Comparison Groups No. 2
Empowering Skills and
Workforce Growth

This document provides a direct comparison between
MY SKILLSmanager deliverables compared to other status quo
options currently available and listed below.

1.0 Fair Work Australia Legislation
2.0 Contemporary leadership program

3.0 Performance-based recruitment

4.0 Emotional free performance reviews
5.0 Redundancy program
6.0 iCare workers compensation

7.0 NSW Regulator, SafeWork NSW



1.0 Fair Work Australia

Leveraging MY SKILLSmanager to support Fair Work
Australia legislation offers numerous benefits that help

organisations maintain compliance, foster fairness, and
optimise workforce management & productivity.

Here are the key advantages:

1. Enhanced Compliance with Fair Work Standards: MY SKILLSmanager’s
structured SKILLcodes and JOBcodes provide clear, role-specific expectations that
align with Fair Work standards, ensuring that all job descriptions, duties, and pay
scales are transparent and justifiable. This supports compliance with employment
rights and conditions outlined in Fair Work legislation.

2. Objective Performance Measurement: By digitising and standardising skill
assessment, MY SKILLSmanager removes ambiguity in performance evaluations.
This enables fair, objective reviews that align with Fair Work’s principles of equality
and fairness, reducing the risk of biased or inconsistent evaluations across the
workforce.

3. Evidence-Backed Wage and Role Classification: MYSKILLSmanager’s 'Evidence
Excellence' feature documents each employee’s skill levels and contributions with
precision, supporting accurate wage classification and progression. This minimises
disputes related to underpayment or misclassification, key areas scrutinised by Fair
Work Australia.

4. Fair and Transparent Advancement Opportunities: The platform’s performance
tracking allows employees to see a clear path to advancement, based on skills and
performance rather than subjective factors. This aligns with Fair Work’s emphasis on
providing fair promotion and development opportunities for all employees.

5. Streamlined Record-Keeping and Auditing: MY SKILLSmanager’s digital
framework consolidates workforce data, making it easier for organisations to maintain
accurate records for Fair Work compliance. In the event of audits or claims, having
precise, well-documented performance records helps organisations respond efficiently
and effectively.

6. Improved Conflict Resolution and Dispute Management: With clear
documentation of each employee’s skills, performance, and role expectations,

MY SKILLSmanager provides evidence-based insights to support conflict resolution,
addressing potential disputes related to job expectations, wage entitlements, or
working conditions.

7. Workforce Flexibility and Fair Scheduling: The platform’s insights into employee
skills make it easier to allocate tasks fairly and efficiently. By optimising workloads
and recognising individual strengths, organisations can better comply with Fair
Work’s requirements for reasonable working hours and fair task distribution.

8. Fostering a Culture of Fairness and Respect: MY SKILLSmanager’s emphasis on
skills development and recognition aligns with Fair Work’s broader goals of fostering
respectful, fair workplaces. By making skill development and role expectations



transparent, the platform helps build a culture where employees feel valued and
equitably treated.

9. Proactive Risk Management: By continuously monitoring workforce compliance
with Fair Work standards, MY SKILLSmanager allows organisations to identify and
address potential compliance risks before they escalate into larger issues. This
proactive approach helps protect against costly penalties or legal challenges.

10. Cost-Efficient Workforce Compliance: With a centralised system for tracking
compliance-related data, MY SKILLSmanager simplifies the process of adhering to
Fair Work requirements, saving organisations time and resources that would
otherwise be spent on manual compliance monitoring.

In summary, MY SKILLSmanager empowers organisations to confidently meet Fair Work
Australia legislation requirements by embedding fairness, transparency, and compliance into
everyday workforce management practices. This helps protect against compliance risks while
fostering a positive, equitable workplace. WHS compliance including solving psychosocial
hazards and recent industrial manslaughter legislation in a number of states are easily
resolved.



