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We are bearing witness to a changing dynamic in today’s business world.  
Through engagement with our clients, Colliers International has seen this  
translate into new challenges for Australia’s businesses and their search for 
the right office accommodation strategy. We see organisations becoming more 
concerned about issues such as environmental sustainability, business security  
and workplace culture.

Our industry has been facing new challenges as the Knowledge Economy 
expresses itself in all facets of business life. Colliers International recognises 
commoditisation as a real threat to our business viability. For five years this has 
been defining our strategic business planning and, in turn, has transformed the 
manner in which we approach our own workplace.

Lifeblood is designed to assist your business to realise the greatest value from 
your office buildings and workplaces as you address five emerging business 
imperatives over the next decade. While we expect these imperatives to impact 
different organisations in different ways, it is our intention to provide a strong case 
for change and a framework with which to understand the critical role of office 
buildings and workplaces in meeting them.

Colliers International will continue to address the imperatives outlined in Lifeblood 
within its own strategic development. We hope this report will help you better 
define your future direction and we wish you well on your journey.

John Kenny

Chief Executive - Australia

Colliers International
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Executive summary 
Executive summary 
Australia’s businesses are facing emerging imperatives for action around their 
talent, knowledge, duty of care fulfi lment and information and communications 
systems - their lifeblood. 

The next decade will prove increasingly challenging for businesses that do not form 
strategies now to meet these imperatives as they unfold.

The performance of offi ce buildings and workplaces will be central to addressing 
these challenges and sustaining business vitality. 

The fi ve emerging imperatives
 1.  The Transforming Workforce - the attraction and retention of employees and  

associated ‘Battle for Talent’ amongst employers.  

Employers will need to respond to a new set of expectations and values from a 
new generational and gender mix. Talented employees will be in greater demand 
and retaining mature age workers and the autonomous Generation Y will be key 
challenges. Supporting work-life balance and blend, personal wellbeing, learning, 
employee/employer values alignment and positive cultures will be essential.

These challenges will be exacerbated in 15 years time as the impacts of the aging 
workforce and declining fertility rate result in decelerating workforce growth.

2.  The Knowledge Economy - effective mediation of knowledge (as opposed to 
information transfer). 

By supporting interactions and quality relationships between employees, 
work environments will be critical to enabling effective knowledge mediation.

3.  Corporate Social Responsibility - demonstration of high standards of 
performance in response to the increasing demands of stakeholders and 
potential risk to reputation.

Businesses will use their buildings and workplaces as tangible demonstrations 
of their environmental performance and concern for the wellbeing of 
employees and communities.

4.  Duty of care - managing expanding liability, including that associated with 
indoor air quality.

Liability for building occupiers (including directors), owners and managers 
is growing. This is due to a blurring of the boundaries of responsibility 
between these parties, an expanding scope of requirements, government 
bodies becoming more aggressive with prosecution and growing employee 
expectations about their wellbeing. Thorough risk management is critical, 
including compliance to evolving codes and standards and responding to 
emerging areas of risk such as indoor air quality.

5.  Business continuity - assurance of Information and Communications 
Technology (ICT) operation in a time of continuing growth in dependence on 
these systems.

The rising fi nancial impact of ICT interruptions is demanding more rigorous 
management of possible points of failure and security breaches in ICT systems 
and power.

The Colliers International Offi ce Tenant Survey found that 44% of organisations 
surveyed do not expect any change in their staff culture over the next three years 
(Colliers International, 2006).

This report challenges this view. It is expected that the impact of the fi ve 
imperatives will stimulate a change in outlook by many businesses and their leaders.

Australian business 
— equipped and motivated to meet the challenge?
Businesses should act now to develop strategies that address the impacts of the 
Lifeblood imperatives.

As the challenges which these imperatives herald continue to become more 
evident, we can expect to see the majority of Australian businesses change their 
strategy and behaviour in response. The necessity to address these imperatives in 
their building and workplace solutions will gather momentum.

The criticality of the Lifeblood imperatives is emerging at a time when Australian 
businesses are becoming more knowledgeable about building and workplace 
performance. However, much of this knowledge does not appear to be utilised by 
strategic business decision makers.  Rather, it is being retained within the confi nes 
of specialist property divisions.

Addressing the imperatives will require the involvement of multiple business 
functions in accommodation and workplace decision making. 
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Implications for offi ce buildings and workplaces 
As businesses begin to utilise their buildings and workplaces to respond to these 
imperatives we can expect new levels of scrutiny on building attributes such as:

•  The ability to accommodate open work environments which support 
community, effi cient work practices, work/life style and knowledge mediation. 

• Provision of community spaces for the building.

•  Provision of lifestyle amenities in and around the building and accessibility 
to transport.

• Indoor Environmental Quality including:

  — Indoor Air Quality

  — Thermal comfort

  — Access to natural light

  — Visual connection to the outside

•  Environmental performance with a focus on energy, water, waste and 
performance reporting. 

• Access security that is comprehensive but unobtrusive.

•  Compliance to evolving OHS and building code standards and the satisfaction 
of requirements in new areas of duty of care risk such as indoor air quality. 

•  The building’s ability to achieve uninterrupted and secure information and 
communications systems. 

Although many of these attributes may be recognised as being included within 
current building and workplace specifi cations, the impact of the fi ve imperatives 
will greatly increase the required capability level of the building. This change may 
see a proportion of Australia’s existing offi ce building stock become obsolete. 

The relationship between building occupiers and owners will evolve with the need 
for greater communication to ensure buildings continue to satisfy emerging 
business requirements.

The evolution of the business, and therefore property landscape, will present 
new challenges for property owners, developers and designers. They will be 
responsible for providing buildings which meet the evolving needs of business 
and the workforce. 

Open work 
environments

ICT security 
and assurance

Environmental 
performance

Security

Transport
accessibility

Amenities

Community
space

Indoor 
Environmental 

Quality

OHS & building 
code compliance



Forecasting new expectations

The ‘lifeblood’ of any business includes its talent, reputation, knowledge, duty of 
care fulfi lment and information and communications systems. Business vitality 
depends on the effective management of these core business components.

This report, for the fi rst time, brings together knowledge on key emerging 
imperatives for businesses and demonstrates the link between these 
business changes and a revision in expectations for the performance of 
offi ce buildings and workplaces over the next decade. 

The fi ve emerging business imperatives

1. The Transforming Workforce - battling for talent.

2. The Knowledge Economy - learning to compete.

3. Corporate Social Responsibility - defending reputation.

4. Duty of care - managing growing risk.

5. Business continuity - assuring information and communications.

Leading businesses in Australia have begun to address these fi ve imperatives, but 
we now expect to see rapid uptake in awareness and action amongst the majority 
of businesses. 

Within Lifeblood

Lifeblood comprises fi ve sections, each of which addresses an emerging imperative 
that will impact Australian business over the next ten years. It forecasts the 
implications of these imperatives for an organisation’s physical building and 
workplace requirements.

The purpose of Lifeblood

Lifeblood will assist businesses to realise the strategic value of offi ce buildings and 
workplaces in responding to these changes and achieving competitive advantage.  

It will assist landlords, investors, developers and designers to supply offi ce building 
stock that will respond to the changing demands of businesses.

This report represents a key milestone in Colliers International’s Lifeblood 
programme, established in July 2004 to understand how property can best 
support sustainable business performance.

Methodology

Lifeblood makes forecasts for the emergence of the fi ve imperatives based on the 
extrapolation of current trends. These trends are derived from an assembled body 
of research including:

• Recent publications by leading Australian and international authorities.

•  Interviews and workshops with recognised Australian leaders in the 
relevant topics.

•  The Colliers International Offi ce Tenant Survey. This is an independent survey 
of property decision makers in businesses in Sydney, Melbourne and Brisbane. 
It examines their current, past and anticipated future thinking and actions 
regarding a range of issues impacting their offi ce accommodation. It was 
commissioned by Colliers International and implemented by ACA Research 
(Colliers International, 2006).

• Observation of current activities and trends in business and property markets.

The propositions made within Lifeblood are a product of workshops run by 
the Colliers International Lifeblood Team. This team comprises senior Colliers 
International property, workplace and building engineering experts.

Selection of the fi ve imperatives

The criteria for the determination of the fi ve imperatives were:

•  The ability to prove a strong case for the existence of trends which could 
reasonably be predicted and which would create serious implications for 
offi ce-based Australian businesses over the next ten years.

•  The expectation that each imperative will signifi cantly impact the required 
performance of offi ce buildings and workplaces.

Based on these parameters, a range of possible imperatives was examined by the 
Lifeblood research team before resolution on the fi ve. 

Some commonly discussed drivers of change, such as technology and terrorism, 
were not included because they were not deemed to satisfy the above criteria. 

Why ten years?

The ten year time frame was chosen for the following reasons:

•  It is long enough to begin to fully appreciate the powerful impact of these 
imperatives, but short enough to make a reasonable prediction. 

