Alice Springs Better Connections Workshop

Alice Springs Employment Service Area
5 September 2007

Welcome and thank you for coming.  

I would like to begin by paying my respects and acknowledging the traditional owners of this land, the the Gimuy Yidindji peoples, on whose land we meet today.

I would also now like to introduce the Hon Warren Entsch MP.  

The Hon Warren Entsch MP:

Let me start by saying how very pleased I am to be here at the Cairns Better Connections Workshop.

It is good to see representatives here today from a wide range of organisations –  local employers and business leaders, employment service providers, the local chamber, and state and local government representatives.  

The Better Connections Workshops are part of the Employer Demand and Workplace Flexibility Strategy announced by the Australian Government in the 2005 Budget. The Department of Employment and Workplace Relations (DEWR) is running a series of workshops around Australia to bring together local employment service providers, employer representatives and other stakeholders to address labour market issues at the local level.

Since 2004-05, 88 workshops have been conducted. In this financial year three more workshops are planned for Queensland.

Today you will hear from Department of Employment and Workplace Relations (DEWR) representatives who have summarised responses from an employer survey conducted about difficulty in filling vacancies. Information about the vacancy prospects will also be discussed and hopefully at the end of this workshop you will be getting together to discuss strategies to address local employment issues. 

Australia is experiencing historically strong labour market conditions with almost a decade and a half of uninterrupted economic growth. At the same time, however, increased labour shortages are having an impact on all of us. 

Those of you who are employers will have first hand experience about how difficult it is to recruit and retain suitable staff. Locally we are finding it difficult to recruit workers across a range of industries, particularly in Construction and Retail Trade.

Nationally, the unemployment rate now stands at 4.3 per cent, which is one of the lowest unemployment rates recorded in the last 30 years.

In the 12 months to May 2007, the unemployment rate for the Far North Queensland Labour Force Region was 4.1 per cent. 

Overall, labour force participation is relatively high with 68 per cent of the Far North Queensland adult population either working or looking for work. This compares with 67 per cent for Queensland, and 65 per cent for Australia.  

The Far North Queensland Labour Force Region therefore has a very strong labour market. This is at a time when the local economy is expected to grow strongly. We have a significant level of planned activity in construction, retail and tourism. If this growth is to be assured it is essential that local employers be able to find the workers to fill the jobs that will be created. If we cannot find these workers, a shortage of labour will impose serious constraints on the capacity of Far North Queensland to develop economically. 

Today we are here to further improve local labour market participation. You will hear about the labour market situation in the Far North Queensland Labour Force Region. 
I would encourage everyone to use this workshop as an opportunity to work together to ensure continued economic growth in the area. 

At this point I would like to officially open the Cairns Better Connections Workshop and encourage all of you to participate with enthusiasm during today. I will hand over to the DEWR representative who will now go through the objectives of the workshop today.
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Origins: The Department undertakes a range of research and analysis in relation to the labour market. The workshops provide an opportunity to share some of this information with people who can make things happen on the ground and use it in a practical way.

Almost every day you open up a newspaper you see an article about skill shortages in a particular industry. The Department undertakes a lot of work in relation to this issue and works with a range of other agencies including the Department of Education, Science and Training (particularly in relation to vocational education and training) and the Department of Immigration and Citizenship (in relation to its skilled migration programme) – also the Department of Industry, Tourism and Resource and the Department of Transport and Regional Services.

Running a series of workshops in specific locations was identified as one way in which we could share some of this work and use it as a basis for identifying issues, opportunities and linkages relevant to a local area. And in many cases tap into some of the work that is already underway in the local area. 
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The object of the workshops is to:

· develop local strategies to address local labour supply and skill shortage issues,
· increase labour market participation for the target groups – mature aged, parents, people with a disability, Indigenous Australians, long-term unemployed, people from culturally and linguistically diverse backgrounds and youth
· establish and further develop linkages between relevant organisations.