2.0 Contemporary leadership program

Using MY SKILLSmanager as a contemporary leadership
program offers a range of benefits that equip leaders with

the tools and insights they need to support and develop a
high-performing, adaptable, and empowered workforce.

Here’s how MY SKILLSmanager aligns with modern
leadership priorities.

1. Data-Driven Decision-Making: MY SKILLSmanager provides leaders with real-time
data on employee skills, performance, and development needs. This enables informed
decision-making that’s based on evidence rather than intuition, helping leaders
manage teams more strategically and respond to skill gaps with targeted support.

2. Enhanced Accountability and Transparency: The platform’s clear metrics and job
role definitions make it easier for leaders to set, communicate, and monitor
performance expectations. This fosters a transparent culture where employees know
what’s expected of them and leaders can track progress objectively, reinforcing
accountability across the team.

3. Empowering Employee Growth: MY SKILLSmanager’s structured performance
framework encourages a culture of continuous learning and development. Leaders can
use this system to create personalised development plans, supporting each employee’s
growth in alignment with both individual career aspirations and organisational goals.

4. Fostering a Culture of Engagement: With its gamified approach to skill
development, MYSKILLSmanager increases employee engagement by making
learning goals achievable and rewarding. Leaders can leverage this to build
motivation, inspire commitment, and make skill-building an enjoyable part of the
workplace culture.

5. Objective Performance Evaluation: By standardising skill measurement and using
SKILLcodes and JOBcodes, MY SKILLSmanager minimises biases in performance
evaluations. Leaders can conduct fairer, more objective assessments that help identify
high-potential talent and ensure recognition is based on measurable contributions.

6. Effective Conflict Resolution: The platform’s data-driven insights allow leaders to
address potential conflicts more effectively by grounding discussions in evidence-
based performance metrics. This supports fair and constructive conversations around
role expectations, performance, and career progression.

7. Adaptability to Changing Demands: As market and organisational needs shift,
leaders can quickly adjust skill and performance expectations in MY SKILLSmanager
to ensure the workforce remains agile. This adaptability allows leaders to guide their
teams through change with clarity, aligning individual roles with evolving strategic
goals.

8. Building Cross-Functional Skills: The platform’s skill tracking encourages leaders
to identify and promote cross-functional skills, preparing employees for diverse roles



10.
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and fostering a versatile team that can easily adapt to new challenges or fill gaps in
other areas of the business.

Proactive Workforce Planning: MY SKILLSmanager allows leaders to identify
emerging trends in skill development needs across the organisation. Leaders can then
take proactive measures to develop the required skills before they become critical,
ensuring continuity and resilience within their teams.

Creating a Positive Feedback Loop: The platform’s structured feedback
mechanisms provide employees with clear, actionable insights into their performance,
helping leaders establish a constructive feedback culture. Regular, data-based
feedback helps employees feel valued and supported, promoting long-term job
satisfaction and retention.

Future-Proofing Leadership Capabilities: By embedding data-driven and objective
leadership practices, MY SKILLSmanager helps leaders cultivate skills that align with
the needs of a future-focused workforce. Leaders can strengthen their own capabilities
in fostering empowerment, transparency, and accountability.

Promoting Leadership at All Levels: MY SKILLSmanager can be used to identify
and develop emerging leaders within the team by tracking key performance metrics.
By promoting a culture where leadership skills are recognised and nurtured, the
platform supports leadership development at every level of the organisation.

In short, MY SKILLSmanager empowers leaders with the tools to drive accountability, foster
growth, and adapt to the evolving needs of the workforce. This enables a leadership approach
that is aligned with contemporary values of transparency, fairness, and strategic development,
contributing to a resilient and motivated organisation.



3.0 Performance-based recruitment

Here's a comparison between the MYSKILLSmanager
performance-based recruitment process and current

recruitment practices.

Here are some key benefits:

1. Defining Job Expectations

o Current Practices: Often lacks a clear, skills-focused job description. Candidates
may receive vague expectations or simply general requirements.

e« MYSKILLSmanager: Uses a performance-based job description tailored to
specific skill levels and job expectations. Each role is mapped to a JOBcode, which
aligns with pre-defined performance standards and skill ratings.