•  It refl ects both the longer lease terms often used by tenants and the life cycle of 
building services upgrades.
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Introduction 

business changes and a revision in expectations for the performance of 
offi ce buildings and workplaces over the next decade. 

The fi ve emerging business imperatives

1. The Transforming Workforce - battling for talent.

2. The Knowledge Economy - learning to compete.

3. Corporate Social Responsibility - defending reputation.

4. Duty of care - managing growing risk.

5. Business continuity - assuring information and communications.

Leading businesses in Australia have begun to address these fi ve imperatives, but 
we now expect to see rapid uptake in awareness and action amongst the majority 
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Within Lifeblood

Lifeblood comprises fi ve sections, each of which addresses an emerging imperative 
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Leading businesses in Australia have begun to address these fi ve imperatives, but 
we now expect to see rapid uptake in awareness and action amongst the majority 
of businesses. of businesses. 



The ‘Early Majority’ is ready to move

In understanding the case for changing tenant demand in the market, it is valuable 
to consider the process by which a market typically transforms in response to new 
opportunities. 

Assuming this market transformation follows the proven distribution curve for 
market uptake of technologies presented by marketing strategy guru Geoffrey 
Moore, we can now expect an acceleration of change in tenant demands.

Savvier tenants?
Businesses are slowly becoming more knowledgeable about building and 
workplace performance. As a result, Australian offi ce space occupiers are 
becoming empowered to strategically address the fi ve imperatives in their offi ce 
building and workplace solutions.

They are learning from a variety of sources. The media has expanded its promotion 
of new building and workplace opportunities from just property sections to 
business and general news sections as well. 

Schemes such as the Green Star and ABGR environmental rating tools 
(see page 34) and recent state government accommodation guidelines have 
recently helped create new benchmarks for building environmental performance.

Another indicator of a shift in tenant awareness is the emergence of new 
positions in businesses (some innovatively titled) as they begin to address the fi ve 
imperatives. IAG now employs a ‘Group Executive - Culture & Reputation’, Ernst 
& Young a ‘Partner - People & Culture’, Lend Lease a ‘Sustainable Investment 
Catalyst’ and at Arup a ‘Global Leader of Foresight and Innovation’.

Despite this progress, most of Australia’s businesses have a long way to go in 
developing their knowledge of building and workplace performance to a level that 
achieves best strategic advantage.

Who in businesses is utilising the knowledge?

It appears that knowledge about leading-edge building and workplace performance 
is commonly retained within an organisation’s property function rather than at a 
senior strategic decision making level.

For example, results from the Colliers International Offi ce Tenant Survey indicated 
that only 27% of chief offi cer respondents were familiar with the Australian 
Building Greenhouse Rating (ABGR) scheme. In contrast, 63% of property 
managers were familiar with the ABGR (Colliers International, 2006).

These results would indicate that knowledge about this particular building and 
workplace topic is not always reaching the strategic decision makers. 

When considering the uptake of advanced open work environments in Australia, 
one can point to ‘Innovators’ such as Lend Lease / National Australia Bank with 
their Campus MLC project, opened in North Sydney in the late 1990s. 

Examples of the subsequent ‘Fast Followers’ in advanced open work environments 
include the National Australia Bank’s fl agship building National @ Docklands in 
Melbourne, Lend Lease’s 30 The Bond in Sydney and the Ernst & Young Centre in 
Sydney; all completed in the last few years. 

It is apparent that within the Australian business community there are now clearly 
‘Innovators’ and ‘Fast Followers’ for most of the fi ve imperatives and examples of 
these businesses are referred to throughout this report. We are now at the point 
where the ‘Early Majority’ will begin to move to actively address these imperatives 
in their offi ce buildings and workplaces. This shift will have considerable 
implications for the Australian property industry.
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Innovators

Bleeding edge

Fast
followers

Early
majority

Late
majority

Laggards

Leading edge

Show me

O.K. if I have to

Followers

Moore’s Curve for Market Uptake

Moore (1991).

 

Innovators - prepared to take the fi nancial risk of an unproven technology or 

new practice.

Fast Followers - wait to learn from the experience of the innovators, thus reducing 

their risk, but are still quite quick to change. Fast followers are leaders among 

mainstream organisations.

The Early Majority - sceptical of innovators and won’t adopt until there is evidence 

of uptake by fast following mainstream organisations.

The Late Majority - resist change until older technologies are clearly superseded.

Laggards - won’t change unless they have no choice.

Businesses are slowly becoming more knowledgeable about building and 
workplace performance. As a result, Australian offi ce space occupiers are workplace performance. As a result, Australian offi ce space occupiers are 
becoming empowered to strategically address the fi ve imperatives in their offi ce 
workplace performance. As a result, Australian offi ce space occupiers are 
becoming empowered to strategically address the fi ve imperatives in their offi ce 
building and workplace solutions.

They are learning from a variety of sources. The media has expanded its promotion 

becoming empowered to strategically address the fi ve imperatives in their offi ce 
building and workplace solutions.
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The Federal Treasury predicts in the 2002-2003 Intergenerational Report that the 
working age population (15-64 years) is predicted to grow from 13.2 million in 2002 
to 14.6 million in 2012. This represents a growth rate of 10.6% in those ten years 
(Costello, 2005). 

Over the same ten year period the retirement age population (65 to 84 years) will 
grow much more rapidly at a rate of 22.7% (from 2.2 million to 2.7 million).

This issue will compound in the decade 2012 to 2022, during which the growth rate 
for the retirement population is predicted to accelerate even more rapidly to about 
40%. In contrast, the growth rate for the working age population is expected to 
drop to just 3.5%.

This ageing of the population, coupled with a probable continued decline in fertility 
rates (women having fewer children), will cause the predicted slump in population 
growth and consequent reduction in the supply of people into the workforce.

The generational ‘changing of the guard’
A radical changing of the guard amongst generations in the workforce has already 
begun. This demands a change in leadership style in order to relate to a new mix of 
requirements and expectations from employees.

The generational groups are commonly defined as follows: Baby Boomers (born 
between 1946 and 1961), Generation X (1961 to 1976) and Generation Y (1976 
to 1991). Each possess quite different character traits. Australian Generation Y 
consultant, Peter Sheahan, describes these in the figure ‘Generational Character 
Traits’ on the following page.

The Baby Boomers, who have led our workforce over recent decades, started 
reaching the age of 60 this year. By 2021 they will all be above the age of 60. Unlike 
their parents’ generation however, a greater proportion is predicted to stay in the 
workforce as outlined later. 

Compared to the Baby Boomers, Generation X has a stronger concern for issues of 
social wellbeing and work/life balance. Generation X is now moving into business 
leadership and senior management positions. 

Compared to Generation X, Generation Y is much more autonomous, having not 
only multiple employers in their working life, but multiple careers. They are more 
technologically savvy, committed to ongoing learning and have an even stronger 
expression of social and environmental values.

Sheahan (2005) suggests that a fundamental difference between Generations  
X and Y is in their relationship to change: “Gen X have accepted change and have 
tried to adapt to it. Generation Y live for change.”

Generation Y now occupies a significant part of our nation’s operational and lower 
management positions. Over the next decade this generation will progress into 
more senior roles. 

Australia’s total 

population growth rate 

will drop from 1.2% in 

2000 to 0.2% by 2042. 

2002-2003 

Intergenerational 

Report. Costello (2005).

The Transforming Workforce  
- battling for talent

Greater demand for talent to support a growing ‘Knowledge Economy’ will fuel a 
‘Battle for Talent’ amongst employers over the next decade. Responding to this will 
be made more challenging by the transformation of the generational mix of our 
workforce and changes in the lifestyles and values of workers.

Current and potential employees will be more concerned about how an employers’ 
office building and workplace will align with their values and support their 
wellbeing, learning and lifestyle.

In addition, businesses will need to become proficient in attracting and retaining 
staff in tougher employment markets as it is predicted that, in approximately 
15 years, the impact of Australia’s shrinking population growth will be felt in the 
workforce.

Before examining changes in generational mix and lifestyles, it is valuable to first 
look at Australian population growth and ageing.

Our decelerating population
Leading demographer, Bernard Salt (2004) predicts: “Australia will slump in its rate 
of growth from 2021 onwards when the Baby Boomers start to die off.” 

The graph below illustrates the prediction that over the next 30 years, the 
retirement age population (65+ years) will increase considerably as a proportion of 
Australia’s total population.

“The shift to knowledge-

intensive industries 

highlights the importance 

and scarcity of well- 

trained talent’. 

Predictions for the next 

decade in ‘Ten Trends to 

Watch in 2006’. Ian Davis, 

Worldwide Managing 

Director of McKinsey  

& Company (2006).
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In ten years time, there will be a new generation entering the workforce. This will 
comprise people born from 1992 and is yet to receive a commonly accepted name.

The ‘Battle for Talent’
The emerging Knowledge Economy will see increased value being placed on 
talented candidates with strengths in areas such as relationship and network 
building, communication and the propensity to support innovation and the fl ow 
of knowledge. Markets for these employees will be competitive - both in Australia 
and internationally.

