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Welcome and thank you for coming.

It is good to see representatives here today from a wide range of organisations – not only Australian Government funded but also a range of other service providers, the local chamber, and also State 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 this financial year and the next financial year.

These workshops provide us with a good opportunity to discuss the local labour market. We look forward to hearing your views on issues affecting the local area and to look at ways to work collectively towards addressing these issues.

The presentation and any outcomes of today’s meeting will be placed on the Australian Government’s Workplace portal on the internet (www.workplace.gov.au/bcw).
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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 activities resulting from previous workshops I’ll just give a few brief examples of the sorts of work underway.

In Atherton, Queensland, a project is under development to examine the feasibility of a nine month traineeship in the fruit picking area as a way to address significant labour shortages. Also the feasibility of the establishment of an Indigenous Meats butchery is being investigated which will see the creation of employment and business opportunities for Indigenous job seekers in the local area. 

In the North Western region of Adelaide, a communication channels strategy is being developed to disseminate labour market information to stakeholders. This strategy will provide a central location for a range of local labour market information and programmes that can be accessed by employers and job seekers.

A working party was established to address a Language, Literacy and Numeracy (LL&N) issue. The working party researched and located LL&N programmes being run by various organisations and a range of resources which was then distributed to all the Job Networks.
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Welcome and Introductions – as mentioned we have a range of relevant organisations here today and no doubt during the break you will have the opportunity for networking. 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 – Ivan Neville, Assistant Secretary, Labour Supply and Skills Branch will provide you with a range of local demographic and labour market information to give a good profile of the region and form the basis for discussion. 

Identification of Main Themes/Issues –  we will be looking here for ideas and opportunities to better connect labour demand and supply in your local area. 

Guest speaker – Jenny Tsakmakis (SA Works) and Mark Malcolm (Southern Flinders Ranges Development Board) will discuss the regional labour market issues and current strategies. 

Developing an action plan – 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.
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This map shows the Port Pirie Employment Service Area (ESA).

This is the region that we will be looking at today.
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This is a broad profile of the Port Pirie ESA. 

Working Age Population (WAP)

Port Pirie ESA has a working age population (those aged between 15 and 64 years) of about 22 500 people (June 2005).

The age profile of the workforce in Port Pirie is older than we usually see.

· 44.8 per cent of the working age population are aged 45-64 (many of whom are approaching retirement). This compares to 38.6 per cent for the state.

This means that there is a large number of workers in the region approaching retirement age and that the impact of population ageing will be particularly pronounced in upcoming years. 

· There is also a higher proportion of the adult population aged over 65 (18.1%) than is the case for South Australia (15.2%).

The Unemployment Rate has declined from levels of more than 9% five years ago to its current level of 4.5% (in the 12 months to September 2006).  

· Unemployment in the region is lower than the state average for the same period (5.0%) but has increased slightly in the past 6 months from 4.1 in the year to March 2006.  

ABS monthly unemployment rates for January were (seasonally adjusted):

South Australia - 5.6%

Australia - 4.5%
WAP on Centrelink Benefits:

· Despite the decline in unemployment in the region approximately 30% of the Working Age population (15-64) in the Port Pirie ESA are on some type of Centrelink allowance.  This is much greater than the State average of 21%.  

· While many of these people are not currently in a position where they are ready and able to work, this group represents a large potential source of labour in the region.  

Education

A lower proportion of Port Pirie residents (aged 15+) had completed post school qualifications (23.9%) when compared with South Australia (32.0%) and a lower proportion (5.6%) had completed a degree, compared with the state (10.7%). (2001 Census)

Diversity:

· 7.4 per cent of the population were born overseas (compared with 20.3% for the state)

· 2.9 per cent of the population were born overseas in a non-English main speaking country compared with 10.3% for the state.

At the time of the 2001 Census, about 1.3 per cent of the population identified themselves as Indigenous. 
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This chart compares employment by industry in the Port Pirie ESA against South Australia (at the time of the 2001 Census). The bar on the left shows the proportion of people employed in each industry in Port Pirie, while the bar on the right shows provides a comparison for South Australia. 