2. Interview Preparation

o Current Practices: Traditional interviews may rely heavily on subjective questions
and don’t always connect clearly to job performance.

e MYSKILLSmanager: Prepares interview questions aligned with 14 key performance
skills, including planning, teamwork, and problem-solving. Candidates receive a
performance-based job rating report in advance to understand job expectations.

3. Candidate Self-Assessment

e Current Practices: Candidates typically do not assess their skill levels before
interviews; they may be unaware of specific skill requirements.

e« MYSKILLSmanager: Provides candidates access to a Self-Assessment tool to rate
their skills before the interview. This helps candidates reflect on relevant skills and
provides a structured basis for interview discussions.

4. Structured Interview Process

o Current Practices: Interviews may be informal and vary significantly between
interviewers. Assessments are often qualitative, with limited consistency.

e« MYSKILLSmanager: Follows a structured interview process focusing on specific
performance skills and previous experiences. This includes discussing the candidate’s
skill ratings and ensuring alignment with expected job performance.

5. Consistency and Objectivity



o Current Practices: May vary widely by interviewer, which can lead to
inconsistencies and subjective evaluations.

e« MYSKILLSmanager: Standardizes interview processes using customized
performance skills frameworks, ensuring objective, consistent assessments across
candidates.

6. Post-Interview Onboarding

o Current Practices: Candidates may lack specific guidance and may be expected to
"sink or swim."

e« MYSKILLSmanager: Sets clear performance expectations from the start, helping
new employees integrate more effectively by knowing exactly what skills and
performance levels are expected in their role.

This comparison highlights how MY SKILLSmanager’s structured, performance-based
recruitment process aims to reduce hiring risks, increase candidate alignment with job
expectations, and provide a transparent framework to enhance employee engagement and
retention.



4.0 Emotional free performance reviews

Comparison: Traditional Performance Review Processes
vs. MYSKILLSmanager Emotional-Free Review

Processes

1. Overview

« Traditional Performance Reviews
Often conducted annually, these reviews aim to assess employee performance but are
widely disliked by both employees and managers. They are perceived as box-ticking
exercises with little meaningful outcome.

e MYSKILLSmanager Emotional-Free Review Process
Designed to generate positive, measurable, and actionable conversations about
performance, this approach eliminates anxiety and focuses on mutual benefits through
evidence-based discussions.

2. Pain Points

« Traditional Performance Reviews
o Create significant stress and anxiety for both employees and managers.
o Lack tangible performance measures, leading to subjective evaluations.
o Tend to foster a sense of control rather than collaboration.
o Rarely lead to actionable insights or workforce development.
e« MYSKILLSmanager Emotional-Free Review Process
o Removes the emotional burden by using clear, measurable performance
indicators.
Encourages positive, constructive conversations rather than judgment.
Focuses on building workforce capability rather than enforcing control.

3. Key Features

« Traditional Performance Reviews

o Top-down approach with little employee input.

o Based on generic criteria, often unrelated to specific job roles.

o Limited frequency usually conducted annually.

o Retrospective focus, emphasizing past shortcomings rather than future growth.
e« MYSKILLSmanager Emotional-Free Review Process

o Transparent, evidence-based discussions tailored to individual roles.

o Empowers employees to self-manage and present evidence of their

performance.
o Encourages ongoing, real-time feedback rather than annual reviews.



o Future-focused, emphasising skill development and workforce capability.

4, Qutcomes

e Traditional Performance Reviews
o Often leave employees feeling demotivated and undervalued.
o Fail to provide actionable insights for improvement.
o Maintain status quo without driving meaningful change.
e« MYSKILLSmanager Emotional-Free Review Process
o Builds trust and engagement between employees and managers.
o Provides clear benchmarks for performance and development.
o Creates a “win-win” by aligning employee growth with organisational goals.
o Drives continuous improvement and workforce empowerment.