In order to win the ‘Battle for Talent’, employers will need to respond to new values 
and lifestyle expectations from employees. 

Meeting new lifestyle expectations

Retaining mature age workers

Ageing population statistics indicate strong continued growth of mature age 
workers as a proportion of the workforce. 

Mature age workers are expected to choose to stay in the workforce longer due 
to infl uences such as a desire for continued community attachment and to build 
up superannuation (ABS, 2004 (a)). Australia’s rising life expectancy will enable 
mature age people to work longer. 

In the light of the emerging talent shortage and the growing need to retain the 
depth of experience and networks of mature age workers, it is likely that greater 
incentives will be developed by employers to entice them to remain in the 
workforce beyond retirement age. 

Fluidity in the workforce

There is an increasing proportion of single people in Australia’s population due 
to the marriage rate declining and the median marriage age rising. The median 
marriage age for women in 2003 was 29 years, rising from 26 years in 1993. 
For men, the median marriage age rose over the same period to 31 years from 
29 years (ABS, 2004 (b)).

Single life, and the lack of geographic ties that often comes with it, is likely to 
foster more fl uidity in the workforce. This, in turn, will increase the challenge for 
employers to retain quality staff.

In addition, Generation Y is operating in a much more competitive environment 
than previous generations; forcing them to be a more enterprising and 
opportunistic group. Sheahan (2005) notes: “This has positive and negative 
implications for business. The most signifi cant negative side effect of an 
opportunistic workforce is that they are always on the lookout for a better 
opportunity”. This implies that this generation is harder to retain.

Accommodating family life

In the era of the ‘Battle for Talent’, employers will increasingly seek to ensure 
that women who leave the workforce to have children, return as soon as possible, 
preferably on a full-time basis. 

Issues of paid maternity leave, child care and work/life balance to support family life 
will need to be addressed in order to improve the return-to-work rate of women. 

Infl uence Baby Boomer Generation X Generation Y

Role Models Men of character Men and women of character What is character?

Television I Love Lucy Happy Days Jerry Springer

Musical Icons Elvis Presley Madonna Eminem

Music Mediums LPs & EPs Cassettes & CDs Digital (iPods & MP3s)

Computer Games Pong Pacman Counter Strike

Money Earn it It is not everything Give it to me

Loyalty to employer Work my way to the top Shortcut to the top Give me Saturday off or I’ll quit

Respecting Your Elders Automatic Is polite Whatever!

Sex After marriage On the backseat On line

Change Resist it Accept it Want it

Technology Ignorant of it Comfortable Feel it in their gut

Justice Always prevails Up to the courts If you can afford it

Generational character traits

Reproduced with the approval of Peter Sheahan from ‘Generation Y’, Hardie Grant (2005).
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Men born in 2002 

are predicted to have 

a life expectancy 

of 77.2 years, born in 

2012, 79.3 years and 

in 2022, 80.7. Women 

born in 2002 have 

a life expectancy of 

82.6 years, born in 

2012, 84.4 years and 

in 2022, 85.7 

Costello (2002). 
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Meet your new employee
New types of employer/employee relationships are now emerging, founded on 
values alignment and agreement on a mutually beneficial relationship.

The characteristics of a new typical employee surfacing out of the above workforce 
trends, are described by global recruitment and HR consultancy, Hudson, in the 
following table.

‘Cultural Creatives’

We can see many of the above attributes in a workforce group described by 
many workforce researchers as the ‘Cultural Creatives’. This is a growing cross-
generational group characterised by a desire for change, an interest in personal 
authenticity, a desire to give back and a drive to align their personal and  
workplace values. 

According to Helen Trinca and Catherine Fox in ‘Better Than Sex - How a Whole 
Generation Got Hooked on Work’ (2004), Cultural Creatives are emerging as a 
powerful force for change in business: “These people are as hooked on work as 
anyone, but they refuse to offer themselves body and soul to the corporation.”

Aligning values

In a fluid employee market, organisations will have to more clearly and 
authentically express their values in order to capture talent. 

A number of organisations are already implementing large employee engagement 
programmes to understand their values. An example is Bovis Lend Lease’s  
‘Blue Sky’ initiative, which involved engaging about 35% of the company’s 
employees in order to understand what was important to them in their future 
work environment. In this programme and others, Corporate Social Responsibility 
emerged as a core value.The new employee

 

•  Loyalty to a business is no longer a given. Employees will be autonomous and 

offer flexible and wide ranging knowledge and network trees. 

•  The new organisational model is a democratic one that engages and 

encourages debate.

•  Talent becomes increasingly important in a world where all non-essential 

services can be outsourced or hired, on a project-by-project basis. Talent stays 

with the companies that inspire and allows them to broker their own work 

contracts, create their own vision statements and develop their own skill sets 

alongside those required by the company.

•  The most talented candidates will increasingly ask questions about the 

corporate and communal probity of the firms they are being asked to work 

for. They fear that an organisation’s activities will reflect badly on how they are 

themselves viewed in the market place. 

•  Culture will be an attraction for talent. The division between career and living is 

blurring and so there is increased concern about work/life balance. Companies 

need to take this on board and treat employees as customers, understanding 

their needs, desires and dreams.

Hudson, ‘Collaborative Futures - Recruitment, Work and The Changing Nature of Employment (2004).

“It’s most important 

to our employees, both 

those we currently have 

and those we would like 

to attract. They see the 

whole area of Corporate 

Social Responsibility 

as important.” 

Philip Bullock,  

former CEO and MD, 

IBM Australia and  

New Zealand.  

St James Ethics  

Centre (2005). 



Becoming an employer of choice

Employers can consider a range of incentives to attract and retain staff including:

•  Creating attractive organisational cultures and values.

•  Ensuring good opportunities for professional and personal growth.

•  Facilitating work/life balance and blending through fl exible work hours and settings.

•  Supporting lifestyle with enhanced amenities and services.

•  Cultivating empowering management structures.

•  Offering access to innovative technologies.

•  Offering attractive locations, buildings and workplaces.

The fi nal point takes on great signifi cance because it acts as both a tangible 
indicator of an organisation’s culture to a candidate and also as an enabler of many 
of the other incentives listed above. 

There already appears to be some recognition of the impact of the work 
environment on employees. The attraction and retention of staff was ranked as the 
second most infl uential factor for potential offi ce relocation after business growth, 
in the Colliers International Offi ce Tenant Survey (2006).
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Implications for business

Attracting and retaining staff

The attraction and retention of staff will represent a progressively critical problem 
for businesses over the next ten years and will generate competition to be 
recognised as an employer of choice. 

The reduction in workforce participation due to the previously listed factors is 
recognised as a clear threat to economic growth by Commonwealth and State 
governments, especially with the fi scal burden of rising health costs. 

The report ‘The Impacts of Population Ageing on Labour Force Participation’ 
by Professor Peter Dawkins et al. for the Victorian Department of Treasury and 
Finance (2004) identifi es fi ve key strategies for addressing the problem: 

•  Improved child care to help women back into the workforce. 

•  Improved health. 

•  Improved education.

•  Improved welfare. 

•  The delaying of retirement.

The cost of failure to retain staff

Employers who struggle to retain their staff are going to be faced with increased 
turnover rates and associated business costs including:

•  High replacement costs. A study by Ernst & Young found that turnover costs 
in client service roles average 150% of a departing employee’s annual salary 
(Hewlett et al, 2005).

•  Loss of intellectual capital.

•  Discontinuity in client relationships.

•  Sense of insecurity amongst employees.

•  Disrupted work teams.

•  Loss of business network connections; highly valued in the Knowledge Economy.

If the employer is unable to attract new talent, then their business may ultimately 
become unviable.
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Implications

“One of the most 

underestimated functions of 

architecture is its capacity 

to express, powerfully and 

unambiguously, the values 

of those who commission 

and who use the buildings.” 

Francis Duffy, 

‘The New Offi ce’ (1997).
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business growth/need more space
relocate to attract/retain staff

need more fl exible work space
more building amenities

redesign to improve bus perf
improved corporate image

relocate to attract clients
change in business need

lease expiry
downsizing/need less space

change organisational culture
better location (NFI)

improved building management
better IT capabilities

parking
CBD location

more fl exible terms
need for more security

improved air conditioning
redesign to attract/retain staff

improved indoor air quality
improved environmental perf

better lifts

other

% of mentions

43%
30%

11%
10%
7%
6%
5%
5%
5%
4%
4%
4%
4%
4%
4%
4%
3%
2%
2%
2%
2%
2%
1%

6%

Factors infl uencing potential offi ce relocation

Colliers International Offi ce Tenant Survey (2006).



Selecting the right building 

•  Buildings with floor plates and structures that enable the community based 
workplace attributes described above.

•  Floor plates that can easily be sub-leased will support a greater flux in employee 
numbers, including changes caused by an uptake in alternative work settings. 

•  Employees will expect their personal wellbeing to be well serviced through 
security in and around the building and good indoor environmental quality.

