North Metro Perth Better Connections Workshop

North Metro Perth Employment Service Area

1 November 2007

WA State Office

Welcome and thank you for coming.  

I would like to begin by paying my respects and acknowledging the Nyoongar people, who are the traditional owners of the land we are meeting on today.

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, local business, the local chamber, and also State government representatives.  

The Department runs in excess of 30 Better Connections Workshops around Australia each 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 in particular, humanitarian entrants. We are here to look at ways to work collectively towards addressing issues that affect the employment outcomes of humanitarian entrants. 

The presentation and the 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. Workshops such as these 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). 

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. 

Today’s workshop is focusing on humanitarian entrants in the gaining access to the workplace, and is only the second of its kind that the Department has conducted in Australia. In many cases, we’re tapping into some of the work that is already underway in the local area. 
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The object of this workshop is to:

View those employment issues which affect humanitarian entrants from entering the workforce;
Develop local strategies to address local labour supply and skill shortage issues;
Increase labour market participation for humanitarian entrants, as well as our target groups of mature aged, parents, people with a disability, long-term unemployed, youth and people from culturally and linguistically diverse backgrounds; and 
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 couple of related examples of the sorts of work that has resulted from previous Better Connections Workshops:

November 2005 - North Metro BCW (Stirling)
The establishment of a working group to develop an employer engagement strategy in the local area utilising existing services providers and business forums;

Conducting an expo promoting the benefits of work to parents and of the benefits of recruiting parents to employers (that was held by FaCSIA); and

Informing employment service providers, employers and other key stakeholders at the local level about the range of services available to assist parents and young people to take up new apprenticeships and work.

May 2006 – Muslim BCW (Scarborough)
Working party to map out what already exists in the way of information and guidelines on cultural differences of employees which can be utilised by providers and employers, including brochures, workshops and advertisements;

Informing and engaging local employers to become part of the solution. This has been done through communicating with stakeholders via promotional material and the media; and

Looking at ways to implement a three-month work experience programme for trades related occupations and the evaluation of professional migrants in the North Metro region.
Slide 4

WA State Office

Welcome and Introductions – There is a lot to cover today including providing available information on labour market assistance and services.

Better Connections presentation – Ivan Neville, Assistant Secretary, Labour Supply and Skills 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. 

Guest speaker – Nick Agocs from the Ethnic Communities Council of WA.

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

Development of 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.

Thank you. I would now like to introduce Ivan Neville to give the workshop presentation. 
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This is a map of the North Metro Perth Employment Service Area (ESA), which is the region that we will be looking at today.

The North Metro Perth ESA also closely matches the North Metropolitan (Perth) Labour Force Region, so some of the data we present today, in particular demographic and industry information, will look at this area.

---------------------------------------------
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This is a broad profile of the North Metro Perth region. 

Working Age Population (15-64) (Source: ABS Labour Force Estimates, 12 months to July 2007)

In the 12 months to July 2007, the working age population (persons aged between 15 to 64 years) in the North Metro Perth region averaged 316 300. This working age population accounts for 86 per cent of the North Metro Perth adult population, a figure slightly higher than the levels recorded for both Western Australia and Australia (85 per cent and 83 per cent, respectively).

Persons of mature working age (that is, aged between 45 and 64 years old), account for 30 per cent of the total adult population in North Metro Perth. 

Unemployment (Source (unless stated): ABS Labour Force Estimates, 12 months to July 2007)

In the 12 months to July 2007, the unemployment rate for the North Metro Perth region averaged 3.3 per cent. This has fallen from 6.2 per cent for the 12 months to July 2002 to be on par with the comparable unemployment rate for the State (3.3 per cent), and significantly lower than the comparable rate for Australia (4.5 per cent). 

The level of unemployment varies somewhat across the North Metro Perth region, with the Wanneroo (C) - South SLA recording an unemployment rate of 6.1 per cent in the 12 months to June 2007, while the Joondalup (C) - South SLA recorded the lowest rate in the region of 1.5 per cent over the same period (Source: DEWR, Small Area Labour Markets, June 2007). 

While the unemployment rate for the region is on par with the State, the level of participation is higher. In the 12 months to July 2007, 69 per cent of the total adult population (15+) were participating in the labour market (either employed or unemployed and looking for work). This compares with a participation rate for Western Australia of 68 per cent and for Australia of 65 per cent.

Centrelink population (Source:  Centrelink and DEWR administrative data, September 2007, population is based on ABS Labour Force estimates, 12 months to July 2007)
The lower unemployment rate in North Metro Perth generally has resulted in a much lower proportion of the working age population receiving Centrelink allowances. Overall, as at September 2007, around 12 per cent of the North Metro Perth working age population were in receipt of a Centrelink allowance, which is lower than the comparable rate for Western Australia and Australia (13 per cent and 17 per cent, respectively).

Overall, as at September 2007, there were 36 751 persons of working age in receipt of a Centrelink allowance in the North Metro Perth ESA.

