
  

 
The HR Issue P.1 

Wamarra, more than just a builder P.3 

HR in COVID-19– an insight P.4 

Social Inclusion – Where do I start? P.6 

The HR Issue. 

“HR” is not a new business function – it has existed since 
people were employed to do a task, but it has evolved at 
an incredible rate since the late 20th Century. From basic 
worker management to worker representation, we now 
see a function responsible for workers health and safety, 
and protecting legal rights. 

HR History 

It was 1989 when the American Society for Personnel 
Administration (ASPA) changed its name to the Society for 
Human Resource Management (SHRM). The name change 
was significant as it represented a fundamental shift in the 
way that employees were viewed and managed. From 
‘hiring and firing’, HR was suddenly responsible for 
engaging with employees’ needs and wants.  

This evolution of person management has not been 
without its critics and detractors. HR of the 1980’s and 
1990’s was seen as a representative of the workforce at 
the management level. As the function evolved, it became 
a career choice meaning that younger professionals 
started to take on the role of bringing new ideas and 
approaches, but broke the link between existing workers 
and management. HR had become a ‘tool’ of management 
as opposed to a representative of the common worker. 

New Developments 

However, a combination of cultural change and legislative 
change have realigned the HR function and placed 
significant responsibilities and onus on HR to protect 
employees from all manner of harm – physical, mental, 
and financial. 

Significant cultural change in embracing First Nations, 
people of all nations and backgrounds, sexual 
identities and persons of different abilities has meant 
that ‘hiring and firing’ is no longer the goal. Now it is 
adapting, adopting, and fostering.  

In recent years, HR was starting to be asked about 
employee ‘well-being’. This has been a step-shift… 
particularly in the age of COVID-19. 

So how much responsibility does an employer hold 
over all these life facets for their staff? 

It turns out, quite a lot. Recent legal actions 
(particularly considering working from home during 
COVID-19) have raised issues around whether the 
‘workplace’ can include dangers such as domestic 
violence and poor facilities outside of the traditional 
office. 

However, this also presents an almost impossible 
balance between privacy rights and employer 
responsibilities. 

How does an employer manage ‘risk’ in a domestic 
(home) environment without crossing the line of 
invading personal privacy and breaching workers’ 
rights? 

Construction Advisor is pleased to welcome you to our monthly newsletter 

– Industry Insights. Bringing you the latest industry news, project 

announcements and data to help you to plan and build your business.  
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There is no doubt that COVID-19 has 
turned our interactions and working lives 
on their heads. What had been a slow and 
steady embrace of technology impacting 
our working environment has been fast-
forwarded exponentially.  

Employers are now faced with a difficult 
decision which challenges the 
‘traditionalists’ view who want their 
workforce back in the office and the push-
back from a workforce who have embraced 
a ‘new-normal’ which has completely up-
ended their notion of work-life balance. 

We are now entering a new era of ‘flexi-
work’ whereby aside from scheduled tasks 
and meetings, work can be conducted by 
an employee on their own terms and 
timeframe. However, as attractive as this 
notion may be for some, it opens a whole 
new realm of issues around burnout and 
time management, because boundaries are 
now blurred. 

Employee Rights 

So, what rights do workers and employers 
have when it comes to bringing workers 
back into the office?  

At a basic level, employers must provide 
their workers with a safe work 
environment. This includes a focus on 
physical/psychological, as well as virus 
threats. Where this becomes particularly 
grey is the difference between ‘actual’ 
threats and ‘perceived’ threats.  

Each and all the above are interrelated – a 
perceived threat can manifest as a 
psychological injury and an actual threat 
(such as co-workers not following 
protocols) can lead to a physical threat or 
injury. 

However, after all of that, not all the power 
rests in the employee. It is more likely than 
not that your employment contracts will 
stipulate the ‘location’ or ‘site’ of 
employment. Along with this, a combination 
of workplace policies and standards may 
dictate expected behaviors (such as work 
hours/start times). 

Again, tread carefully from an individual 
perspective, a legal perspective, and a public 
relations perspective. A hardline approach to 
forcing employees back to their desks will 
most likely result in a significant PR issue 
given the current climate.  

Compromise is what is needed. Offering 
part-time onsite, part-time offsite. 

Reviews of employment contracts, policies 
and procedures should already be underway. 
This should also include reviews of safe-work 
procedures, safety audits, technology 
procurement policies, technology security 
policies and, from a commercial point-of-
view, an appraisal of your commercial office 
space requirements. 

The pandemic is not over, but what is clear is 
that the 9-5 routine has changed forever.  
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  Wamarra – Building more 
than just infrastructure. 

With so much to gain by creating more inclusive 
and diverse workplaces, how can we make a 
meaningful difference in the construction 
industry? 

We want to not only meet social procurement 
targets but to create sustainable employment and 
career development opportunities for those who 
have not traditionally been exposed to such 
opportunities within our industry. 

Observing the impact of transient employment 
and lack of representation of Aboriginal workers 
in construction, Symal launched an Aboriginal 
contracting business, Wamarra in early 2020, led 
by Managing Director and proud Aboriginal man 
of the Wiradjuri Nation, Hayden Heta.  