•  Amenities (child care, shops, gyms, outdoors spaces etc) at the building which 
support efficient working and work/life balance. Generation X, in particular, 
values child care facilities. 

•  Easy transport amenity. 

•  High performance building systems such as lifts, air-conditioning and base 
building information and communication systems are likely to be expected  
from an employer of choice. 

•  Buildings that physically communicate the culture and values of their  
occupying organisations.

•  City precincts with diverse and concentrated lifestyle services are likely to be 
valued by younger generations.

Implications for office buildings and the workplace

Optimising workplaces to attract and retain

The design of the workplace and the building that accommodates it is becoming 
increasingly important, not from the traditional ‘prestige’ perspective, but as an 
expression of an organisation’s culture and values.

Most workplace groups, but especially younger talent and ‘Cultural Creatives’,  
are likely to be attracted to workplaces that possess the following attributes:

•  Openness.

•  Supports community and a team working culture.

•  Easy access, (both visual and physical) to people at all levels of seniority.

•  Circulation and social spaces for informal and spontaneous interactions.

•  Workstation arrangements that allow easy and frequent communications with 
team members, supplemented by a wide range of alternative places to work 
(‘multiple work settings’).

•  Good environmental performance. 

Alternative work settings

The use of alternative work settings, such as home and public spaces, is likely to 
increase with changing lifestyle aspirations and workforce attitudes, including 
Generation Y’s ‘work anywhere, anytime’ mentality. Toshiba’s 2004 survey of 
mobile working practices identified that 38% of Australian organisations have 
already introduced flexible working arrangements, including working from home 
(Toshiba, 2004).

A significant increase in the use of alternative work settings will reduce the amount 
of office space required by businesses. It may also shift the role of the office, from 
accommodation for the work day, to a ‘club’ for ‘touching down’ and engaging 
colleagues and utilising resources.
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Over the last five 

years, staff in 18% of 

organisations surveyed in 

the Colliers International 

Office Tenant Survey have 

increased their expectations 

for amenities, ranking 

amenities as number  

one on the list of  

changed expectations. 

Colliers International 

(2006).
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The Knowledge Economy
learning to compete  
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The Knowledge Economy
-learning to compete

Knowledge mediation (the facilitated fl ow of knowledge) is now recognised as critical 
to future business productivity growth in maturing economies such as Australia’s. 

According to Accenture: “Now, more than ever, high performance depends 
on knowledge workers’ innovativeness and productivity. Knowledge workers - 
professionals and other individuals who use knowledge as a primary component 
of their jobs - now constitute approximately 34 percent of the [US] labour force 
and are responsible for most of the economic growth in the past decade.” 
(Cantrell et al, 2005).

In the Knowledge Economy, as opposed to the Information Economy, there is a much 
greater emphasis on communications between people; and consequently a view that 
the workplace is a key tool for enabling conversation and knowledge mediation.

Workplaces that enable good knowledge mediation are typically open 
environments that facilitate high levels of interaction and relationship building 
between employees.

Entering the Knowledge Economy
In recent years, the Knowledge Economy has been characterised by a realisation 
that a company’s asset base is increasingly intangible, including intellectual 
property and knowledge.

Global Knowledge Economy researcher, Ross Dawson, states that in 1980 the US 
economy was worth $4.9 trillion and produced 1.3 billion tons of goods. 20 years 
later in 2000, it was worth nearly twice as much at $9.3 trillion, yet the weight of 
goods produced was only slightly higher at 1.37 billion tons. The growth in value 
was driven by information, ideas, services and knowledge (Dawson, 2005). 

Knowledge-based business

In a business world of growing commoditisation of services, clients are increasingly 
choosing ‘best offer at lowest cost’ services. Businesses, especially professional 
services, are turning to knowledge-based relationships with clients in order to 
foster ongoing business. 

Businesses in a wide range of previously commoditised industries are now 
extending their product lines into services based on knowledge. Two notable 
examples include:

•  IBM bought PwC Consulting for US$3.5 Billion in 2002, adding 30,000 
consulting professionals to its payroll. 

•  Hewlet Packard set up HP Consulting in 1997, employing 5,000 people globally.

Defi ning knowledge
In order to understand the value of work environments to performance in the 
Knowledge Economy, it is valuable to defi ne what ‘knowledge’ is.

Knowledge is distinguished by Dawson (2005) as having action at its core: ‘the 
capacity to act effectively’. This is distinct from information which he defi nes as 
‘anything that can be digitised’. Dawson distinguishes technology as merely an 
enabler of information transfer to assist knowledge mediation and not an end 
in itself. 

26 IMPERATIVE 2 27THE KNOWLEDGE ECONOMY

“It is certain that the 

emergence of the 

knowledge worker 

and of the knowledge 

worker’s productivity 

as key questions will 

within a very few 

decades bring about 

fundamental changes 

in the structure 

and nature of the 

economic systems.” 

Peter Drucker, 

‘Management 

Challenges for the 

21st Century’ (2001).

“Work environments 

that are more 

open create more 

opportunities for 

observing and learning 

from those with 

more experience and 

different skills.” 

Becker & Sims (2001).

Knowledge is often categorised into two main types. The fi rst type, explicit 
knowledge, is that which we can express to others. The second is tacit knowledge; 
lying beneath conscious thought and evolved from an individual’s life experiences. 

Tacit knowledge is a highly valuable but poorly understood type of knowledge. 
It comprises much of the knowledge of a workforce and so is increasingly being 
recognised as a highly important business asset. 

Knowledge can be shared in two ways:

•  Shared as information, which if a person understands it and ‘internalises’ it within 
the context of their existing experiences, will become knowledge for them. 

•  Shared through conversation with someone; two people working together 
towards enhancing each other’s knowledge. This is the most powerful form of 
knowledge mediation. “People learn from each other far more profoundly than 
they learn from books and documents, in both obvious and subtle ways.” 
(Dawson, 2005).

It is also important to note that the quality of relationships within an organisation 
will be key to knowledge-sharing effectiveness. Work environments which foster 
the development of higher quality relationships amongst employees will result in 
employees sharing more in-depth knowledge on a more frequent basis. 

Work environments for knowledge mediation
As the importance of conversation as a medium for knowledge across an 
organisation is realised, certain types of work environments, particularly those 
conducive to open organisations, can be expected to be widely adopted.

Dawson (2005) recognises the importance of human interaction to the quality 
of knowledge work: “Despite technological advances that allow people to 
telecommute and work in different locations, organisations function effectively 
chiefl y because people who work closely together have the opportunity for rich 
interaction and learning on an ongoing and often informal basis.”

Internationally acclaimed workplace researchers Franklin Becker and William Sims 
explain how work environments support tacit learning: “Tacit learning occurs in 
a serendipitous, unplanned way, as a by-product of our routine daily activities. It 
is learning that depends on being able to see and hear and observe how others 
handle different situations. This same form of tacit learning occurs in, and is critical 
to, the success of organisations.” (Becker & Sims, 2001) 

Becker and Sims identify that the shift from cellular offi ces to open work 
environments results in a large shift from less frequent but longer interactions to 
more frequent but shorter interactions between staff (Becker & Sims, 2001).

This has been borne out in Colliers International’s own experience. A 2005 survey 
of occupants in Colliers International’s open work environment in Grosvenor Place, 
Sydney, established that 86% of staff are having more internal conversations than 
in the previous closed offi ce work environment. 50% said they are learning more 
in the new environment - with the other 50% reporting no change in learning 
(Colliers International, 2005).

Amongst Australia’s businesses, interest in workplaces that support knowledge 
mediation is currently growing. In the Colliers International Offi ce Tenant Survey, 
59% of respondents who had either just redesigned, or were about to redesign 
their workplace, said they had implemented, or were planning to implement, 
‘more’ initiatives in the workplace to promote knowledge transfer (Colliers 
International, 2006).

In the Knowledge Economy, as opposed to the Information Economy, there is a much 
greater emphasis on communications between people; and consequently a view that 
the workplace is a key tool for enabling conversation and knowledge mediation.
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Implications for business

Becoming knowledge-based 

Australian businesses are increasingly considering the strategic implications of 
an organisational culture which promotes knowledge mediation. 

Understanding the value of knowledge mediation and knowledge-based 
relationships will be key to fl ourishing in the Knowledge Economy.

Work environments that foster fl uid interaction and quality relationships 
between staff and effective team-based working, will be critical to effective 
knowledge mediation.

Implications for offi ce buildings and the workplace 

Rethinking work environments 

There will be further uptake in workplace features that support a culture for 
different types of person-to-person engagement. These may include: 

•  Circulation that provides easy access to the entire work place. 

•  Social spaces which provide opportunities for increased interaction, 
engagement and relationship-building amongst employees. 

•  A high degree of accessibility to a range of different meeting spaces, 
particularly informal ‘ad hoc’ spaces.

•  Flexibility for team working.

•  Technology infrastructure (such as wireless technology) that supports 
the fl uid use of varied work settings.