Most prominent are the high numbers of people receiving the Disability Support Pension, which accounts for 28 per cent of all recipients in the area. Other significant payment types are Parenting Payment Single and Newstart Allowance. These two payment types account for a further 34 per cent of the area’s Centrelink recipients. 

Other demographic information (Source (unless stated): 2006 Census of Population and Housing First Release)
Aside from the age profile of the area, there are a number of other characteristics of the population in the North Metro Perth area that will have an impact on labour market participation and outcomes.

The proportion of persons aged 15 and over who have completed Year 12 is significantly higher in the North Metropolitan Perth region (47.3 per cent) than for the State and Australia (42.4 per cent and 42.2 per cent, respectively).

The proportion of persons of all ages who were born overseas is significantly higher in the North Metropolitan Perth region (33.9 per cent) compared with the State and Australia (27.1 per cent and 22.2 per cent, respectively). However, of the persons in the North Metropolitan Perth region who were born overseas, the proportion who were born in non Main English Speaking Countries is in line with the State (43.6 per cent compared with 44.0 per cent) but significantly lower than for Australia (62.1 per cent).

The proportion of persons aged 15 and over who identified as Indigenous (around 4600 persons) is lower in the North Metropolitan Perth region (1.1 per cent) compared with the State and Australia (3.0 per cent and 2.3 per cent, respectively).

Importantly, the patterns of labour force engagement of this group are significantly different to those of the non-Indigenous population. For instance at the time of the 2001 Census, the Indigenous unemployment rate in the North Metro Perth region was 25.7 per cent compared with 7.2 per cent for the non-Indigenous population. Moreover, the Indigenous participation rate in the North Metro Perth region was 51.0 per cent compared with 66.5 per cent for the non-Indigenous population (Source: 2001 Census of Population and Housing).

------------------------
SLA name : UE rate ( per cent), Labour Force (Source: DEWR Small Area Labour Markets, June 2007)
SLA Name



Unemployment rate

Labour Force

Joondalup (C) - North


2.0



29,884

Joondalup (C) - South


1.5



71,497

Stirling (C) - Central



5.5



57,044

Stirling (C) - Coastal


2.4



38,977

Stirling (C) - South-Eastern

3.1



9,579

Wanneroo (C) - North-East


3.1



12,627

Wanneroo (C) - North-West

4.5



14,076

Wanneroo (C) - South


6.1



20,442
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The labour market characteristics of Humanitarian Entrants are also significantly different.

Population and Demographics (Sources: ABS Labour Force Status and Other Characteristics of Migrants Survey, November 2004 and DIAC Administrative data, Financial years 2002/03 – 2006/07)
While it is difficult to establish accurate estimates of populations of Humanitarian Entrants, due to the low numbers and relatively high concentration of this group, what we do know is that:

According to DIAC figures, in the five years to June 2007, 57 154 Humanitarian Entrants (all ages) were settled in Australia and, of these, 3619 were settled in the North Metropolitan Perth SSD.

Not surprisingly, the age distribution for Humanitarian entrants upon arrival is significantly different to that of the wider population. In the 5 years to June 2007, persons aged 50 and over accounted for just 3.3 per cent of Humanitarian entrants who settled into the North Metropolitan Perth SSD and 4.7 per cent of Humanitarian entrants Australia wide (compared with 31.0 per cent for all persons in Australia overall based on the 2006 Census). Conversely, the proportion of Humanitarian entrants who were aged between 20 and 49 (ages which are more likely to participate in the workforce) is higher than the general population (45.1 per cent for North Metro Perth arrivals compared with 42.3 per cent for all persons).

Labour Force Characteristics (Source: ABS Labour Force Status and Other Characteristics of Migrants Survey, November 2004. NOTE: Survey is planned to be run again in Nov. 2007)
The labour force characteristics of Humanitarian visa holders are also significantly different to those of the wider population. For instance, as at November 2004, the unemployment rate among Humanitarian visa holders was 11.6 per cent (compared with 4.8 per cent for Australia). Likewise, the participation rate for Humanitarian visa holders was 58.3 per cent (compared with 64.8 per cent for Australia).

These lower rates of employment and participation mean that engaging Humanitarian visa holders in the labour force and then improving their employment outcomes are both issues. 

This is precisely why we are here today, as it is these lower rates of employment and participation which we need to develop strategies to address.

Labour Force Supply (Source: DEWR and Centrelink Administrative data, March and September 2007)
Within the North Metro Perth ESA the number of Humanitarian Entrants of working age who are in receipt of a Centrelink payment is around 1800. While nationally the number of Humanitarian Entrants of working age who are in receipt of a Centrelink payment is around 35 000. 

As at 30 September 2007, there were approximately 500 Humanitarian Entrants of working age on Job Network’s Active Caseload within the North Metro Perth ESA and approximately 15 000 nationally. 

By comparing this figure with the estimated Humanitarian population (just those that arrived over the last five years), we can determine that a significant proportion of the Humanitarian entrant population of working age is in receipt of a Centrelink payment, which is significantly higher than the comparable proportion for Australia overall (around 17 per cent).

