is expected Manpower’s annual turnover will reach $1 Billion in 2006.

Manpower was established in Australia in 1963.  Commencing as a franchise operation, the enterprise developed and grew in accordance with the market’s demand for more flexible working solutions. It is now a subsidiary of the global company,  Manpower Incorporated, based in Milwaukee, USA.

Today, Manpower is the second largest labour-hire employer in Australia.  In terms of organic growth (not through acquisition), Manpower has been the fastest growing labour hire employer in Australia in the past 40 years.

Contracting Labour

Manpower is contracted to its clients to provide labour in various ways.

1. Additional labour for short term assignments

A very large proportion of business is generated in providing casual or temporary employees to clients.  This is to assist with our clients’ short term business requirements (such as absent employees, high demand etc.).

The average length of our employees’ assignments is 25 days.  This varies depending on the industry the employee is placed in and the requirements of the client.  The assignment might only be four hours in duration, or it may be for a six month term.  Our employees are flexible and adaptable.

Our clients generally contact Manpower to advise they need additional labour.  We find a suitably qualified candidate and provide the work for as long as the Manpower employee is needed.

2. Long term assignments

There are occasions where we are in a position to place employees into long term assignments (6 months or more).  These employees are generally high skilled, and are required to work on a particular project.

3. On-site supplier of total human resources

Manpower’s largest clients contract Manpower to provide a total human resources package.   We work on-site with such clients because of the volume of employees the client requires from us.  We might supply the organisation’s entire workforce, or only a proportion of it.

4. Contractors

High skilled candidates often are provided with work by Manpower through a contractual arrangement, and are not employees of Manpower.  IT professionals, and highly qualified persons are engaged through their own incorporated organisations, as sole traders, through management companies, or as individuals.  These contractors are bona-fide contractors at law, and as such there is no employment relationship between them and Manpower.

5.
Permanent placements

Manpower also provides permanent employees to clients with the payment of a permanent placement fee. 

Nature of the casual assignment 

As indicated earlier, Manpower’s ability to offer work to employees is dependant upon the industry, cycles, and the operational requirements of the client.  Some temporary assignments may be four hours in duration.  A very large portion of our work is to cover for temporary absences in the client’s own workforce.  These absences might be where the client’s own employees are ill, or are on paid or unpaid leave.  Most commonly, however, Manpower employees are required to assist with additional work projects or particular assignments the client has.  The client’s core workforce cannot operate efficiently without additional labour, and Manpower is required to assist with the peripheral, casual workforce.

It is essential, therefore, that the quality of candidates available to send to the client is high. These employees are required to work efficiently and productively with the client and the client’s workforce, and to learn the methods and systems without delay.  It is therefore in Manpower’s best interest to continue to retain employees who have such skill, who are easily adapted to suit the client’s requirements at short notice.

Where Manpower can offer work to candidates based on their skill, we do so. If an assignment commences as a 2 week casual assignment, and if the client is satisfied with the work performance of the Manpower employee, it is not uncommon for the assignment to continue indefinitely.  

Labour Hire Employees   

There are no “typical” labour hire employees.  Our data reveals that the vast majority of our employees are aged less than 40, however there is an increasing number of older persons working as temporary employees

Our employees are from all walks of life – students, returning mothers, skilled, unskilled, professional, retired, holiday makers – and we find that most find temporary employment suitable to their own particular lifestyle.

Some employees make themselves unavailable during school holidays to care for children.  Others decide to work only 2 days per week in their retirement.  Students choose to work during semester breaks and are often unavailable during exam periods. Others use labour hire employment as a stepping stone to return to the workforce.  

This is particularly true with employees who have been out of the workforce for long periods of time.  Mothers returning to work often approach labour hire organisations to become acquainted with new technologies, and to allow them the opportunity to return to work at their own convenience and with their own personal responsibilities taken care of.  Call centre environments are particularly good industries to encourage people to return to the workforce given the flexible working hours.

Temporary to Permanent  

There are circumstances where our temporary employees spend some time at a client’s workplace and are then offered permanent employment by the client.   The exposure to the client on a temporary basis, and the opportunity for the employee to demonstrate their commitment to the position, make the situation ideal for this natural progression.  The temporary employee may not have had the skills initially to warrant full time, permanent employment, however during their temporary assignment they may have developed the necessary skills to satisfy the client that permanent employment should be offered.

Transmission of Business – how if affects Manpower

Whilst the recent decision by the High Court of Australia in PPS Consultants Pty Limited v Finance Sector Union [2000] HCA 59 gives some certainty to business, legislative assistance is required to give greater certainty.  Business must be given the opportunity to adequately plan and prepare for matters such as the terms and conditions applicable to its employees.   

There are many examples which provide for uncertainty and ambiguity.  Each time Manpower supplies labour to any of its clients, it is required to ask itself, “could it be suggested this is a transmission of business”. 

There are occasions when a Manpower employee may spend several days with Client A, and then the remainder of the week with Client B.  Assuming it were found there was a transmission of business between each of those clients and Manpower, Client A’s industrial instrument would be binding on the employee for the days he/she worked at Client A, and similarly with Client B.  This requires the employee to be working under two industrial instruments.  There is also the consideration that Manpower itself is bound to industrial instruments, and these instruments would not be applicable because the client’s industrial instruments would be binding.

Another potential outcome of a finding for transmission of business could result in a Manpower employee employed in a call centre environment, answering incoming telephone calls for numerous clients, being engaged under each client’s industrial instrument for the duration of such telephone call.  Clearly this is impracticable.

The Workplace Relations (Transmission of Business) Bill 2001  

Manpower supports the Bill as it will allow Manpower to apply to the AIRC for our client’s enterprise bargaining agreements not to apply to Manpower.  This is extremely practical, and brings into line the current position within the Act in relation to application to the AIRC for awards.

In our view, the parties to the relationship are the most important parties (rather than unsolicited representatives), and we support in total the ability for those parties to be able to make submissions in relation to the application.

We also support the ability of parties to seek an application when contemplating a transmission of business.  As stated in the Minister’s second reading speech, this will give employers a greater amount of certainty in relation to anticipated costs and benefits for employees prior to employment.  

We believe this amendment to the Act provides the greatest amount of security to employees.  The onus is on the employer to make application to the AIRC, and failing that, the employees arguably become entitled to the enterprise bargaining agreement (assuming it applies and there is “identification and characterisation” between the new and old employer).  By affording an employer the ability to make an application as is currently provided for in relation to an award of the Commission, the Bill gives equal weighting to awards when compared with enterprise bargaining agreements.

Manpower supports the Bill and encourages members of Parliament to support it.
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