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Changes to Casual Employment:  
Employer Checklist 
Right to 
Disconnect: 
Employer Checklist 

Are you fully across upcoming reforms which will lead to significant changes regarding the right to disconnect? 

Under the new right to disconnect legislation, an employee may refuse to monitor, read or respond to contact (or attempted 
contact) from their employer or a third party outside of their working hours, unless the refusal is unreasonable. Whether the refusal 
is unreasonable will depend on a range of circumstances specific to the working relationship. 

This Checklist will help you to identify if your business is prepared for changes coming into effect on 26 August 2024 (or 26 August 
2025 if your business fits the Small Business Code definition). 

If your workforce operate across multiple rosters or different time zones (e.g. daylight saving in Australia), you should 
consider the questions below and expectations in relation to contact outside of an employee’s ordinary hours. 
Yes  No Unsure  
¨ ¨ ¨ Have you considered the structure of your workforce –e.g. senior or management roles? 
¨ ¨ ¨ Do your employees work flexible hours? 
¨ ¨ ¨ Was it made clear at recruitment that contact out of hours is an expected part of the position? 
¨ ¨ ¨ Does their salary compensate for out-of-ordinary hours contact? 

Your managers at any level and those with HR responsibilities need to be aware of the new right to disconnect and 
understand how it factors into their key employment decisions on a day-to-day basis  
Yes  No Unsure  
¨ ¨ ¨ Have you conducted training for your decision makers and line managers? 
¨ ¨ ¨ Are they aware no adverse action can be taken if an employee exercises their right to disconnect. 
¨ ¨ ¨ Is your businesses fully prepared to comply with the changes coming into effect from 26 August 2024? 

Reviewing and updating your employment agreements where out of hours contact is likely for that employee 

Yes  No Unsure  
¨ ¨ ¨ Do they specify a requirement to respond to after-hours contact as part of the roles’ inherent responsibilities 
¨ ¨ ¨ Do they stipulate that compensation is provided as acknowledgement of this specific requirements 

Your policies should be clear about responsibilities for managers and for employees 

Yes  No Unsure  
¨ ¨ ¨ Does your policy indicate that employees are not required to respond to unreasonable out of hours contact. 

¨ ¨ ¨ Does it indicate managers should consider the urgency/reason for contacting an employee outside of their 
ordinary hours before that contact is made. 

¨ ¨ ¨ Are employees aware the right to disconnect does not mean a blanket prohibition on after hours contact 
nor can selectively choose to respond to certain communications from their employer or third parties. 

The new rules make no exception for after-hours contact sent to an employee by a third party including external 
contractors, clients, suppliers or stakeholders 
Yes  No Unsure  
¨ ¨ ¨ Have you effectively communicated with third parties in relation to your Right to Disconnect policy? 

¨ ¨ ¨ Have you considered how best to manage expectations regarding out of hours contact to these external 
parties to avoid contravening the new right 

Using technology to advantage 

Yes  No Unsure  

¨ ¨ ¨ Have you considered updating email signatures to reflect recipient’s work hours and that a response will 
be made on their return to work.? 

¨ ¨ ¨ Have you considered introducing hold rules which allows emails to be sent, but not released until the 
workplace’s ordinary hours of work commence, or even an individual’s hours of work 

If you answer ‘no’ or ‘unsure’ to any of these questions, we recommend you seek professional advice from an experienced HR 
professional. Akyra can provide assistance and expert advice to ensure your understanding of and compliance with these reforms. 