Wamarra’s mandate is to provide meaningful and 
sustainable employment for Aboriginal people and 
create a culturally-safe and inclusive environment 
for Aboriginal people to grow and thrive. 

Hayden’s extensive experience and insight into 
the barriers of long-term Aboriginal employment 
and participation in the industry fuelled his 
passion for exploring and realising opportunities 
for Aboriginal people.  

With 15 years in the public sector, Hayden has 
worked and consulted widely with Victorian 
Traditional Owners and Aboriginal communities 
providing both employment opportunities and 
economic participation. 

When the business was launched in February 
2020, the goal was to employ at least 20 
Aboriginal people and now, they are proud to 
have 25 currently on board in July 2021. 

“Our commitment is to provide meaningful 
careers to Aboriginal people. I take great pride in 
our employees’ ability to perform tasks from start 
to finish with high quality, both in performance 
and in a highly compliant safety environment.” 
says Managing Director Hayden Heta. 
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Wamarra is a Wiradjuri word meaning ‘to build’.  

Over the last year, Wamarra has delivered 
landscaping, site establishment works, 
fencing/hoarding, carpentry and general civil works 
on road and rail projects for the Level Crossing 
Removal project, North-East Link, Major Roads 
Projects Victoria’s Hallam Road upgrade, 
Mooroolbark Multi-Level Carpark, as well as works 
on Sunshine Hospital, Chisholm Road Prison, and 
the Youth Justice Redevelopment project to name a 
few.  

Their team of skilled plant operators (excavator, 
dozer, truck including NDD and skid steer), 
electricians, carpenters, plumbers, landscapers, 
concreters, and general labourers cover the full 
spectrum of civil contracting. 

Each project win, supporting Tier 1 and 2 
contractors ensures sustainable career 
opportunities for the team. 

“Winning work on projects like the Chisholm Road 
project in Lara Victoria has allowed Wamarra to 
employ more people and has provided a training 
ground for our people to gain new skills in a range 
of construction areas,” says Hayden. 

“We’ve created pathways for people who otherwise 
might have struggled to gain this sort of 
employment and experience, enabling us to provide 
meaningful and sustainable career opportunities.” 

Wamarra dreams  

Wamarra is incredibly proud of the diverse 
Aboriginal heritage of its team and to produce 
Aboriginal role models and mentors from within 
and most importantly, for the extended community, 
by encouraging individual growth and development 
of leadership skills. 

Wamarra doesn’t just offer a job. By ensuring the 
company values reflect employees, their families, 
and the broader community, it creates a culturally  



 

 

  

safe and inclusive environment where 
Aboriginal employees feel secure and open to 
receiving training and development, with clear 
pathways for future career progression. 

Passionate about every person’s success; 
continued mentoring, support and 
encouragement provides the team with 
everything they need to grow, succeed, and 
thereby feel empowered. 

Wamarra partners for good  

Wamarra is dedicated to developing long term, 
mutually-beneficial and meaningful 
partnerships within the civil construction 
industry. 

The Victorian Government’s Chisholm Road 
Prison Project currently under construction by 
the Community Safety Building Authority, 
offered a significant opportunity to enhance the 
level of collaboration with industry. 

In February 2020, Wamarra was engaged to 
deliver site establishment works at the 
Chisholm Road Prison project on behalf of John 
Holland and various civil works for Symal. 

“Winning work on the Chisholm Road Prison 
project allowed Wamarra to employ more 
people and in turn, provide a solid training 
ground for our employees to upskill and gain 
new skills in various civil works. With the 
support of John Holland, this project has 
allowed us to create pathways for people who 
would’ve otherwise struggled to gain 
employment.” Says Hayden. 

“Wamarra has had a constant presence on this 
project since the beginning in February 2020, 
with all of our Aboriginal and Torres Strait 
Islander workers engaging in various works 
across the duration of this project until mid-
2021. This project has given our new business 
and our employees stability, especially during 
the uncertain times of the 2020 COVID-19 
pandemic. I’m proud we’ve been able to 
provide jobs and keep people employed during 
this time.”  
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The Wamarra team provided design, 
management, trades, and all materials to 
successfully complete the construction of the 
compound safely and on schedule. 

Wamarra’s scope included the drainage, 
temporary pavements and haul roads, electrical 
works, and upskilling employees with civil crews.  

Providing opportunities for employees to receive 
training and development either learning on the 
job working alongside Symal’s experienced 
infrastructure team on the prison project or 
through soft skill training off-site is part of 
Wamarra’s commitment to provide meaningful 
and sustainable careers to all employees. 

 

Website https://wamarra.com.au/ 

Core to the promise of care is safety. We 
have a positive safety culture across our 
entire workforce, and clearly outline the 
standards expected, helping our people 
minimise risk and stay safe. 
We hold a positive, inclusive, and considerate 
attitude toward people, projects and our 
planet and proactively shape the right 
culture for our people. 

https://symal.com.au/ 

 



 

  

Thrust into a new Covid world, the construction 
industry whilst significantly affected was able to 
keep working and were very fortunate compared 
to other workplaces. We had to do things that 
were beyond our previous experience. Every day 
there were new circumstances to adjust to and 
we were monitoring information hourly. Finding 
solutions to problems, making decisions quickly 
and constantly communicating were key to our 
survival. As the days passed, dealing with the 
Covid “unknown” crept quickly into our daily 
activities and now they are our new “Covid 
business-as-usual”. 

