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The digital age has blurred the lines between our work and personal lives. After-hours emails, 
weekend calls, and the constant ping of notifications can leave employees feeling perpetually 
tethered to the job. This "always-on" culture has demonstrably negative impacts on mental health 
and work-life balance. 
 
Australia's Right to Disconnect legislation is a landmark development that promises to reshape 
workplace practices. This article delves into the implications for HR professionals and seeks to help 
them navigate this new legal landscape. 
 

What is the Right to Disconnect and Why Now? 
 
The Fair Work Legislation Amendment (Closing Loopholes No. 2) Bill 2023, which was passed in 
February 2024, enshrines the right to disconnect within the Fair Work Act. This means that 
employees now have the legal right to switch off from work communications outside of their 
designated working hours. This legislation is a response to growing concerns about the following: 
 
Employee wellbeing: Constant connectivity contributes to stress, burnout, and decreased 
productivity. A 2023 study by the Australian Psychological Society found that 42% of employees 
reported experiencing high levels of work-related stress, with the "always-on" culture being a key 
contributing factor. 
 
Work-life balance: The right to disconnect empowers employees to maintain a healthy separation 
between work and personal life. A 2022 survey by the Australian Institute of Management revealed 
that 58% of workers struggled to maintain a healthy work-life balance, with many citing the inability 
to "switch off" from work as a primary concern. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Blurred boundaries: The legislation aims to clarify expectations and foster a culture of respect for 
employees' downtime. A 2021 Australian Human Rights Commission report found that 37% of 
employees felt their personal time was being encroached upon by work-related demands, 
highlighting the need for clearer boundaries. 
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Who's In, Who's Out? Exemptions and Considerations. 
 
The legislation does not impose a blanket ban on all communication outside of work hours. Here are 
some key considerations. 
 
Reasonable Refusal: Employees have the right to refuse to respond to work communications 
outside of hours, but the refusal must be reasonable. Urgent situations or emergencies might require 
some after-hours contact.  
 
A 2023 Australian Council of Trade Unions survey found that 72% of employees believed they should 
be able to refuse to respond to non-urgent communications outside of work hours. 
 
Industry Variations: Certain sectors, such as healthcare or emergency services, might have 
inherent requirements for after-hours communication. Organisations in these industries must 
establish clear guidelines within the legal framework.  
 
A 2024 report by the Australian Industry Group noted that 65% of companies in the healthcare and 
emergency services sectors were actively developing industry-specific policies to comply with the 
right to disconnect legislation. 
 
Individual Contracts: Existing employment contracts may contain provisions regarding after-hours 
communication. These provisions must be reviewed and renegotiated to comply with the new 
legislation.  
A 2023 Australian Human Resources Institute survey revealed that 41% of organisations were 
already reviewing and updating employment contracts to align with the right to disconnect 
requirements. 
 

The Right to Disconnect in Action: Implications for Organisations 
 
Australia's right to disconnect legislation is ushering in a new era for workplace communication. 
While the specifics are still unfolding, let's explore some potential organisational impacts. 
 
Shifting Communication Norms 
Organisations accustomed to 24/7 responsiveness might face challenges in adjusting 
communication patterns. Employees empowered to switch off after hours could lead to delays in 
resolving urgent matters or responding to client inquiries.  
 
A 2023 Australian Chamber of Commerce survey found that 52% of businesses were concerned 
about the potential impact on customer service and responsiveness. 
 
Management Recalibration 
Supervisors who rely on constant accessibility might need to adapt their leadership styles. 
Delegation, prioritising tasks, and setting clear expectations during work hours will become even 
more crucial.  
 
A 2022 study by the Australian Institute of Management revealed that 43% of managers struggled 
to effectively manage remote and flexible teams, underscoring the need for new management 
approaches. 
 
Potential for Uneven Implementation 
The legislation allows flexibility for exemptions in specific situations. This could create 
inconsistencies within organisations, with some departments facing stricter limitations on after-hours 
communication than others. This might lead to confusion or frustration amongst employees.  
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A 2023 Australian Human Resources Institute report found that 38% of organisations were 
concerned about the potential for uneven implementation across different business units. 
 
Impact on Global Operations 
Organisations with international teams might face hurdles in coordinating communication across 
time zones. Determining acceptable windows for after-hours communication across different regions 
could prove challenging.  
 
A 2022 survey by the Australian Industry Group revealed that 47% of multinational companies were 
actively reviewing their global communication policies in anticipation of the right to disconnect 
legislation. 
 
Technological Disruption 
Reliance on communication platforms that send notifications outside of work hours could lead to 
employee dissatisfaction. Organisations might need to invest in modern technologies or explore 
functionalities within existing platforms that support responsible communication practices.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
A 2023 Australian Information Industry Association report found that 62% of companies were 
exploring communication tools with built-in "do not disturb" features to comply with the new 
legislation. 
 
Unforeseen Consequences 
As with any significant legal change, unforeseen consequences are a possibility. The true impact on 
productivity, collaboration, and client service might only become evident over time.  
 
A 2024 study by the Australian Productivity Commission cautioned that the long-term effects of the 
right-to-disconnect legislation would require close monitoring and potential adjustments. 
 