To give you a feel for the activities relating to some of the other workshops I’ll just give a few brief examples of the sorts of work that has resulted from previous Better Connections workshops:

Gympie – Key stakeholder identified for linking into Qld Dept of Employment and Industrial Relations funded Australian Industry Engineering Manufacturing Network project.  The project will train and place up to 120 jobseekers in the Gympie and Maryborough regions.

It is expected further additional opportunities will be identified, eg. Potential for proposals through other funding sources as well as expansion to other geographical locations.

Mackay - A working group has been formed with Commerce Queensland as Chair.

South West Brisbane – Formation of an informal working group of PAGES, STEP ERS and other providers to share information and improve collaborative partnerships.
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Welcome and Introductions – There is a lot to cover today and we have provided you with pamphlets and other promotional material to assist you in finding out about some of the labour market programmes and services available.

Better Connections presentation – Louise McSorley, Assistant Secretary, Industry Strategies Branch, will provide the workshop presentation which includes a range of local demographic and labour market information to give a good profile of the region and form the basis for discussion. 

Identification and discussion of issues – we will be looking for ideas and opportunities to better connect labour demand and supply in your local area.  

Workshop groups – this section of the workshop will focus on labour market issues that can be realistically addressed at the local level by utilising existing resources and programmes.

Drawing it together – collectively we would like to come away today with some clear actions and an idea of who is doing what and when. I’m sure many of you have attended workshops in the past where there have been lots of ideas and discussion of issues but not much happens after the event – we hope to avoid that.

It is also worth mentioning that we see DEWR’s role as that of information sharing. In some cases we may be required to act as a catalyst for some initiatives – but the aim is for responsibility and ownership of an action plan to be taken at the local level.

Thank you. I would now like to introduce Louise McSorley to give the workshop presentation. 
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In today’s presentation we will be looking at Cairns and the surrounding regions. This area is also known as the Far North Labour Force region (as shown in the map).
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This is a broad profile of the Far North Labour Force Region. 

Demographic profile (Source: ABS Labour Force Survey, 12 month average to August 2007)

In the Far North Labour Force Region there is a total adult population (15+) of around 194 400 and a working age population (those aged between 15 and 64 years) of around 165 700. 

Around 41% of the working age population are approaching retirement (i.e. aged between 45-64), which is higher than the State and national average (both 37%). 

Like Queensland overall, the Far North LFR has experienced strong (adult) population growth over the last 5 years, with an average annual growth rate of 2.4% compared with 1.5% for Australia. This population growth has been particularly strong among retirees (i.e. people aged 65+). 

Indigenous Australians comprise a relatively high proportion of the Far North population. At the 2006 Census, around 12% of the adult population identified themselves as Indigenous compared with only 2% for Australia overall. This representation was particularly high in the area north of Cairns (i.e. SLAs of Cook, Mareeba and Douglas) (Source: 2006 Census - Preliminary Estimates)

At the time of the 2001 Census, 11% of the adult population identified themselves as Indigenous.

Unemployment (Source unless stated: ABS Labour Force Survey, 12 month averages to August 2002 and August 2007)

In the 12 months to August 2007, the unemployment rate for the Far North LFR averaged 4.1%, which has fallen from 7.2% for the 12 months to August 2002. This rate is slightly higher than the comparable rate for the State (3.9%), but slightly below the national average (4.5%).

While unemployment is generally low across the LFR, there are some areas that have higher than average levels of unemployment, in particular the Cairns (C) City SLA (9.5% for the 12 months to June 2007) (Source: DEWR Small Area Labour Markets, June 2007). 

The unemployment rate among Indigenous people was almost double that of their non-Indigenous counterparts at the time of the 2001 Census (15.1% compared with 6.9%).
Overall, labour force participation in the region is slightly higher, with 68% of the adult population either working or looking for work, compared with 67% for Qld and 65% for Australia.