During Covid, the usual forward-planned annual 
HR calendar of activities did not happen. Focus 
was on other things such as safe working and 
wellbeing, changed working hours and flexible 
arrangements, and the challenges of remote 
working. Initially, when we were all working from 
home, remote from each other, it was an HR 
struggle. The usual seeing, hearing, and feeling 
done in the workplace was no longer there. Over 
time, this evolved with remote communication 
and now we are in a hybrid model of office and 
remote working. Still, absence does not make the 
(HR) heart grow fonder.  Or does it? 

Increased Happiness 

Having delayed our Personal Performance 
Planning meetings for a year, we have just 
completed these meetings which commenced in 
April 2021. In this year’s process, we looked back 
over two years, instead of twelve months, and 
forward twelve months. It was hard to remember 
the year before Covid and a lot of focus in the 
meetings was on the twelve months since. Our 
process involves a self-rated score for how people 
are feeling at work, and we were surprised to 
learn that our average scores for how happy 
people are feeling now, moved from an average 
score of 6 in 2019 before Covid, to an average 
score of 8. Alongside these elevated scores, we 
learned that even more communication, more 
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Transitioning to a new COVID 
world. 

communication, more recognition of efforts, 
and more feedback is needed. 

The experience of living and working in these 
challenging times has brought out the best in 
everyone at our workplace. What has been 
delivered and demonstrated is adaptability, 
generosity, and support for each other and for 
the firm overall. The leadership shown was also 
admirable and if there was a hypothetical 
scenario posed prior to Covid, I would not have 
expected to see such positive and timely 
action. We are not the same as we were 
before, we are better. We have evolved – there 
has been growth and development in all of us, 
we all pulled together. We have not only 
survived but thrived. 

What are the COVID outcomes? 

 We are more agile, adaptable, flexible, 
and faster to action. 

 Listening and learning is at the 
forefront. 

 Authenticity and humility are 
demonstrated and visible. 

 This has resulted in an increase in 
empowerment and independence. 
Trust has triumphed. 

From speaking with others involved in HR, our 
experience is not isolated. There are a variety 
of HR stories, but mostly positive in varying 
degrees. Despite these variations, there is no 
going back from our experiences, it is 
impossible to unlearn things. The experience of 
work has changed forever and for the better – 
how we go about our work, how we relate to 
one another, how we support each other, what 
we expect of each other and how we 
contribute to our families and our community. 
Covid has changed our community culture and 
with that, our organisational culture, in a good 
way. Covid is here to stay and the unexpected 
level of momentum for change it has 
generated, in my view, will be sustained. 

Helen Danson, 

Human Resources Manager 
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Whilst the concept of social inclusion isn’t 
new, many managers don’t know where to 
start to meet these standards. 

The first step is to look past physical 
attributes when assessing applicants for 
roles. Consider ‘blind’ recruitment 
assessments that take away any personal bias 
or aversion based on appearance whether 
that be gender, race, ability, or physical 
attribute. 

When assessing your current workforce and 
deciding that you have a deficiency, or lack of 
diversity, look to specialist recruiters (many 
exist). These include specialists in otherwise-
able employees, indigenous workers and 
people looking to re-enter the workforce. 

Particularly in the age of (quasi) post-Covid, 
don’t dismiss a generation of older applicants 
who are looking to re-enter the workforce 
after forced redundancy. This workforce  

Social Inclusion… Where on 
earth do I start?  

has a wealth of experience to offer to 
potential employers. Countless otherwise 
well-qualified and able workers were 
unfairly discarded during the pandemic 
and their experience and willingness to 
continue working should not count against 
them when compared with younger 
cohorts. 

A well-balanced workforce is just like a 
well-balanced football team. You need a 
mix of experience, enthusiasm, different 
voices, different perspectives, and 
different views. 

The days of a boardroom full of aged white 
men are well and truly behind us. Diversity 
of opinion has been established as the 
basis for good and balanced corporate 
governance. 

 

The Industry Insights Monthly is powered 
by Wolf & Bear Services. 

We are specialists in data management, 
business intelligence and market research 
services. 

If you have data, we have the tools and 
means to turn it into actionable insights. 
From data-warehouses to Power BI, Qlik or  

Tableau. We can provide data 
environment engineering, report 
generation and platform training 
services.  

For more information or to book an 
obligation free discussion about your 
information/data needs contact us: 

 

www.wolfandbear.net.au 

Email: james@wolfandbear.net.au 

Mob: +61 447 843 312 
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Visit the Human Resources Category to see a comprehensive list 

of providers, or click on the logos below: 

Visit the Recruitment Category to see a comprehensive list of 

recruitment providers, or click on the logos below: 