In order to optimise internal communication, tenants will prefer spaces that 
provide open, contiguous space. This is likely to translate into a preference for 
buildings which allow workplaces to fi t onto as few fl oors as possible, to circulate 
between fl oors via open internal stairs and to enjoy space uninterrupted by 
structural elements and walls.

Buildings with community and social interaction spaces in and around them will
 be more highly valued.

There will be a continued decline of the type of work setting characterised as the 
‘Dilbert Cube’. These deliver the worst of both worlds by preventing interaction 
amongst work colleagues while providing little privacy or peace.
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We are likely to see further uptake of ‘campaign-style’ work settings where workers 
(including those from external partners) set up ‘war rooms’ (highly fl exible rooms 
with both individual work points and meeting facilities) for the duration of a project. 
This close association of workers intensifi es knowledge-sharing for the purpose 
of rapid project output.

Forging integrated design

Chris Alcock, Managing Director of DEGW Asia-Pacifi c, advises that, as our ability 
to work where and when we like puts increasing pressure on our knowledge and 
communication systems, there will be an increasing need for convergence of the 
design of physical place, business systems and technology as an integrated process 
(Alcock, 2005).
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Corporate Social Responsibility 
defending reputation  
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‘Corporate Social 

Responsibility is 

the commitment 

of business to 

sustainable economic 

development, working 

with employees, their 

families, the local 

community and society 

at large to improve the 

quality of life.’ 

World Business 

Council for Sustainable 

Development (2004).

Participating companies in the Corporate Responsibility Index in 2004

Amcor IBM Australia 

AMP Insurance Australia Group 

ANZ Bank Lion Nathan 

AstraZenica Minter Ellison 

AGL Newmont Australia 

BHP Billiton P&O 

Boral Rio Tinto

BP Suncorp Metway

British American Tobacco Australia  Telstra

Cadbury Schweppes The BOC Group

Energy Australia Toyota Australia

Ford  Vodafone Group

Foster’s Group  Westpac

Holden 

www.corporate-responsibility.com.au

Corporate Social 

Responsibility 

typically includes 

social, environmental 

and governance 

performance and 

may also be known 

as Corporate 

Responsibility or 

Corporate Citizenship.
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Corporate Social Responsibility
-defending reputation
Australian businesses which fail to demonstrate a high standard of Corporate 
Social Responsibility within the next ten years will risk damage to their brand and 
relationships with key stakeholders. 

Commitment to Corporate Social Responsibility is increasing within Australian 
businesses. A number are recognising that leadership in this area can translate 
into positive brand value. This is in association with a current acceleration of public 
concern for environmental issues such as water and energy use.

The workplaces and buildings that businesses occupy are being recognised as key 
devices for communicating their positive attitudes regarding community, wellbeing 
of staff and environmental performance.

Reputation and brand
As mentioned in Imperative 2 - The Knowledge Economy, intangibles, including 
goodwill and brand, now form a much larger (and growing) proportion of a 
company’s asset base. As a result, a company brand’s exposure to shifts in 
corporate reputation is much higher.

Brand damage cases have helped drive the global uptake of Corporate Social 
Responsibility as outlined in the book ‘Organisational Change for Corporate 
Sustainability’ (2003) by Dexter Dunphy, Distinguished Professor at the University 
of Technology Sydney and co-authors: “Shareholders are increasingly concerned 
at the loss in value of their stocks in the case of failure to meet government 
regulations or community expectations. The Asian fi nancial crisis, the Nike child 
labour issues, the Lockhead bribery scandal and the alleged involvement of Shell 
in the political situation in Nigeria have all contributed to corporate leaders shifting 
their attitude to sustainability away from a narrow focus on technical aspects of 
environmental problem solving, to a more holistic approach which includes social 
concerns such as human rights and community impacts.” 

Westpac is a leading example of an organisation that recognises the value of 
leadership in corporate reputation. 

“Customers, particularly in fi nancial services, want to deal with a company they 
can trust. So do investors want to invest in a company they can trust and fi nally, in 
terms of the community, the legitimate needs of the community ultimately get met. 
And it’s a question of how they get met; either by a company taking an intelligent 
long term view of its own self interest and responding proactively to 
those concerns, or waiting to get regulated.” David Morgan, CEO Westpac 
(St James, 2005)

Westpac embarked on a Corporate Social Responsibility programme in the late 
1990s. They have since progressed to be ranked fi rst in the global banking sector 
in the Dow Jones Sustainability Index. Corporate Social Responsibility is embedded 
in the organisation by being one of four core KPIs for every employee, including 
the CEO. 

When we consider the current rapid uptake of reporting and the infl uence 
of leading corporations such as Westpac on supply chains, it is probable that 
Corporate Social Responsibility will continue to accelerate as a priority for business.

Accelerating commitment
The KPMG International Survey of Corporate Responsibility Reporting 2005 
states that the uptake of sustainability reporting (environmental, social and 
fi nancial performance) by Australian’s top 100 companies has increased from 
14% in 2002 to 23% in 2005.

Australia is slowly catching up with other nations such as Japan and the UK, which 
have 80% and 71% of companies sustainability reporting respectively. Globally, 
52% of the top 250 companies in the Fortune 500 are now conducting Corporate 
Social Responsibility reporting (KPMG, 2005).

The Corporate Responsibility Index (CRI) in Australia, an initiative of the St James 
Ethics Centre, The Sydney Morning Herald and The Age (and supported by Ernst & 
Young), is also now substantial. 27 companies completed an extensive assessment 
and publication of their Corporate Responsibility performance in 2004. 

The St James Ethics Centre advises that many of the participating companies 
do so out of a long term commitment to achieving good performance in this 
area, and recognition that it may take time to make progress. It says that CRI 
reporting provides a framework around which to develop and improve Corporate 
Responsibility programmes (Albert, 2005).

In addition to growth in uptake, the way in which organisations are addressing 
Corporate Social Responsibility is also maturing. KPMG identifi es the replacement 
of single line environmental reporting with triple bottom line reporting, including 
fi nancial, social and environmental performance, as a key trend over the last 
decade (KPMG, 2005). 

The KPMG International Survey of Corporate Responsibility Reporting 2005 
states that the uptake of sustainability reporting (environmental, social and 
fi nancial performance) by Australian’s top 100 companies has increased from 
14% in 2002 to 23% in 2005.

Australia is slowly catching up with other nations such as Japan and the UK, which 
have 80% and 71% of companies sustainability reporting respectively. Globally, 



Environmental sustainability in buildings includes addressing:

• Energy consumption

• Water consumption

• The life cycle impacts of materials

• Waste

• Pollution to air, water, land

• Biodiversity

• Transport 

•  Indoor Environmental Quality (IEQ)  

   — Indoor Air Quality and movement 

— Thermal comfort 

— Daylight quantity and quality 

— Artificial lighting quality 

— Glare control 

— Noise control

Displaying your credentials
In Australia and globally, more businesses are using the environmental features of 
their premises as signifiers of a high standard of Corporate Social Responsibility. 

Global examples include the new daylight reflecting dome on The Reichstag 
in Berlin, Swiss Re’s new mixed mode (natural ventilation with back-up air-
conditioning) ventilated tower in London and Conde Nast’s tower with photovoltaic 
solar cells in Times Square, New York. In Australia,  the National Australia Bank’s 
National @ Docklands in Melbourne exhibits its thermal chimneys for natural 
ventilation and The City of Melbourne’s new Council House 2 demonstrates a wide 
range of leading environmental technologies in its facade. 

These are all flagship buildings for major organisations which make powerful 
statements about their environmental performance. 

Showcasing your own workplace
There has been a recent emergence of businesses promoting the environmental 
performance of their tenancies, independent to the buildings which they occupy. 

In Sydney, a number of leading organisations are participating in the 3CBD 
Greenhouse Initiative. This initiative is sponsored by the mayors of the City of 
Sydney, Parramatta and North Sydney and aims to reduce energy consumption 
in tenancies and create market recognition of those who take action. Participants 
include Commonwealth Bank, Westpac, Colliers International, Ernst & Young, KPMG, 
Allens Arthur Robinson and Minter Ellison.

State governments are also now providing leadership on this issue, with 
accommodation guidelines for their own tenancies. Victoria is setting the highest 
standard with their July 2005 Office Accommodation Guidelines requiring best 
practice level ABGR and Green Star ratings.

Ratings for  
‘green’ buildings

The Australian Building 

Greenhouse Rating 

(ABGR) scheme is the 

established performance 

benchmark for the 

energy consumption of 

a building or tenancy in 

operation. Over 30% of 

office space in NSW and 

20% nationally now has 

a rating on the 5 star 

scale. (Clark, 2005). 

The Green Star suite 

of rating tools from 

the Green Building 

Council of Australia, has 

become the standard 

for assessing a building 

on all the key areas 

of environmental 

performance. It 

currently measures a 

building’s environmental 

performance capability,  

rather than actual 

performance in 

operation.
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Influencing other stakeholders
Leading businesses are beginning to demand higher standards of Corporate Social 
Responsibility from their stakeholders. Corporations such as Westpac have been 
extending Corporate Social Responsibility down their supply chains. 