5. Benefits

« Traditional Performance Reviews

o Limited benefit beyond compliance with organisational policies.

o Rarely enhances employee morale or contributes to strategic goals.
« MYSKILLSmanager Emotional-Free Review Process
Boosts morale by providing clear recognition of achievements.
Enhances organisational productivity through measurable outcomes.
Supports self-managed growth, fostering a high-performance culture.
Simplifies performance management, saving time and reducing stress.

o

o O O

Conclusion

The MY SKILLSmanager Emotional-Free Review Process transforms performance reviews
into a collaborative, measurable, and empowering activity. Unlike traditional methods, which
are fraught with anxiety and inefficiency, this approach aligns employee development with
business goals, driving tangible results for both parties.



5.0 Redundancy program

Framing MY SKILLSmanager as a tool to provide integrity in
a redundancy program can highlight several value points:

Here are some keyways it could make an impact:

1. Transparency in Skills Evaluation
MY SKILLSmanager’s structured approach to tracking skills and performance creates
a clear, objective foundation for evaluating workforce capabilities. In a redundancy
program, this transparency helps ensure that decisions are based on documented skills
and competencies rather than subjective perceptions, fostering fairness and trust.

2. Evidence-Based Decision-Making
By using MYSKILLSmanager’s evidence-driven system, organisations can base
redundancy decisions on verified skill levels and performance histories. This
minimizes disputes by providing a tangible record of each employee’s contributions
and areas of expertise, showing employees and stakeholders that decisions were made
on merit and objective data.

3. Maintaining Morale and Trust
A redundancy program inevitably affects morale. MY SKILLSmanager’s clear
documentation of performance standards and individual achievements can help
employees understand the basis of decisions, reducing ambiguity and maintaining
trust within the remaining workforce.

4. Supporting Reskilling and Outplacement
For those who are affected by redundancies, MY SKILLSmanager’s skill tracking and
performance insights can assist in identifying transferable skills, facilitating reskilling
and outplacement efforts. This approach supports departing employees in
understanding their strengths, helping them transition into new roles more effectively.

5. Alignment with Organisational Goals
MY SKILLSmanager ensures that redundancy decisions align with future
organisational needs by mapping workforce skills against current and anticipated
business demands. This alignment helps organizations retain essential skills and
support sustainable growth post-restructuring.

6. Legal and Compliance Assurance
Maintaining documented evidence of skill levels and objective criteria for redundancy
decisions can help protect the organisation from potential legal challenges.
MY SKILLSmanager’s structured records provide clear documentation that the
process adhered to fair and consistent standards.

These aspects not only reinforce the integrity of the redundancy program but also position
MY SKILLSmanager as a comprehensive workforce development tool, supporting both
immediate and long-term organisational resilience.



6.0 Workers compensation

Using MY SKILLSmanager for quality assurance in the
NSW iCare workers compensation scheme offers several

clear benefits that enhance workforce compliance, safety,
and overall performance

1. Improved Accountability and Transparency: MY SKILLSmanager tracks
employee performance through detailed skill and job role definitions (SKILLcodes
and JOBcodes), providing transparent metrics that clarify each worker’s
responsibilities. This reduces ambiguity in compliance, making quality assurance
easier to monitor and verify.

2. Evidence-Based Compliance: The platform’s 'Evidence Excellence' feature allows
for rigorous, evidence-backed documentation of work practices. This is particularly
valuable in the workers compensation context, where clear, objective records are
essential for meeting regulatory and legal standards, such as those outlined in NSW’s
industrial manslaughter legislation.

3. Enhanced Safety Culture: By embedding work health and safety (WHS) standards
into each worker’s role through MY SKILLSmanager, organizations can cultivate a
strong safety culture. It aligns workers' everyday tasks with safety protocols, ensuring
that adherence to WHS standards becomes an integral part of quality assurance.