We can see the importance of the Agricultural sector in the region with almost one in five people (19.7%) working this industry (as at 2001), which is well above the South Australian average (5.8%). I should note here that it is possible that the share of employment in this industry may have changed significantly in the past five years. 

The Retail, and Health and Community services are other key sectors in Port Pirie and provide a high number of part-time job opportunities while the majority of Manufacturing jobs are full-time. 
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The Port Pirie Survey of Recruitment Experiences collected information from 226 businesses across 10 major industries. 

In this survey many employers reported difficulty filling vacancies over the past 12 months.

· 51% of recruiting employers said that they found it ‘difficult’ to fill vacancies for one or more occupation in the past 12 months; and

· 4.8% of the almost 652 vacancies remained unfilled at the time of the survey.
The extent to which employers had difficulty filling vacancies, however, varied considerably between occupations.  Survey results showed that recruitment difficulties were most severe among employers trying to fill positions for higher skilled occupations such as Professionals and Tradespersons.  
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This chart shows the extent that employers had difficulty filling positions for high and middle-lower skilled occupations in their most recent recruitment exercise.

· High skill occupations (the first pair of bars in dark blue), generally require a significant amount of training and include Professional & Trades positions.

· Lower skilled occupations (light blue), require less training.  Job Network and Job Placement Organisations most commonly deal with these occupations which include jobs such as Sales Assistants, Waiters, and Labourers.

Looking first at the High Skill occupations in dark blue: 

· The dotted bar on the left shows the proportion of employers who found an occupation difficult to recruit for. In this case we can see that over half (52%) of employers who had most recently recruited for a high skilled job found it difficult to fill vacancies.  

· The striped bar on the right shows the proportion of employers who did not fill all their vacancies.  So we can see here that 17% of employers who recently recruited for a high skilled occupation did not fill one or more of their vacancies.
This result suggests that local employers had significant difficulty filling vacancies for many high skill jobs.

Employers had less difficulty filling vacancies for lower skilled jobs: 

· 33% of employers found recruitment difficult; and

· 3% of employers had one or more unfilled vacancies.

Only the most recent vacancy is considered here (as opposed to the dot point on slide 9 which outlines the proportion of employers that had difficulty filling positions for any occupation in the past 12 months.  
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This chart shows why employers had difficulty filling positions by skill level.  

The technical skill requirements of the job was the most common reason that employers found both high skilled positions, and lower skilled positions difficult to fill.

· High Skilled - 52% (the bar in dark blue on the far left).

· Lower skilled - 48% (the light blue bar).

This highlights the importance that many employers seeking to fill lower skill jobs place on finding workers that require minimal if any training.   This also suggests that workers with relevant training and work experience have a distinct advantage over other job seekers.  

The location of the job was reported as a source of recruitment difficulties for 46% of employers with difficulties filling high skill jobs (and was of particular concern to employers recruiting Professionals), but was of less concern to employers recruiting for lower skilled positions (13%).

· Low status was a cause of recruitment difficulties for 13% of employers recruiting for higher skill positions and 21% of employers recruiting for lower skilled positions.  

Many employers also found it difficult to find workers because of the tight labour market and consequential limited number of applicants while others said that it was difficult to find workers who were enthusiastic about doing the nature of the work required.  

17% of employers that had difficulty recruiting for higher skilled positions said that recruitment was difficult because other employers were offering higher wages.  
To help improve the skills development of job seekers, the Australian Government (in the May Budget for 2006/07) committed $2.7 million to provide 70 000 disadvantaged job seekers with accident and personal liability insurance for work experience trials. 

As part of the Welfare to Work reforms announced in the 2005-06 Budget, the Government has provided additional funding for vocational training such as Australian Apprenticeships and Pre-Apprenticeships.

Additional assistance was also given to those receiving the Disability Support Pension and Parenting Payment to help them move into work.

From 1 January 2007, a new Government initiative – the Work Experience Placement programme – commenced. This programme is available for Job Network and Disability Employment Network, and for Vocational Rehabilitation Services from 1 July 2007. The measure allows eligible job seekers to take part in work experience in most businesses, so they can gain skills and experience, and sustainable ongoing employment. The Australian Government will provide personal accident and public and products liability insurance for job seekers participating in Work Experience Placement. In your information pack, there is a fact sheet where you can find out more information about this new initiative.
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This chart shows: 

· the average number of applicants per vacancy by occupation group (the dotted bars on the left); and

· the average number of applicants employers regarded as being suitable for the position for which they had applied (in striped bars on the right). 