Centrelink

Despite the relatively low level of unemployment in the Far North LFR, there is around 19% of the Far North working age population in receipt of a Centrelink benefit. This proportion is higher than the State and national average (17% for both).

One quarter of these recipients are in receipt of Newstart allowance, and are therefore looking for work. A further 25% of these recipients are receiving the Disability Support Pension.

Education and diversity information

Education (Source: Survey of Education and Work, May 2006)

Compared with the State average, a significantly lower proportion of the working age population in the Far North LFR have completed year 12 (42% compared with 50% respectively), or a non-school qualification (such as a Certificate or a Bachelor degree) (44% compared with 51% for Qld).

Diversity (Source: 2006 Census)

The proportion of the population who were born overseas is significantly lower than for Qld (17% compared with 19%), however the proportion of the population born in a non-English speaking country is similar to the State average ( both 8%).

Unemployment rates by SLA (June 2007)

* Regions with more than 10% population Indigenous (based on 2001 Census data)
SLA Name 



UE Rate

Labour Force


Cairns (C) - City


9.5


4765


Cairns (C) - Central Suburbs*
5.1


12367


Johnstone (S)


4.6


10752


Atherton (S)



4.8


5842


Douglas (S)



4.9


6910


Mareeba (S)*



4.7


9660


Cook (S) (excl. Weipa)*

4.7


3422


Eacham (S)



4.3


3441


Cairns (C) - Mt Whitfield

4.0


7922


Cairns (C) - Western Suburbs
3.8


7855


Aurukun (S)*



3.9


512


Cairns (C) - Barron


3.7


11713


Etheridge (S)



3.9


720


Torres (S)*



3.9


4614


Cardwell (S)



3.2


6473


Croydon (S)



3.5


170


Cairns (C) - Trinity


3.5


18188


Cook (S) - Weipa only*

4.0


1365


Cairns (C) - Pt B*


3.2


3939


Cairns (C) - Northern Suburbs
2.4


9027


Herberton (S)


1.9


2305
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In August 2007, the Retail Trade industry was the largest employing industry in the Far North LFR accounting for 16% of total employment.  Other major employing industries were Government, Administration and Defence and Construction (both 10%).

Over the last 5 years the Far North LFR has experienced very strong employment growth, up 18% since August 2002. The majority (94%) of this employment growth has been in full-time employment.

As shown in this chart, employment growth has been particularly strong in the Construction (up 6800 workers), Government Administration and Defence (up 6480 workers) and Retail Trade (up 3800 workers) industries. Employment in the Mining industry has increased by 188%. Such industries present significant opportunities for job seekers in the area. On the other hand, employment has declined significantly in the Agriculture, Forestry and Fishing industry (down 5200 workers or 39%), which largely reflects the significant impact the cyclones (and the drought) has had on this industry.
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Next we look at the recruitment experiences of employers in the Cairns and surrounding areas, in particular, what skills are in demand in this region.

Information on skills in demand is difficult to obtain.  The Department monitors and undertakes research on skills in demand and prepares listings of these occupations at the State and national level.  The prime focus of DEWR’s approach is surveying employers who have recently advertised vacancies for selected skilled occupations, although contact is also made with industry bodies and employer organisations.  This information is published on the Department's Workplace site (www.workplace.gov.au/skillsindemand). 

Some information on skills in demand is also contained in the publication ‘Australian Jobs 2007’. This publication includes a matrix of the job prospects for 400 occupations. Copies of Australian Jobs 2007 are available today in your packs.

In November 2006 DEWR worked with a number of local organisations (such as the Cairns Chamber of Commerce, Far North Qld Area Consultative Committee) to investigate skills in demand in the Cairns and surrounding region. As part of this research the department conducted a telephone survey of local employers, which provide a good indication of the nature of recruitment activity and the extent to which local employers face recruitment difficulties, as well as identifying labour market opportunities into which PAGES can tap.