As part of its service contract tendering process, Westpac’s Sustainable Supply 
Chain Management questionnaire requires its service providers (eg. lawyers 
and property professionals etc) to disclose their approach to Corporate Social 
Responsibility. This provides a strong incentive for these companies to evaluate 
their own corporate reputation and sustainability programmes. 

Some superannuation funds are also demanding Corporate Social Responsibility 
performance from their investments as a result of their commitment to long term 
portfolio performance. 

For example, Vic Super is committed to investing in companies that lead their 
industry in environmental, social and economic performance (VicSuper, 2005).  
As a result, it prescribed certain environmental performance criteria when 
negotiating its investment in Colonial First State Property’s $2 billion DPIF fund. 
This was a catalyst for CFSP’s industry-leading environmental performance 
upgrading of buildings in that fund. 

Environmental sustainability
Consciousness of environmental issues amongst businesses in Australia is now 
significant and many are implementing policy and initiatives to improve their 
environmental performance. 

71% of all organisations surveyed in the Colliers International Office Tenant Survey 
said they are conscious of reducing energy use and greenhouse gas emissions. 
57% have implemented initiatives to improve the environmental performance of 
their workplaces (Colliers International, 2006). 
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Implications for offi ce buildings and the workplace 

Refl ecting Corporate Social Responsibility through buildings

More businesses will seek to occupy buildings (new or refurbished) that are 
tangible demonstrations of suitable Corporate Social Responsibility values. 
They might have the following features:

•  Good environmental sustainability credentials, including ABGR and Green Star 
ratings. The second equal largest predicted change in building requirements 
volunteered by respondents in the Colliers International Offi ce Tenant Survey 
was building environmental/energy performance. See graph below.

•  Good building environmental performance monitoring systems to support 
Corporate Social Responsibility or sustainability reporting. 

•  Expression of a positive relationship with the community through building 
attributes such as visual transparency (interior-exterior), public or semi-public 
spaces, and cafes and other public amenities within the building.

•  Workplaces that support the development of organisational cultures suitable for 
embracing Corporate Social Responsibility. This includes cultures of knowledge-
sharing, innovation and teamwork.

•  The ability to showcase high levels of employee wellbeing to external 
stakeholders such as clients. 

Implications for business 

There is a strong case for the accelerating uptake of environmental performance 
reporting into the future and there is likely to be growing competition amongst the 
leaders to demonstrate excellent performance levels. 

Leveraging brand reputation 

For those organisations that have not already embarked on building a Corporate Social 
Responsibility programme, it will become increasingly essential for leveraging positive 
brand reputation in the marketplace. Organisational culture and the associated role of 
the workplace will be fundamental in refl ecting Corporate Social Responsibility.

Understanding your stakeholder requirements

Competitive advantage can be achieved by businesses which are able to proactively 
respond to the new environmental performance requirements of their clients, 
customers and investors. It is important to understand how your key stakeholders 
are beginning to address Corporate Social Responsibility and be prepared.
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Predicted changes to tenant requirements

Colliers International Offi ce Tenant Survey (2006).

more effective air conditioning
environmentally friendly/building rating

better lifts
fl exible lease terms/low cost

technology - more integrated into building
keep up-to-date with modern standards
proactive maintenance/faster responce

slight cosmetic changes to fi tout
amenities/facilities

security
better lighting/more natural light

good location
disabled access

parking
need for more space

need to reduce space

other
don’t know

no change/very little change

% of mentions

12%
10%
7%
7%
6%
5%
4%
4%
4%
4%
3%
3%
2%
2%

10%
3%

3%
6%

33%

Implications for offi ce buildings and the workplaceImplications for offi ce buildings and the workplace

Refl ecting Corporate Social Responsibility through buildingsRefl ecting Corporate Social Responsibility through buildings



Seeking environmental sustainability in buildings

The specifi cation of environmental ratings is expected to become a standard part 
of tenant briefs for accommodation within the next few years. 

Market benchmarks for ratings will be much higher, with the scales of existing 
rating schemes potentially adjusted to accommodate new levels of best practice.

In addition, as attention in the property industry shifts from new buildings to 
addressing existing stock, we are likely to witness some businesses accepting 
existing buildings in which the owner has taken all reasonable measures to 
optimise environmental performance, even though ratings may not be high. 
This represents a shift in thinking away from the current focus on only buildings 
with high star ratings.

Driving environmental sustainability in tenancies

Businesses are likely to address the environmental performance of their tenancies, 
independently of the base building’s performance. Not only will ‘green’ buildings be 
in greater demand, but so too will those buildings which might not perform highly 
themselves, but which do facilitate good tenancy performance. These will provide 
appropriate lighting systems, recycling facilities and an informed and supportive 
property management service.

Supporting employee wellbeing in the workplace

Building and workplace features that can support environments for good employee 
wellbeing include:

•  Atria as community and/or function spaces.

• A variety of social settings.

• Outdoor break out spaces such as roof gardens or courtyards.

•  Excellent indoor air quality, including using naturally or mixed mode 
(natural ventilation with back-up air-conditioning) ventilated break out spaces.

•   Excellent thermal comfort; possibly using systems such as chilled 
beams/ceilings and displacement ventilation.

• High quality of natural light.

• Low glare from windows and lights.

• Views from all work settings to the outside.

• Personal control of indoor environmental conditions.

• Child care centres and other amenities (gyms, cafes etc). 
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Engaging the community

Businesses may become more involved with local communities, as demonstrated 
by Lend Lease and its award winning support of initiatives in the community 
surrounding their new headquarters, 30 The Bond, in The Rocks, Sydney. 
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Duty of Care 
managing growing risk  
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Duty of Care
-managing growing risk

Businesses are becoming increasingly concerned about the impact of their offi ce 
buildings on their ability to meet growing duty of care requirements. 

This is occurring in a context of expanding Occupational Health and Safety (OHS) 
obligations and employees becoming more concerned about their wellbeing. The 
boundary of liability between parties is also blurring, meaning greater exposure to 
building occupiers, owners and managers alike.

Furthermore, the liability implications now extend beyond the corporate entity to 
individual directors and managers.

Responding to this increased liability requires thorough risk management 
practices and improved working relationships between building occupiers, 
owners and managers. 

Many businesses will want to ensure that the buildings they occupy refl ect 
highest safety standards. This includes compliance to Building Code of Australia 
requirements of the current time and not just at the time of the building’s 
construction or last major refurbishment. They will also be concerned about 
emerging risk areas such as Indoor Air Quality (IAQ).

Expanding obligations and liability
In 2000, an overhaul of the NSW Occupational Health and Safety Act was 
conducted, replacing the 1983 OHS Act. As a result of the 2000 OHS Act and 
its associated regulations, new duties of care were imposed on employers, most 
signifi cantly, the duty to assess risks and the duty to consult with employees 
regarding occupational health and safety.  

Kathryn Dent, Partner in Workplace Relations at Gadens Lawyers, Sydney, advises 
that in combination with already existing legislative duties, this has led to increased 
liability and exposure for all parties affected by the obligations. 

Dent believes that the current trend of increasing liability occurring in NSW is likely 
to have national infl uence.

Businesses will need to manage increased exposure to liability in this area arising 
from workers’ compensation claims (alleging employers have failed in their duty of 
care) and OHS prosecutions (Dent, 2005).

It is important to note that in NSW, prosecution under the OHS Act can occur 
without injury or illness being sustained, as liability arises due to there being a
 ‘risk to’ health or safety, further magnifying liability risk. In addition, greater 
scrutiny by public bodies such as NSW WorkCover, which has increased its rate 
of prosecutions, has resulted in increased exposure to liability. 

WorkCover NSW has shown an increasing willingness to prosecute for all types 
of health and safety breaches, not just those occurring in the traditional labour-
intensive industries. 

Rising staff expectations

In addition to an environment of growing liability, younger generation employees 
are becoming more demanding about their wellbeing at work. 

When Ernst & Young recently engaged their staff regarding their current series 
of offi ce relocations in Sydney, Perth and Melbourne, the younger employees, 
in comparison to older staff, related a considerably higher level of concern for 
wellbeing issues such as ergonomics and OHS (Cox, 2005). 

OHS risk

Under state-based legislation, OHS requirements now place an absolute liability on 
certain parties in respect to their OHS obligations. 

The liability boundary is becoming increasingly blurred as the separate obligations 
expose a number of parties to prosecution as a result of any risk. If one person is 
convicted it does not absolve others who have separate OHS responsibilities 
(Dent, 2005). Directors and managers may be deemed to have breached the OHS 
Act in NSW where the company has breached the Act. In each of the other States 
and Territories, offi cers may also be liable. 

The duties to ensure occupational health and safety extend to all those who have 
control of the premises together with suppliers, designers and manufacturers. 
Further, these duties extend to employers, as a result of whose undertaking, 
non-employees are exposed to risks to health and safety (Dent, 2005).