4. Real-Time Performance Monitoring: With MY SKILLSmanager’s digital
framework, managers can assess skill and performance levels in real time, allowing
for immediate action on quality gaps or safety concerns. This proactive approach
reduces incident risks, contributing to a safer work environment and higher-quality
outcomes.

5. Workforce Engagement and Empowerment: The platform gamifies job role
expectations, making it easier for workers to understand and meet the required
standards. This approach not only improves employee engagement but also enhances
their commitment to delivering quality work within the iCare framework.

6. Cost-Effective Workforce Development: By facilitating continuous, skill-based
development aligned with iCare’s quality assurance needs, MY SKILLSmanager
minimizes costly training or retraining efforts. Workers progress through structured
performance levels, building relevant skills directly linked to the demands of their
roles in the compensation scheme.

7. Streamlined Data for Decision-Making: Through comprehensive performance
analytics, MYSKILLSmanager helps decision-makers in the iCare scheme identify
high-risk areas, evaluate compliance trends, and allocate resources more effectively to
maintain quality and safety standards.

By integrating MY SKILLSmanager, iCare can establish a more resilient, safety-conscious
workforce, leading to better quality assurance, fewer compensation claims, and stronger trust
among stakeholders.



7.0 NSW Regulator, SafeWork NSW

To compare MY SKILLSmanager with SafeWork NSW
compliance requirements in the construction industry, we could

examine several areas where MY SKILLSmanager's features
align with or differ from regulatory requirements.

Key points to consider may include:

1. Safety Standards and Performance Evaluation

o SafeWork NSW: Primarily focuses on enforcing compliance with standards,
guidelines, and procedures for safety. These include personal protective equipment
(PPE), safe operation of machinery, and hazard control. SafeWork NSW performs
inspections and can impose penalties for non-compliance, making it a primarily
reactive approach.

e MYSKILLSmanager: Offers a proactive, performance-oriented framework. By
using SKILLcodes and JOBcodes, MY SKILLSmanager supports structured,
evidence-based skill tracking using the 1ISQ2 digital framework, which helps identify
and address skill gaps related to safety. This aligns with the objectives of SafeWork
NSW but adds a developmental layer that promotes continuous safety improvement
through skill competency.

2. Evidence of Compliance

« SafeWork NSW: Requires documentation for training, certifications, and incident
records as proof of compliance. Documentation often needs to be produced in audits
and inspections, creating a reliance on periodic updates.

« MYSKILLSmanager: Provides real-time evidence tracking and logging, ensuring
skills and qualifications are always up to date. The digital 'Evidence Excellence'
paperless feature can directly address SafeWork’s evidence requirements by
maintaining ongoing records, enabling easier compliance audits and helping
companies avoid gaps between inspections.

3. Risk Management and Incident Reporting
o SafeWork NSW: Establishes guidelines for identifying risks, reporting incidents, and

investigating workplace injuries or fatalities. The focus is on following prescribed
processes and procedures.



« MYSKILLSmanager: Facilitates an integrated approach to risk management by
recording competencies that can pre-emptively address high-risk areas, especially
when employees are consistently trained and evaluated on job-specific safety skills.
This proactive competency measurement supports SafeWork’s risk mitigation by
ensuring that workers meet established safety performance levels.

4. Continuous Improvement and Workforce Development

o SafeWork NSW: Although compliance is required, there’s limited structure for
continuous workforce development beyond the mandatory requirements.

e MYSKILLSmanager: Encourages continuous improvement through its Performance
Skills Measurement Framework. This framework, coupled with the 1ISQ2 model,
enables workers to build and demonstrate safety competencies and provides
businesses with data to guide ongoing workforce development. This goes beyond
compliance by establishing a culture of safety learning and improvement.

5. Flexibility and Customisation for Job Roles

o SafeWork NSW: Provides specific guidelines applicable across various construction
tasks but may lack customisation for individual roles within companies.

e MYSKILLSmanager: Allows for customisation using SKILLcodes and JOBcodes,
which can be tailored to specific roles. This ensures that each worker is equipped with
the relevant safety skills specific to their responsibilities, enhancing both compliance
and on-site safety standards.