This survey collected information from 758 employers. Almost half (49%) of these businesses were from small businesses, employing less than 5 staff. Overall the responses were concentrated in 9 key industries.

Overall the survey found that:

56% (or 428) of employers surveyed had recruited or attempted to recruit in the past 12 months, which is in line with regions surveyed to date. Recruitment activity was particularly high in the Manufacturing (65%), Education (61%) and Retail Trade (61%) industries. In contrast, recruitment activity was low in the Agriculture, Forestry and Fishing (40%) industry.

In total, 9% of the 2894 vacancies reported across all areas remained unfilled, which is around the average we generally see in these surveys. 

The proportion of unfilled vacancies is indicative of the depth of recruitment difficulties in the region or industries. Another indicator of recruitment difficulty is the number of employers who experienced unfilled vacancies over the last 12 months. Overall, more than one quarter (27%) of employers who had attempted to recruit reported one or more unfilled vacancies. 

Finally, of the employers who had attempted to recruit, 61% reported that recruitment was difficult.

Difficulties varied by industry and region
Survey results suggest that there were recruitment difficulties in the Cairns region, however, these difficulties varied considerably across industries.

In particular, employers in the Construction industry had a very high degree of recruitment difficulty with 27% of vacancies remaining unfilled, and more than three quarters of employers reporting difficulty. 

Interestingly, a high proportion (76%) of employers in the Accommodation, Cafés and Restaurants industry reported that recruitment was difficult, despite successfully filling 97% of their vacancies.

On the other hand, employers from the Education industry were the most successful in recruiting, with all vacancies filled and a relatively low proportion of employers reporting difficulty.

The proportion of unfilled vacancies also varied by region
Employers in the Northern area (e.g. Mareeba and Coen area) reported a considerably higher proportion of unfilled vacancies (19%), compared with the Southern (11%) and Cairns City area (6%).
Key industries – No. of Employers Surveyed, % unfill rate, % of employers reporting difficulty

Accommodation, Cafés and Restaurants – 171, 3%, 69%

Retail Trade – 146, 18%, 57%

Manufacturing – 81, 16%, 77%

Construction – 81, 27%, 76%

Property and Business Services – 79, 17%, 56%

Health and Community Services – 64, 5%, 50%

Education – 54, 0%, 39%

Transport and Storage – 42, 1%, 46%

Agriculture, Forestry and Fishing – 40, 12%, 63%

Total – 758, 9%, 61%
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Recruitment difficulties also varied by the occupation employers were attempting to fill. Overall, of the 2894 vacancies available in the past year, employers identified 655 (or 23%) as difficult to fill, and as a result of these difficulties, 25% of the difficult to fill vacancies remained unfilled. 

This chart shows the number of vacancies that employers reported as difficult to fill and the number of these vacancies that remained unfilled broken down by the skill level of the occupation.

As we can see in this chart, recruitment difficulties were evident across occupations of varied skill level.

Employers most frequently identified higher skilled vacancies as difficult to fill (accounting for 50% of total difficult to fill vacancies), and of these vacancies, 29% remained unfilled. The majority of these unfilled vacancies were for Tradespersons.

Employers with lower skilled vacancies also had a relatively high degree of difficulty recruiting, with 196 vacancies identified as difficult to fill (accounting for 30% of total difficult to fill vacancies), and of these, around one quarter (26%) remained unfilled (e.g. Cleaner and Sales Assistant positions).

-------------------------------------------------------

Skill levels

Highly skilled includes: Managers and Administrators; Professionals; Associate Professionals; and Tradespersons and Related Workers.

Medium skilled includes: Advanced Clerical and Service Workers; Intermediate Clerical, Sales and Service Workers; and Intermediate Production and Transport Workers.

Lower skilled includes: Elementary Clerical, Sales and Service Workers; and Labourers and Related Workers.
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This is and indicative list of occupations employers reported the greatest difficulty filling.*

While this list does not directly translate to a comprehensive list of occupations in demand for the region, it does provide valuable information on jobs that are difficult to fill and identifies opportunities for job seekers with the appropriate skills and qualifications.