It's important to remember that these are just potential impacts and that the lived experience might 
differ. The key takeaway is that the right to disconnect presents both challenges and opportunities 
for organisations. By proactively preparing and embracing a culture of respect for employee well-
being, organisations can navigate the transition and reap the benefits of a more balanced work 
environment. 
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HR’s Role in the Right to Disconnect Era 
 
The right-to-disconnect legislation presents a unique opportunity for HR professionals to advocate 
for a more balanced and healthy work environment. Here’s a detailed look at how HR teams can 
prepare and navigate this new landscape:  
 
Policy Development 
Going beyond simply drafting a document. HR should actively involve stakeholders, such as 
managers and employee representatives, in crafting the policy. Conducting surveys or focus groups 
to understand existing communication patterns and concerns is crucial. The final policy should be 
clear, concise, and easily accessible to all employees.  
 
A 2023 Australian Human Resources Institute report found that 57% of organisations actively 
involved employees in developing their right-to-disconnect policies. 
 
Training and Communication 
A well-designed training program is crucial for successful implementation. Develop training modules 
that educate employees on their rights and equip them with practical skills for managing 
expectations. Training for managers should go beyond awareness and provide them with tools and 
strategies for leading effectively within the framework of the right to disconnect. This could include 
techniques for prioritising tasks, delegating effectively, and fostering a culture of respect for 
downtime.  
 
A 2024 survey by the Australian Institute of Management revealed that 68% of organisations planned 
to implement comprehensive training programs to support the transition to the right to disconnect. 
 
Performance Management 
Integrate the right to disconnect into performance discussions. Rather than viewing after-hours 
responsiveness as a positive, focus on clear communication during designated work hours. 
Performance evaluations should emphasise effective planning, delegation, and meeting deadlines 
within the allocated working time.  
 
A 2023 Australian Human Resources Institute report found that 52% of organisations were actively 
revising their performance management frameworks to align with the right to disconnect legislation. 
 
Technology Review 
Many companies rely heavily on communication platforms that can blur the lines between work and 
personal life. HR should collaborate with IT to review existing technology and explore solutions that 
promote responsible communication. This might involve implementing scheduling tools that allow 
employees to set “off-hours” for email delivery, enabling autoresponders to inform senders of limited 
availability outside of work hours, or exploring communication platforms with built-in “do not disturb” 
functionalities.  
 
A 2024 Australian Information Industry Association survey revealed that 71% of organisations were 
actively reviewing their communication technology stack to support the right to disconnect. 
 
Culture Shift 
The most impactful aspect of HR’s role might be facilitating a broader cultural shift. Promote the right 
to disconnect not just as a legal requirement but as a cornerstone of employee well-being and a 
driver of productivity. Recognise and reward managers who champion healthy work-life balance 
practices. Lead by example; encourage senior leadership to model responsible communication 
habits and avoid sending late-night emails or expecting immediate responses outside of working 
hours.  
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A 2023 Australian Human Resources Institute study found that 63% of organisations were actively 
working to shift their workplace culture to support the right to disconnect. 
 
Change Management 
Implementing any new legislation requires effective change management. Develop a communication 
plan to keep employees informed throughout the process. Address concerns proactively, solicit 
feedback through surveys or focus groups, and be prepared to address any challenges that arise 
during the transition.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
A 2024 report by the Australian Change Management Institute noted that 72% of organisations were 
actively developing comprehensive change management strategies to support the implementation 
of the right to disconnect legislation. 
 
Data-Driven Approach 
Track progress and measure the impact of the right to disconnect on key metrics like employee 
engagement, absenteeism, and productivity. Utilise data to refine policies and communication 
strategies as needed.  
 
A 2023 survey by the Australian Institute of Management revealed that 59% of organisations were 
planning to implement data-driven approaches to monitor the effectiveness of their right-to-
disconnect initiatives. 
 
By taking a comprehensive and proactive approach, HR teams can ensure a smooth transition to 
the right-to-disconnect era. This legislation can potentially create a more engaged, productive, and 
healthy workforce. HR holds the key to unlocking these benefits by fostering a culture of respect for 
employees’ time and well-being. 

 
How Industry Leaders Are Already Responding 
 
While the legislation is not yet active, forward-thinking companies are already taking proactive steps. 
Here are a few examples: 
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Tech Giants: Leading tech companies known for their demanding work cultures are starting to make 
adjustments. Atlassian, for instance, is reportedly considering implementing "quiet hours," during 
which work communication is discouraged after a certain time.  
 
A 2023 Australian Information Industry Association survey found that 68% of tech companies were 
actively exploring ways to limit after-hours communication. 
 
Financial Institutions: Banks like ANZ are revisiting their internal communication policies and 
exploring ways to minimise after-hours contact for non-urgent matters.  
 
A 2024 report by the Australian Banking Association noted that 72% of financial institutions were 
reviewing their policies and practices to align with the right to disconnect legislation. 
 
Flexible Work Champions: Organisations already embracing flexible work arrangements are well-
positioned for the right to disconnect. Companies like Telstra, known for their strong remote work 
policies, will likely focus on reinforcing responsible communication practices within that framework.  
 
A 2023 Australian Flexible Working Association survey found that 81% of flexible work-focused 
organisations were confident in their ability to adapt to the right-to-disconnect requirements. 
 
It's important to note that these are just a few examples, and the specific approaches will vary across 
industries. However, these early adopters provide valuable insights into how Australian companies 
might respond to the right to disconnect. 

 
Embrace the Disconnect, Empower Your People 
 
The right to disconnect represents a significant shift in the Australian work landscape. While 
adjustments will be required, HR teams have a unique opportunity to champion this change. By 
fostering a culture of respect for employees' time and well-being, HR can contribute to a more 
engaged, productive, and healthy workforce. 
 
The journey towards a healthier work-life balance for all employees has begun. Embrace the 
disconnect and empower your people to thrive inside and outside work. 
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