Breaches of duty under the Act are offences punishable by fi ne and/or imprisonment. 
In NSW, the fi ne for a fi rst-time corporate offender is up to $825,000 and up to 
$1.65 million for reckless conduct causing death (Dent, 2005).

Examples of property related prosecutions involving multiple stakeholders include:

The OHS acts require 

you to provide 

workplaces in which 

there is no risk to 

health, safety or welfare 

to persons that work 

within and even, 

visit, that workplace.

WorkCover 

investigates and 

potentially prosecutes 

when an injury has 

been sustained.

“A person who has 

control [power to 

compel corrective 

actions to ensure 

safety] of premises 

used by people as a 

place of work must 

ensure that the 

premises are safe 

and without risks 

to health.”

NSW, Section 10, 

Occupational Health 

and Safety Act 2000.

Inspector Page v Growth Equities Services Pty Ltd (1994) NSWIRC 161 
(unreported, Peterson J, NSW Industrial Relations Commission, 
16 December 2004)

Growth Equities Services (the defendant) was a property management company 

which managed a shopping centre in Sydney. Part of the shopping centre fl oor had 

been divided to accommodate three tenants: Woolworths, Best & Less & Myers. 

Timber columns and cloth were used to separate the different businesses. A four 

year old boy ran into the cloth partition and a column fell down, striking him and 

causing his death. The defendant was found guilty as the controller of the premises 

under Section 17 (the predecessor to Section 10) of the 1983 OHS Act as they had 

the power to tell the tenants to remove the columns. The Commission found that the 

defendant had, either formally or informally, granted the tenants permission to use 

the timber columns which were unsafe. Woolworths, Myer and Best & Less were also 

all prosecuted as employers failing to ensure the health, safety and welfare of 

non-employees. 

Paul Daryl Wong v Melinda Group Pty Limited (1998) 82 IR 118 

Melinda Group (the defendant) was a property investment company which owned 

an offi ce building in Sydney. One of the tenants in an offi ce building owned by the 

defendant had engaged a window cleaner to clean their windows. The window cleaner 

fell to his death while leaning out of the window in the act of cleaning the windows. The 

building had no anchor supports for harnesses to be fi xed to, thus creating an unsafe 

work environment. An employee of the defendant observed what was happening 

and made no attempt to stop or challenge the action. The defendant had also failed 

to instruct tenants not to engage contractors without their permission and was 

found guilty of breaching section 17(1)(a) of the 1983 OHS Act. However, because of 

extenuating circumstances, the charge was dismissed.

liability and exposure for all parties affected by the obligations. 

Dent believes that the current trend of increasing liability occurring in NSW is likely Dent believes that the current trend of increasing liability occurring in NSW is likely 
to have national infl uence.
Dent believes that the current trend of increasing liability occurring in NSW is likely 
to have national infl uence.

building occupiers, owners and managers alike.

Furthermore, the liability implications now extend beyond the corporate entity to Furthermore, the liability implications now extend beyond the corporate entity to 
individual directors and managers.
Furthermore, the liability implications now extend beyond the corporate entity to 
individual directors and managers.
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Employee security
An increasing number of large businesses have been demanding access control 
gates in the buildings they occupy in Australia since the advent of the September 
11 terrorist attacks. Examples include PricewaterhouseCoopers at Freshwater Place 
in Melbourne, Macquarie Bank at 1 Martin Place in Sydney and Ernst & Young at the 
Ernst & Young Centre in Sydney. A number of other Premium Grade buildings are 
currently installing access control gates.

This trend is congruent with legal duty of care requirements. The NSW OHS Act 
provides that an employer’s duty to ensure the health, safety and welfare of 
employees extends to ensuring safe access and exit from workplaces.

In June 2005, the NSW Industrial Relations Commission in Court Session judged, as 
a result of the following case, that the cost of security measures should not deter 
organisations from ensuring their employees are protected from armed robbery. 
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Indoor Air Quality (IAQ)
In relation to Indoor Air Quality (IAQ), a key component of Indoor Environmental 
Quality (IEQ) in buildings, duties fall on both controllers of workplace premises and 
employers. In NSW, the OHS Act expressly refers to ensuring not only the health 
and safety of employees but also their welfare. It expressly requires safe work 
premises and a working environment that is safe and without risks to health. 

The NSW OHS Act defines premises by reference to a physical thing. The ‘working 
environment’ may encompass premises, but could be interpreted more broadly as 
also including non-physical aspects.

Furthermore, the NSW OHS Regulation imposes obligations on employers with 
respect to lighting and the atmosphere at places of work. This part of the OHS 
Regulation covers the regulation of atmospheric contaminants, oxygen levels, 
ventilation, contaminated atmospheres and atmospheric monitoring. 

The impact of poor IAQ

Poor Indoor Air Quality in buildings has been recognised to cause symptoms 
in occupants such as headache, nausea, fatigue, lethargy, drowsiness, and skin, 
eye and membrane irritations when in a building. These symptoms then often 
disappear when the individuals leaves the building. 

CSIRO estimated that the cost to the Australian economy of ill health and lost 
productivity due to poor IAQ is as much as $12 billion per year (CSIRO, 1998).

Prosecutions regarding poor IAQ have already occurred in Australia: 

This example demonstrates that despite taking all reasonable precautions, there is 
still a threat of prosecution to businesses and landlords.

Growing IEQ awareness
While the early focus is on IAQ, other elements of IEQ are likely to come under the 
spot light in the future. Glare from lighting and windows is a good candidate as it is 
known to cause head aches and eye strain.

Public awareness of the impact of poor IEQ in Australia is growing. The recent case of 
the National Gallery of Australia undergoing investigation into a possible link between 
its IEQ and the illness of a number of employees received significant media attention. 

This type of public awareness, coupled with industry leaders such as Lend 
Lease and The National Australia Bank setting new benchmarks for IEQ in their 
workplaces, is expected to influence the ‘Early Majority’ of businesses to learn to 
address IEQ in their work environments. 

With IEQ forming part of the OHS Act, it is also possible that regulation may 
increase in this area in the future.

Carey v Australian Telecommunications Commission (1985) 7 ALN N144

A Commonwealth employed postal clerk complained about the negative impact of air 

conditioning on his asthmatic condition. The Federal Administrative Appeals tribunal 

found in favour of the employee despite Telecom presenting evidence they had taken 

reasonable maintenance measures on the air-conditioning system. In the Tribunal’s 

view, the liability of Telecom was strict and established by the simple connection of 

the illness and the building’s air-conditioning system (Beamer et al, 2001). 

South Sydney Junior Leagues Club Ltd v Inspector Bestre (2005) 142 IR 373

After an investigation by WorkCover NSW, the court fined the South Sydney Junior 

Leagues Club $195,000 for inadequate security after a doorman was taken hostage 

in a 2002 armed robbery. It found that the automatic doors gave the doorman no 

control of access and there was no effective CCTV at the time. The club had a duty to 

identify the risk of an employee being confronted by a robber and to take adequate 

safety measures.



Implications for business

Managing growing duty of care risks

In the future we can expect that WorkCover will continue to broaden its definition 
of ‘work environment’. This means that the scope of what needs to be included in 
an organisation’s workplace safety procedures will be greater.

Businesses will need to thoroughly examine their OHS management procedures  
to ensure effective management of emerging areas of risk such as in Indoor  
Air Quality.

In a business environment of increased Corporate Social Responsibility, instances 
of prosecution for OHS breaches are likely to have significant implications for 
brand reputation. They will also impact a business’ ability to attract and retain staff.
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Respondents in the 

Colliers International 

Office Tenant Survey 

rated the health and 

wellbeing of staff as 

the second highest 

factor influencing  

their selection of  

new premises. 

Colliers International 

(2006). 

Implications for office buildings and the workplace 

Managing Building Code compliance

With businesses, and especially directors, understanding their expanding duty of 
care liability, we are likely to see tenants demanding assurances from landlords 
that their building meets current building code compliance requirements. 

Building owners, especially of older assets, should understand how their buildings 
measure up to the Building Code of Australia now and at the time of future  
BCA revisions.

Emerging areas of risk

New areas of risk may evolve out of a growth in public concern for a particular 
issue and the occurrence of successful prosecutions. IAQ appears to be such  
an area. 

Air quality problems can be caused by a variety of factors and can take  
significant time and expenditure to resolve in the case of complex air-conditioning 
system problems.

Business may start demanding performance measurements for IAQ from landlords 
as part of lease conditions to ensure prospective workplaces are safe for their 
employees and visitors.

It is also possible that employees may become concerned about the impact of 
aspects of IEQ other than IAQ, such as window or lighting glare.

Buildings may employ more advanced IEQ monitoring and reporting systems in 
order to confirm performance.

Improving access security

Unobtrusive building access control systems are likely to be increasingly demanded 
by tenants. 
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16/2 BLUR SIGN

Business Continuity 
assuring information and communications  
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Business Continuity 
-assuring information and communications
Over the next decade, businesses will become even more dependent on 
Information and Communication Technology (ICT) and, as a consequence, 
continuity of systems will become more critical.