By incorporating MY SKILLSmanager’s performance measurement and continuous
development focus, companies could not only meet SafeWork NSW compliance
requirements but also build a robust safety culture with ongoing skill improvement.

Including psychosocial hazard management and industrial manslaughter legislation
compliance, MY SKILLSmanager adds essential support in areas where traditional SafeWork
NSW requirements may be more limited. Here's how MY SKILLSmanager addresses these
critical areas alongside SafeWork NSW’s construction compliance framework:

6. Psychosocial Hazards

o SafeWork NSW: Recognises psychosocial hazards, such as work-related stress,
harassment, and fatigue, but often focuses on addressing these issues through
workplace policies and compliance with overarching guidelines.

e« MYSKILLSmanager: Provides an active framework to mitigate psychosocial
hazards by integrating performance measurement and skills-based job clarity. The
system can support healthier workplace dynamics by defining clear job roles,
reducing role-related stress, and ensuring that each employee's skills match job
requirements. Additionally, MY SKILLSmanager’s continuous skill-building process
helps foster a sense of mastery and confidence, addressing psychosocial risks
proactively. The system also facilitates regular evidence-based performance
conversations, which can help identify and address psychosocial issues early.

7. Industrial Manslaughter Legislation



SafeWork NSW: Holds companies legally responsible for serious safety violations
that lead to workplace fatalities, but enforcement is retrospective. SafeWork NSW
requires companies to demonstrate robust safety policies and training documentation,
with substantial penalties for non-compliance.

MY SKILLSmanager: Supports compliance with industrial manslaughter legislation
by ensuring workers consistently meet verified safety and competency standards. The
'Evidence Excellence' feature allows organisations to track and verify that workers are
qualified and skilled for high-risk tasks, providing clear evidence that safety
responsibilities are met. This can be critical in preventing incidents that may
otherwise result in industrial manslaughter charges, and in the unfortunate event of an
incident, MY SKILLSmanager provides a strong defence through a transparent,
trackable history of safety compliance.

8. Integrated Approach to Compliance and Culture Change

SafeWork NSW: Encourages adherence to safety standards and hazards management
but may lack mechanisms for cultivating long-term safety culture.

MY SKILLSmanager: The 1SQ2 Framework within MY SKILLSmanager is designed
to foster an inclusive safety culture by integrating psychosocial, physical, and
procedural safety into one framework. Through real-time tracking and structured role-
based skills assessments, MY SKILLSmanager makes safety and skill management a
continual, actionable part of workplace operations, thereby reducing the risk of
serious incidents and supporting compliance with both psychosocial and industrial
manslaughter legislation.

9. Transparency and Accountability

SafeWork NSW: Primarily assesses compliance through periodic audits, which can
sometimes lead to gaps in ongoing accountability.

MY SKILLSmanager: Ensures continuous accountability through transparent
tracking of job role expectations and performance. This makes MY SKILLSmanager
an effective tool for aligning workforce actions with compliance standards, creating a
documented “digital trail” of safety and skill practices that can serve as critical
evidence in compliance and legal reviews.

In addressing both psychosocial hazards and industrial manslaughter legislation,

MY SKILLSmanager provides a comprehensive, proactive solution, helping companies
maintain safety standards and develop a responsive, transparent safety culture that goes
beyond SafeWork NSW’s core requirements. This combination not only meets but enhances
regulatory compliance, reducing risks to both the organisation and its workforce.

Our Mission:
To bring a fresh, effective approach to workforce productivity—empowering skills, capturing
real-time performance, and setting new standards for workplace success.

Unlock Your Workforce Potential
Discover how the SkillCatalyst Algorithm and SWAMP framework can transform workforce
productivity for your organisation.



Contact us to start building a future-ready, skilled, and engaged team.
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