We can see from this list that local employers had difficulty recruiting for a range of occupations of varied skill level. In particular we can see a number of occupations relating to the Trades (e.g. Motor Mechanics and Electricians) and Hospitality (e.g. Chefs, Waiters, Bar Attendants and Kitchen Hands).

Higher skilled occupations

Chefs

Motor Mechanics

Electricians

Meat Tradespersons

Metal Fitters and Machinists

Structural Steel and Welding Tradespersons

Accountants

Registered Nurses

Vehicle painters

Plumbers

Medium and Lower skilled occupations

Cleaners

Sales Assistants

Waiters

Kitchen hands

General Clerks

Receptionists

Bar Attendants

Truck Drivers

Farm Hands
------------------------------------------------

*Greatest difficulty has been determined by multiple employers in the region reporting recruitment difficulty for that occupation and does not necessarily translate into unfilled vacancies in that occupation. 
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Recruitment difficulties often stem from the level of competition for vacancies and the quality of applicants.

This chart shows the average number of people who applied for vacancies that were identified as difficult to fill and the average number of applicants who were considered suitable for the job for which they had applied.

Overall, the results of the survey indicate that the level of competition for such vacancies was lower than the average for other regions surveyed, with an average of 2.6 applicants per vacancy. The level of competition for vacancies was highest among medium skilled vacancies (an average of 4.1 applicants per vacancy), and lowest among lower skilled vacancies (an average 2.1 applicants per vacancy).

It is apparent from this chart that recruitment difficulties across all skill levels in the Cairns region largely stem from the quality of the applicants, with more than two thirds of applicants considered unsuitable for the job for which they had applied (an average of just 0.9 suitable applicants per position), thereby resulting in little, if any, choice in whom to hire, and in some cases, unfilled vacancies.

Therefore, it is important to look at the reasons as to why employers are rating applicants as unsuitable.
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This chart shows the most common reasons employers found one or more applicants to be unsuitable for the occupation for which they had applied, by the skill level of the occupation.

As we can see in this chart, across all occupations of varied skill level, the most frequently mentioned reason for rating an applicant as unsuitable was a lack of experience or training (as reported by 74% of employers). Poor motivation or interest in the job was another common reason, particularly among employers with lower skilled vacancies.

Other reasons that were commonly reported by employers included:

· Not suited to the type of work (including poor personal presentation and/or unable to work independently) (18%)
· Poor communication/interpersonal skills (13%)
· Did not turn up (13%).

What these results emphasise is the importance of improving the job readiness of job seekers to improve local employment outcomes, particularly for medium and lower skilled vacancies.  Survey results suggest that the quality of applicants can be improved by addressing issues relating to the enthusiasm of applicants as well as how applicants present themselves during selection processes. 
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51% of surveyed employers expected to recruit over the next 12 months.

Of these, around 40% of surveyed employers anticipate a need to recruit as a result of business growth (i.e. increase staff numbers). This was most commonly reported by employers in the Construction and Property and Business Services (both 57%) industries.

Around 60% of employers who expect to recruit anticipate having difficulty doing so. 

Employers in the Manufacturing (71%) and Health and Community Services (70%) industries were by far the most likely to report that recruitment will be difficult.
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I am now going to provide more detailed information on the Cairns city region.

The Skills in Demand Survey of the Cairns city region collected information from 387 businesses and these responses were concentrated in 8 key industries.  

Overall the survey found that in the Cairns city area:

60% of surveyed employers had recruited or had attempted to recruit staff in the last 12 months.

Recruitment activity was most commonly reported by employers in the Retail Trade and Education industries (both 67%), while, on the other hand, just 55% of employers in the Manufacturing industry had recruited.