· The numbers below the bars refer to the total number of vacancies recorded for each occupation group.

While these are average figures and the number of applicants for each vacancy varied, it does give us a general indication of the number of people applying for jobs across each occupation group and the number of applicants who were rated as suitable. 

We can see from this chart that employers generally received fewer applicants for higher skilled jobs. 

Overall (across all occupation groups) there were an average of 3.4 applicants per vacancy and 1.7 of these applicants was regarded by the employer as being suitable for the job for which they had applied.  These averages are slightly greater than we see in many other areas.  

Managers, Associate Professionals, and Advanced Clerical and Service Workers were excluded from the chart due to insufficient data.
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On average more than half (51%) of applicants were rated as being unsuitable for the job for which they had applied.  

Consistent with technical skill requirements being the main reason that vacancies were ‘difficult’ to fill, employers most commonly reported that they found one or more applicants to be unsuitable because they had insufficient technical skills or expertise.  Again this was the most common reason provided by employers recruiting for both high and lower skill positions.  

· High Skill (86%)

· Lower Skill (78%)

Other key reasons that applicants were found to be unsuitable for lower skill jobs were:

· Lack of enthusiasm for the job (employers believing that job seekers were not committed to this kind of work and/or would not stay in the job for very long) – 28% of employers with unsuitable applicants  

· Lack of enthusiasm among high skilled job seekers (31%) is primarily attributed to the many Professionals and Tradespersons who have their choice of jobs and probably feel no need to impress employers should the job not meet their preferences. 

· Inadequate soft skills (such as communication and teamwork skills) – 

· High Skilled – 7% 

· Lower skilled 26%

· 13% of employers recruiting for a lower skilled job reported that one or more applicants either had poor interview technique, or submitted a poorly written application (High skill – 7%). 

For high skilled jobs 43% of applicants were unsuitable.

For lower skilled jobs 54% of applicants were unsuitable.
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Employers had moderate employment expectations with 30.1% anticipating employment growth in their business over the next 12 months.

· Only 3.5% expected employment in their business to decline.

Employers in Manufacturing, Retail, Construction and Wholesale Trade all had above average employment expectations for the next 12 months. 

DEWR in a publication titled ‘Workforce Tomorrow’ estimated that in the 5 years to 2010 the impact of population ageing will result in approximately 195,000 fewer workers across Australia.  As outlined earlier, the high proportion of the Working Age Population in Port Pirie aged between 45-64 suggests that the impact of population ageing in the region will be particularly severe.  

Combined these factors point to the likelihood of worsening recruitment difficulties in the region.
Many employers appeared to recognise the need to train staff. 

· More than half (55%) of employers who expect to recruit in the next 12 months said that they would be willing to hire a worker under an Australian Apprenticeship or Traineeship.
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Next we will look at some vacancy data for the Port Pirie ESA.
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This chart shows vacancies lodged and filled by Job Network Members and Job Placement Organisations in the 12 months to December 2006.  Each bar (both dotted & striped portions) represents the number of vacancies lodged.  The number of those vacancies filled is indicated by the darker dotted bar.

We can see here that vacancies are spread across a number of industries, such as Accommodation, Cafés and Restaurants; Transport and Storage; Retail Trade; Construction; Agriculture and Manufacturing.   

In total across all industries, 43.2% of the vacancies were filled.  

· This is the slightly less than the average fill rate for vacancies across the state (46.7%).

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.

Please also note that the fill rate includes figures for job seekers who found their own employment.

Job Placement Organisations provide an employer-focused recruitment service that meets the recruitment needs of employers and provides the opportunity for eligible job seekers to gain employment through access to a large number of diverse vacancies. Job Placement Organisations will advertise vacancies, screen and refer job seekers. 
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An interesting part of this picture is to look at which industries are taking on Apprentices and Trainees. These Department of Education and Science (DEST) data show Australian Apprenticeship Commencement numbers for the 12 months to October 2006. These are commencements with businesses within the Port Pirie ESA. 

