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EXECUTIVE SUMMARY













INTRODUCTION

Continuous improvement in 
service quality & capacity to 
respond to change depends 
on the ability to attract, 
support & retain a diverse & 
skilled workforce



Work stress & job 
dissatisfaction have been 
consistently linked to staff 
turnover







LITERATURE REVIEW



There is widespread concern that 
the AOD field faces significant 
recruitment & retention 
difficulties which could affect its 
capacity to manage increasing 
service demand & complexity of 
AOD-related problems



WHO CONSTITUTES THE AOD WORKFORCE?



Turnover can be costly. 
Indirect costs include loss of 
productivity, increase in work 
stress, & decrease in morale 
of remaining workers





Maintaining good levels of job 
satisfaction relate to higher 
performance standards & 
worker retention



Work stress refers to 
psychological, physical & 
behavioural responses to work 
demands over a discrete or 
short-term period





Heavy workloads & work-related 
pressure are key factors in the 
development of work stress





Employers & policy-makers 
have the power to improve 
organisational & job 
characteristics that affect 
worker well-being & turnover
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DISCUSSION The Australian AOD workforce 
faces substantial WFD 
challenges in terms of staff 
retention & worker well-being



Differences in professional 
development opportunities 
across occupations, 
organisations & jurisdictions 
warrant further attention



One in five workers reported 
high levels of work stress 

The strongest predictor of 
stress was heavy workload



Approximately half the AOD 
workers surveyed reported high 
levels of pressure in dealing with 
violent & aggressive clients

More than three quarters of 
the AOD workforce reported 
high levels of job satisfaction



One in three workers intended 
to look for a new job in the next 
12 months. One in five workers 
intended to leave the AOD field







Strategies to reduce levels 
of worker stress & increase 
retention levels need to 
focus on reducing workloads, 
promoting workplace support, 
dealing more effectively 
with clients, increasing 
opportunities for professional 
development, & providing fair 
rewards & recognition
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APPENDIX

SURVEY INSTRUMENT





RECRUITMENT,  
REWARD & RETENTION


