Business systems continuity, maintained through uninterrupted and secure 
ICT, is already of great importance to many businesses and some leaders are 
implementing comprehensive procedures to address the risk. 

However, the level of risk mitigation by the bulk of Australian businesses is predicted to 
lift significantly. These businesses will look for buildings that enable them to avoid any 
single points of failure in their ICT and power systems and secure access to the former.

The threat of discontinuity
Business systems continuity encompasses a number of threats including:

•  Loss of building power through breakdown of either supply to the building 
or distribution within the building. These events can be compounded by a 
corresponding failure of back up systems.

•  ICT cabling failure within a building.

•  Neighbourhood or regional power failure such as experienced in Brisbane and 
Auckland in 1998 and in the North Eastern United States in 2003.

All of these threats have implications for building selection, including the latter with 
regards to the position of a building on the power grid.

Leading US-based security firm Pinkertons conducts an annual survey of the 
Fortune 1000 companies to assess their perception of top security threats. As 
shown in the table adjacent, business interruption and contingency planning was 
ranked as the most significant security threat for business services firms in 2003.

The Colliers International Office Tenant Survey (2006) also identified ICT systems 
reliability and security as the most important influencing factor on the selection of 
new premises by businesses.

Our dependence is growing

While some Australian businesses believe their level of ICT dependence has 
now peaked, some authorities disagree. Bill Southwood, founder of Arup 
Communications, predicts greatly increasing dependence on information and 
communications-based services in the future. 

“This will arise through a combination of an increasingly computer-literate 
workforce, the continued development of the global marketplace and the resulting 
demand for business continuity 24/7 rather than in local working hours.” In 
Southwood’s opinion, this trend is only set to accelerate. 

We can expect the growth in concern for business systems continuity to be driven 
down through supply chains by organisations wanting to ensure the reliability of the 
services they use. 

The growing cost of failure

The potential costs to businesses of ICT downtime include:

•  Loss of productivity due to employee downtime.

•  Impact on employee wellbeing due to stress and damage to employee perception 
of employer.

•  Loss of business through dependent services.

•  Loss of data.

•  Loss of client goodwill and damage to brand.

The financial cost to businesses of downtime is already large. HP cites research 
which reports that for one in four Australian companies surveyed, the cost of each 
minute of downtime ranges from $250,000 to $1 million. (HP, 2003).

Setting market standards
Some leading businesses have significantly increased their building ICT continuity 
procedures as a result of events such as the 2003 blackout of the North Eastern 
United States and the September 11 terrorist attack. 

An example is Merrill Lynch, whose World Financial Towers office was severely 
damaged on September 11. Terry Winder, Merrill Lynch’s Australian Chief 
Administration Officer, advises that the organisation has recently upgraded their 
Business Resumption Plans globally. In addition, they now have strict standards for 
building selection which includes testing for possible single points of failure in ICT 
systems (Winder, 2005).

A 2003 building power failure, in which the back-up generators failed to start, 
was a contributing factor to the subsequent decision to relocate Merrill Lynch’s 
Sydney office. In this instance, while the building was inoperable for one day, the 
organisation’s Business Resumption Plan was effective in mitigating business losses 
(Winder, 2005).

Other organisations can be expected to follow suit and many are reviewing their 
procedures. At the time of writing this report, the UK Treasury and the Bank of 
England (2005) were conducting an extensive Resilience Benchmarking Project in 
which all major financial services sector entities are being surveyed to answer the 
following linked questions:

•  How robust would the UK financial system be in the event of a major  
operational disruption?

• Are there any single points of failure?

• What parts of the system are most/least robust?

• What are the key inter-dependencies across the system?

•  How quickly could the system recover from a major operational disruption? 

Top security threats

Business interruption/ 
contingency planning

Workplace violence (tie)

Internet/Intranet security (tie)

Employee selection/ 
screening concerns

Fraud/white collar crime

Terrorism

Identity theft

General employee theft

Unethical business conduct

Hardware theft

1  

2

2

4 

5

6

7

8

9

10

Pinkertons (2003).

Colliers International  
Office Tenant Survey (2006).

Influences on premises selection

ICT system reliability  
and security

Health and wellbeing of staff

Business growth and expansion

Corporate image

Flexibility of workspace

Team development  
and collaboration

Security and the threat  
of terrorism

Knowledge transfer

Corporate Social Responsibility

Retaining older staff

1 
 

2

3

4

5

6 

7 

8

9

10



Implications for business
Comprehensive business continuity management is currently being applied by 
leading businesses. It is expected to now be embraced by the ‘Early Majority’  
of businesses.

As part of upgrading business continuity procedures, businesses will increasingly 
employ ICT failure risk assessment of buildings under consideration for tenancy.

Implications for office buildings and the workplace
Demand for buildings that provide the following types of ICT failure impact 
mitigation features is likely to grow:

• Dual cabling risers.

•  Risers with security access or secured for the use of one tenancy only.

•  Duplicated communications cable entry from separate telephone exchanges.

•  Back-up line of sight or satellite-enabled microwave links for the event of cable 
links going down. For this, buildings will require roof space or feeds from taller 
buildings that suit microwave receivers.

Power failure impact mitigation features in increasing demand include:

•  100% back-up power covering full tenant operations as well as essential  
building services.

•  Dual power feeds to the building from separate sub-stations.

•  Locations on city power grids which would be less impacted in the event of  
grid failure.
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Conclusion
The fi ve Lifeblood imperatives have signifi cant implications for the future vitality of 
Australian businesses. 

We are now at an important time when the ‘Early Majority’ of Australian businesses 
will begin to follow the leading organisations in implementing strategy in response 
to these imperatives.

The buildings and workplaces within which businesses operate are clearly critical to 
their performance and this will only increase over the next ten years.

Consideration must be given to the specifi c relevance of the fi ve Lifeblood 
imperatives to each business, in order to accommodate potentially long fi nancial 
planning and project implementation times. Businesses may be challenged by the 
conventional short timeframes of business plans and tenures of senior executives. 

As a consequence of the Lifeblood imperatives and their implications, businesses 
will apply increasing scrutiny on the following building attributes and their 
capability to meet new requirements:

•      The ability to accommodate open work environments which support 
community, effi cient work practices, work/life style and knowledge mediation. 

•   Provision of community spaces for the building.

•     Provision of lifestyle amenities in and around the building and accessibility 
to transport.

•   Indoor Environmental Quality including:

  — Indoor Air Quality

  — Thermal comfort

  — Access to natural light

  — Visual connection to the outside

•     Environmental performance with a focus on energy, water, waste and 
performance reporting. 

•   Access security that is comprehensive but unobtrusive.

•     Compliance to evolving OHS and building code standards and the satisfaction 
of requirements in new areas of duty of care risk such as Indoor Air Quality. 

•     The building’s ability to achieve uninterrupted and secure information and 
communications systems. 
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Conclusion 
In considering the scale of change presented by Lifeblood, there is likely to be a 
considerable gap between the future demands on building performance and the supply 
of suitable offi ce building stock.

The predicted growth in demands by the ‘Early Majority’ is likely to require considerable 
refurbishment of Australia’s offi ce building stock and some of it may be rendered 
obsolete. It will also place increased value on stock that is ‘future proofed’ to meet new 
tenant demands.

Property owners should look to quickly understand the ability of their portfolios to 
perform in an evolved tenant market and plan capital expenditure accordingly. 

Lifeblood provides a catalyst for organisations to question their ability and 
preparedness to sustain vitality in a business world of new imperatives.  

Consideration of these changes now can be the starting point of a rewarding 
journey and a source of competitive advantage for those who choose to lead.

to these imperatives.

The buildings and workplaces within which businesses operate are clearly critical to 
their performance and this will only increase over the next ten years.

Consideration must be given to the specifi c relevance of the fi ve Lifeblood 

The buildings and workplaces within which businesses operate are clearly critical to 
their performance and this will only increase over the next ten years.
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Knowledge Systems
Knowledge Systems is a national Colliers International capability which  
investigates and responds to issues important to the property industry into  
the future.

Founded on the leverage of shared knowledge and innovation, Knowledge Systems 
executes projects which deliver enhanced return on property investment.

About the Lifeblood programme
The Lifeblood programme evolved from work conducted since 2001  
by Knowledge Systems on the topic of ‘Buildings for Strategic Advantage’.   
This included a series of Knowledge Forums which brought together leading 
practitioners to examine emerging workplace issues.

Lifeblood represents a key milestone in Colliers International’s commitment to 
ensuring the continued relevance of property assets to business needs, and 
ultimately the improvement of returns to property occupiers and investors.  

The Colliers International Lifeblood Team

“Property will need to reflect more and more the needs of people 

to expand their intellectual boundaries and to function in this ever-

changing economic environment. Office accommodation will dictate 

less how we communicate and operate in our working life - instead, it 

will enhance our ability to grow our knowledge, share information and 

communicate more freely to gain competitive advantage.” 

Bill Ford,  

Colliers International Moving Times magazine (2001). 
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