· The bars represent total Australian Apprenticeship commencements (DEST data) for each industry and the darker spotted portion shows how many of these commencements were through a JNM or JPO.

· In total there were 350 Australian Apprenticeship commencements in the region.  

· These figures show that Job Network Members and Job Placement Organisations are only dealing with an estimated 13% of Australian Apprenticeship activity in the Port Pirie ESA.  

· Most of these were in the Accommodation Cafés and Restaurants and Retail industries.  
· As you can see from the chart, the highest number of Australian Apprenticeship commencements are in the Retail industry (suggesting that there are further opportunities in this industry).  There are also a number of Australian Apprenticeship commencements in the Manufacturing industry which have been untapped by Job Network Members. 

· 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.

· Connections between employment services providers and Australian Apprenticeships Centres will be assisted by arrangements that came into effect with the new contract for Australian Apprenticeships Support Services on 1 July 2006.  Since 1 July, Australian Apprenticeships Centres have been encouraged to become Job Placement Organisations to provide a Australian Apprenticeships placement service which targets young people who have recently left school, out-of-trade Australian Apprentices and other appropriate job seekers. Australian Apprenticeships Centres that decide not to become Job Placement Organisations will be required to establish formal linkages with Job Network Members and/or Job Placement Licensed only Organisations to facilitate Australian Apprenticeships placements. 

· To encourage JNMs to refer job seekers to the Australian Apprenticeship Access Programme, changes have been made to allow JNMs to get star rating recognition for placements arising from the Access Programme even in circumstance where the JNM is unable to claim an outcome payment.  JNMs are prevented from claiming an outcome payment if the payment is less than the amount paid to the Access Programme Broker.

Skills for the Future
· On the 12th of October, the Skills for the Future package was launched by the PM, with new investments totalling $837 million over five years to help build a more highly skilled and responsive workforce to support Australia’s long-term economic growth. 

· From 1 January 2007, the Government will invest $408 million over five years to support people aged 25 years and over who do not have Year 12 or equivalent qualifications.  A voucher for $3000 will be made available to individuals in this group, which they can use for accredited coursed in TAFE and private or community college.
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We have seen what industries and occupations are prominent in this area and the difficulties that employers are experiencing when trying to fill vacancies.

Migration may be a small part of the answer to meet employer needs for skilled labour. However, Australia is competing with other countries such as England, New Zealand and much of Europe for skilled labour. Migration is therefore likely to be a small part of the overall answer to meeting employer’s labour and skill requirements. We therefore need to look at the labour supply in the local area as the primary answer to dealing with labour and skill needs.

Now we will look at other valuable sources of labour such as Centrelink and Job Network customer populations, which include people on Disability Support Pensions and Parenting Payment recipients who are a largely untapped pool of potential workers.
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This chart shows the number of people in the Port Pirie ESA whose main source of income is likely to be one of the Government allowances listed. These recipients are broken down by age groups with persons aged between 15 and 44 indicated by the darker dotted portion of the bar and those of mature age (45–64) indicated by the striped portion of the bar. 

Despite the declining unemployment rate over the past 5 years, there is a significantly higher number of people on Centrelink benefits than we usually see for a region with the population of Port Pirie.  

· As mentioned earlier 30 per cent of the Working Age population (15-64) in the Port Pirie ESA are on some type of Centrelink allowance compared to 21 per cent across SA.  

Most prominent are the high numbers of people receiving the Disability Support Pension (more than 2 200 people), which accounts for almost one third of all Centrelink recipients. 

· We can see that persons aged between 45 and 64 account for most of the Disability Support Pension recipients. 

We can also see a high number of people on Newstart Allowance (over 1 400) and Parenting Payment Single (over 800). 

A better way to look at this is to compare the Centrelink customer population with the number of people who are active on Job Network member caseloads.

Slide 19

This chart shows both the Centrelink Customer population and the number of people who are active on Job Network Member caseloads. We can see here that Newstart  and Youth Allowance recipients are engaged well with Job Network – however only a small proportion of those receiving the Disability Support Pension and the Parenting Payment Single and Partnered allowances are engaged with Job Network. 