Employers reported 1 712 vacancies that they had attempted to fill over the last 12 months and 6% of these positions remained unfilled.

The proportion of vacancies unfilled was highest in the Construction industry (28%) and lowest in the Education industry (0%).

Of the employers in the Cairns area who had recruited, well over half (63%) reported difficulty filling vacancies. 

Recruitment difficulties were particularly widespread in the Manufacturing industry (81%) compared with just 44% of employers in the Transport and Storage and Education industries.

Employers who reported difficulty recruiting most commonly identified specialised skill or training requirements as the reason (68%).

---------------------------

Key industries – No. Employers Surveyed

Manufacturing




47


Construction





56


Retail Trade





55


Accommodation, Cafés and Restaurants* 
93


Transport and Storage*



31


Property and Business Services 


41


Education





27


Health and Community Services


37
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Queensland is a popular tourist destination for international and domestic visitors. It is also an important industry to the Queensland economy, contributing about $8.4 billion per annum and employing a significant number of people across the State.

In collaboration with the Department of Industry, Tourism and Resources (DITR), DEWR conducted a series of employer based surveys in the Tourism Industry. Around 242 Tourism-related businesses from Cairns and Surrounding Regions participated in this survey in November 2006. Respondents were mainly from the hospitality (Accommodation, Cafés and Restaurants) and travel services (Transport and Storage) industries. (These results were included in the earlier slides)

The key findings from this survey were:

52% of employers had recruited in the last 12 months. Overall, there were 1488 vacancies, and of these, 4% were not filled.

Despite the high success in filling vacancies, almost two thirds (62%) of Tourism-related employers reported that recruitment was difficult. This is significantly higher than the proportion we usually see.

Difficulties facing employers in the Tourism sector

Employers with medium skilled vacancies (such as Waiters and Bar Staff) most frequently reported that recruitment was difficult because of the technical skills required of the job, while employers with low skilled vacancies (such as cleaners) most commonly attributed their difficulties to the nature of the work required. Seasonality and the working hours were also frequently raised as issues.

The survey also found strong evidence of high staff turnover in the Tourism industry – significantly higher than most other industries. For instance, despite many of the surveyed businesses being small, there was a very high average number of vacancies (11.8) per recruiting employer, compared with other industries in the region (6.8 vacancies).  This high staff turnover may explain why many employers in this industry are very keen to hire staff who already possess the relevant skills or experience rather than provide in-house training (67% of applicants were rated as unsuitable, largely because of a lack of technical skills or experience).

Vacancies for Chefs and Cooks were by far the most difficult to fill, with 32% of the most recent vacancies remaining unfilled. Employers also frequently identified vacancies for Cleaners and Waiters as difficult to fill. 

Employers may need to consider strategies around retention and the seasonality of the industry. 
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This chart shows how many Australian Apprenticeship vacancies were lodged with JNMs and JPOs in the Cairns and surrounding regions in the 12 months to July 2007 and the number of placements into Australian Apprenticeships made by JNMs and JPOs (JNM/JPO placements are not limited to first year commencements).

As we can see in this chart, vacancies in the traditional trades occupations accounted for two-fifths (39%) of the apprenticeship vacancies lodged with JNMs or JPOs. Vacancies for Associate Professionals and Intermediate Clerical, Sales and Service Workers accounted for a further 21% and 15% respectively.

Overall, there were 361 apprenticeship and trainee vacancies lodged with JNMs and JPOs, and of these, just under half were filled, which is significantly higher than the average fill rate for apprenticeships/traineeships in Queensland and Australia (27% and 29% respectively)

That said, JNMs and JPOs are only dealing with about 6% of Australian Apprenticeship activity in the Cairns region of which there were 2457 commencements (source: DEST data). 1
Overall one of the messages here is that there are opportunities available - particularly for employment service providers to work with Australian Apprenticeship Centres and others including Group Training Organisations to place more job seekers into Australian Apprenticeships.