· 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.  

There has been a significant increase in the participation requirements for single and partnered parents with school-aged children.  Parents applying for Parenting Payment since 1 July 2006 now receive Parenting Payment while their youngest child is less than six years old.  When their youngest child turns six, this group of parents will receive enhanced Newstart Allowance and be subject to an obligation to seek part-time work of at least 15 hours per week.  Parents with a youngest child aged 6-15 years who now claim income support have an immediate requirement to seek 15 or more hours of work a week. 

Since 1 July 2006, people with a disability who have the capacity to work 15 hours or more a week within a two year period, at award wages in the open labour market, receive Newstart Allowance or Youth Allowance, if they meet the means test and other eligibility criteria. 

· Some of these people who are in receipt of a Government allowance may have been referred to a Disability Employment Network (DEN) provider.  Currently DEN providers in the Port Pirie ESA have a contract capacity (outlet capacity) of 171 positions.

Work is underway to encourage job seekers from these groups to participate in the workforce:

· For example, Centrelink Call Centres are contacting existing parenting payment customers with children over 6 years to discuss the benefits of working.

· A rate estimator has been developed which shows a job seeker the financial benefits and impacts on their payment.  This will help to reinforce the benefits of working.
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Employers wanted workers with more experience and technical skills.  

· This was the case for both high and lower skilled vacancies.

· Although many other lower skilled job seekers were also found to be unsuitable because of their lack of enthusiasm for the job and inadequate soft skills. 

· Large projects in the broader region have, and will most likely continue to, increase the demand for labour in the broader region.

· Many employers in regions such as Whyalla and Port Augusta have experienced significant difficulties finding staff and there are also some large projects such as those headed by BHP in Roxby Downes, and Oxidant in Prominent Hill. This means that employers in nearby regions will require labour at all skill levels. 

· Job Network members may be able to take advantage of this the strong demand for labour by looking at placing jobseekers in vacancies in nearby regions.  

· Job Network may assist with relocation costs by using the Job Seeker Account.

There are also a high number of people in the region (30% of the WAP) on a Centrelink allowance, many of whom may be able to take advantage of the strong demand for labour in the broader area.    

Recruitment Difficulties may increase in the near future. 

· Many skilled workers will retire as the population ages. 

· 30% of local employers anticipate employment growth in the next 12 months. 
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February 2006
Electricity company AGL will build a 45-turbine wind farm on a 14 km site at Brown Hill Ridge near Hallett in the mid-north. Construction is due to commence in September this year and is expected to be completed by December 2007. Once completed, the wind farm will be the largest in Australia. (The Advertiser, 1 February 2006)
March 2006
The SA government has announced that five Mineral Resources and Heavy Engineering Centres will be set up to increase apprenticeship training in the mining industry.  Centres will be established in Adelaide, Port Augusta, Port Pirie, Whyalla and Ceduna. Up to 300 apprenticeship places could be created in the Upper Spencer Gulf region as a result. (Transcontinental, March 2006)
July 2006
A report on the mining industry prepared by the South Australian Centre for Economic Studies and commissioned by the State Government was released this month. The report indicated that direct employment in the South Australian mining industry would increase from 3720 to 7600 in 2010 and indirect employment was also projected to increase significantly during this period. (The Transcontinental, 19 July 2006).
January 2007

Port Pirie Council has approved a $3 million expansion of ore storage facilities on the Port Pirie wharf.  The additional shed space will allow mining company Perilya to store full shipments of high-grade zinc oxide ore, before it is shipped to smelters in Asia. (The Recorder, 18 January 2007).
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Issues that have been identified in the local region include:
· coordinated approach – maximising partnerships and collaboration between community, industry, labour market services and local governments;
· build and maintain an expanded, more efficient and competitive workforce;
· seamless transitions through education, training and employment; and
· targeted interventions – targeted interventions for disadvantaged and marginalised groups to help individuals reach their full potential.
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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.
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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. DEWR is 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 or members of my team regarding mature age projects or employer demand demonstration projects. 
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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.