Much of this training expenditure can be can be addressed to some degree through the use of the Job Seeker Account (JSKA).
-----------------

The JSKA is a quarantined pool of funds which can be used by JNMs to purchase goods and services for individual job seekers to help them secure employment. For example, to access training, travel (e.g. buying bus fares, repairs to their car, etc), buying clothes or improving presentation.

We acknowledge that some vacancies may be lodged with more than one provider or the vacancy may have been filled by someone other than a Job Network Member or Job Placement Provider.

1JNM and JPO placements (1st – 4th year) could be multiple placements over the year. DEST data commencements are when a person starts an Australian Apprenticeship.
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This chart shows vacancies lodged and filled by JNMs and JPOs in the Cairns and Surrounding Regions in the 12 months to July 2007 and the number of those vacancies filled – indicated by the red section of the bar.

What this chart illustrates is that much of the activity of employment service providers is focused on Labouring occupations. These vacancies accounted for 48% of all vacancies lodged with JNMs and JPOs in the 12 months to July 2007. Vacancies for Intermediate Clerical, Sales and Service Workers also accounted for a large proportion of vacancies lodged with JNMs or JPOs (13%).

The chart also illustrates that a number of the vacancies lodged with JNMs or JPOs were not filled.

In total across all occupations, 48% of the vacancies were filled, which is significantly higher than the State and national average (39% and 42% respectively). Although the fill rate is higher, it does show that some further work needs to be done to increase the take up of vacancies by the unemployed.  Some of that work might be increasing work experience opportunities and honing job-seekers’ soft skills. 

-----------------

We acknowledge that some vacancies may be lodged with more than one provider or the vacancy may have been filled by someone other than a Job Network Member or Job Placement Provider.
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In view of the combined effects of current and future demand for staff and the effects of the ageing of the population, recruitment difficulties are likely to continue, if not intensify, in the future. To meet this challenge, employers will need to look beyond traditional sources of labour.

One such source of labour that may be available to take up opportunities created by closer Job Network engagement with businesses are those currently in receipt of a Centrelink benefit.

Overall, as at September 2007, there were 31 820 persons of working age in receipt of a Centrelink allowance in the Far North LFR. This equates to around 19% of the total working age population, which is higher that for Queensland and Australia overall (both around 17%) (Based on Centrelink administrative data, September 2007 and ABS Labour Force, 12 month average to August 2007).


This chart shows those people whose main source of income is likely to be a Government allowance in the Far North LFR (major payment types only).  
Most prominent are the high numbers of people receiving the Disability Support Pension and Newstart Allowance, which both account for around 25% each of all recipients in the area.

There are also a high number of people in receipt of Parenting Payment Single. 

We can also see from the chart that the engagement with Job Network is quite high for Newstart Allowance and Youth Allowance (Other), while engagement with Job Network is quite low for the other payment types.

We expect to see an increase in the level of engagement with Employment Service Providers (for those receiving Parenting Payments and the Disability Support Pension), as part of the Government’s Welfare to Work reforms announced in the 2005-06 Budget, which came into effect on 1 July 2006.  

Some of these people who are in receipt of Disability Support Pension allowance may have been referred to a Disability Employment Network (DEN) provider. Around 8 DEN providers service the Cairns area (5 of whom have uncapped capacity, and 3 who have 370 vacancies, of which 352 are filled).
Around one third of Centrelink recipients identified as Indigenous. The majority of these recipients were on Newstart Allowance, parenting Payment Single or Disability Support Pension.
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Strong employment growth and low unemployment

In the 12 months to August 2007, the unemployment rate for the Far North LFR averaged 4.1%, which has fallen from 7.2% for the 12 months to August 2002. 

Nearly two thirds of surveyed employers reported that recruitment was difficult

These difficulties were most pronounced in the Manufacturing and Construction industries.

Around half of surveyed employers expect to recruit in the next 12 months

These expectations were most likely from employers in the Construction and Property and Business Services industries.

Need to consider alternative sources of labour, growth industries and flexible working arrangements

Work with growth industries to help meet their recruitment needs;

· Flexible working arrangements; 
· Use of the Job Seeker Account for training and work experience;
· Apprenticeships; and 
· Greater engagement with employers
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Cairns Airport – Domestic & International redevelopment

Another $120.7 million for the second year of the $180 million, four-year redevelopment of the domestic and international terminals of Cairns airport.  Work in the coming financial year at Australia's busiest regional airport will focus on expanding the baggage reclaim hall and retail areas at the international terminal building, upgraded runways and aprons, including better lighting and surfaces, a new Australian Quarantine Inspection Service building and redevelopment of the domestic terminal building. Project commenced in August 2006 and expected to complete in September 2009.

Cairns Botanic Gardens, Tanks Art Centre and Centenary Lakes Precinct Redevelopment
$30 million for redevelopment of Cairns’ major botanic, art, cultural and recreational precinct.  Current funded works involve creation of a seamless botanic, arts and cultural precinct with additional parking and new and improved facilities.  Current funded works about $10 million and project expected to complete in June 2008.

Cairns CBD South Flood Mitigation Project
$22 million for the flood mitigation which required due to the low-lying Cairns CBD streets being at or below high spring tide levels, resulting in local flooding with sea water.  Minor rain events can compound this.  The works involve gravity outlets, tide check valves and pump.  The completion of stage one is expected to complete in December 2007.

Cairns North – Reinforcement of Electricity Supply
$30.7 million to establish 22kV switching station in Cairns North and associate 132 KV circuit line.  Construction started early 2007 and expected to finish early 2008.

Cairns Hospital Emergency Department Upgrade
$25.1 million to renovate the existing emergency department to provide a further 12 beds and meet demands on the current facility.  Planning underway and the project expect to complete early 2009.

Cairns Cityport
This project includes a redevelopment of the existing waterfront and central business district to cater for the needs of the port, community and tourism. Construction of the $37 million City Port North stage of the project includes a Reef Fleet Terminal Building. The Cairns Port Authority estimated port infrastructure to cost $80 million and private investment amounting to $400 million.

Cairns CBD

In the Cairns CBD, 17 developments with a combined value of $905 million are either under construction or ready to commence.  These projects include mostly residential accommodation, commercial, office and retail buildings, but the construction of a marine sports club and facilities and the redevelopment of the Cityport South precinct are also underway. 

Port Douglas/Daintree region

The Port Douglas/Daintree region has 31 projects worth $1.6 billion in progress.  Most of these projects are residential land developments, housing estates and residential units and apartments, but other endeavours include the construction of shops and a childcare centre, a 150 bed backpacker hostel, the redevelopment of a golf course and hotel, as well as, the expansion of an aged care facility. 

Slide 21

Listed on the screen are some issues we think might be worth considering as a group.

Slide 22

As I mentioned earlier we would like to come away today with some clear actions to address the labour market issues in this region that we have agreed we want to discuss. The action plan needs to focus on practical actions that can be implemented at a local level.  The action plan should include identified deliverables, responsibilities and timelines.

Slide 23
We have a strategy to help us in evaluating the workshops and to help us further develop and refine the ‘better connections’ concept.

All we really need to do today is to have you fill out the evaluation from – included as a part of the pack on your table - at the end of the workshop. 

One of the functions DEWR performs is to follow up leads for projects that might be suitable for funding through one of our funding models. We are happy to discuss ideas and strategies you might have or follow up leads for possible projects to better engage the client groups we have talked about today. Please feel free to contact myself regarding employer demand demonstration projects or mature age projects. 

Slide 24

Thank you for participating.

The presentation and the outcomes of today’s meeting will be placed on the Workplace portal on the internet (www.workplace.gov.au/bcw).

We will circulate the contact list of participants and the action plan.