Recipients of Disability Support Pension account for 8.2 per cent of all HE Centrelink recipients (Australia), which is a significantly lower proportion than for all Centrelink recipients overall (29.7 per cent). On the other hand, Parenting Payment Partnered recipients account for 14.9 per cent of HE Centrelink recipients, which is higher than the proportion for Australia overall (5.8 per cent).

Newstart Allowance recipients account for a further 28.9 per cent of HE Centrelink recipients and Parenting Payment Single recipients account for 9.7 per cent.

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

Distribution of payments across recipient populations – September 2007


HE (Aust.)
All Cent pop (Aust.)

DSP
8.2%


29.7%


NSA
28.9%


18.2%


PPP
14.9%


5.8%


PPS
9.7%


16.0%


YLO
3.3%


2.6%


Country of Birth of Humanitarian Entrants - North Metropolitan (SSD) (02/03- 06/07)


Sudan




1,514


Other Central and West Africa
375


Afghanistan



210


Burma (Myanmar)


193


Iraq




183


Kenya




143


Iran




142


Egypt




106


Other Southern and East Africa
99


Ethiopia



97


Others



557


Total Birthplace Known

3,619
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Another important part of the profile of the North Metropolitan Perth area, and subsequent opportunities for Humanitarian Entrant job seekers, is the distribution of employment across industries. (Source unless stated: ABS Labour Force Estimates, Four quarter average to August 2007)

The Retail Trade industry was the largest employing industry in the North Metropolitan LFR and accounted for around 15.2 per cent of employment over the four quarters to August 2007. Other major employing industries were Property and Business Services (13.7 per cent of total employment); Construction (11.0 per cent of total employment); and Health and Community Services (10.8 per cent of total employment).

Each of these industries account for a greater proportion of employment in the North Metropolitan LFR area than in Western Australia overall, while Agriculture, Forestry and Fishing accounts for a much lower proportion of employment in the North Metropolitan LFR, as would be expected.

An analysis of the workforce within industries also sheds some light on some additional characteristics of employment, which may be impacting on recruitment in the area.

Notably, full-time positions are particularly dominant in the Manufacturing and Construction industries. While there are more part-time work opportunities in the Retail Trade and Health and Community Services industries. The level of part-time employment in these service based industries indicates that many employers may be able to take a more flexible approach to employment in order to ease their recruitment difficulties and remain competitive.

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

We can gain some insight into how this industry composition has changed by analysing the industry growth that has occurred in the past six years (since the time of the 2001 Census) (Source: ABS Labour Force Survey data, Four quarter averages to August 2001 and August 2007).

According to these figures, employment in the North Metropolitan LFR has grown by around 18 per cent between August 2001 and August 2007. While this employment growth has been shared across all industries, it has been particularly strong in the Mining industry (up by 64 per cent). Importantly, while employment has not declined in any industry, employment in the Manufacturing industry has grown at a rate below the regional average (up by 4 per cent). If we analyse the growth of the largest employing industries, it is evident that each has experienced employment growth at or above the regional average. For instance:

Retail Trade – growth of 19.1 per cent over last six years;

Property and Business Services – growth of 13.0 per cent;

Construction – growth of 24.9 per cent; and

Health and Community Services – growth of 18.3 per cent.
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Next we will look at the recruitment experiences of employers in the North Metropolitan Perth area.

To gain a greater understanding of employers’ recruitment experiences in the North Metropolitan Perth area, DEWR conducted a telephone survey of local employers in July 2007.  Findings from the survey 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 is particularly important in the context of improving the employment outcomes of Humanitarian Entrant job seekers as this research will identify areas of opportunity that exist in the region, either through employment growth or current recruitment difficulties.

The North Metro Perth Survey of Employers’ Recruitment Experiences collected information from 238 businesses. These responses were concentrated in 7 key industries.  

Overall the survey found that:

80 per cent of employers surveyed had recruited or attempted to recruit in the past 12 months, which is a high level of recruitment activity when compared with other regions surveyed. Although it is important to keep in mind that many of the businesses surveyed employed more than twenty staff (79) and this increases the likelihood of recruitment activity. Also, this level of recruitment activity varied across industries with recruitment activity relatively low in the Wholesale Trade industry (73 per cent), while recruitment activity was most common in the Property and Business Services industry (89 per cent).

In all, these employers reported that they had attempted to fill 1630 vacancies over the last 12 months and, of these, 11 per cent (186) were not filled. This proportion of unfilled vacancies is high in comparison with other areas and indicates that there are a number of vacancies that are remaining unfilled in the region. The proportion of vacancies unfilled was particularly high in the Construction industry (22 per cent of vacancies), which is indicative of recruitment difficulties in this industry, while all but 4 per cent of vacancies were filled in the Accommodation, Cafés and Restaurants industry.

Employers were also asked to provide specific information on their success filling their most recent vacancy, as an indication of the current labour market conditions.

These results suggest that employers are having increasing difficulty filling vacancies with more than one quarter of vacancies remaining unfilled (26 per cent). This proportion was particularly high in higher skilled occupations (such as Metal Fitters and Machinists and Structural Steel and Welding Tradespersons) with 32 per cent of 126 recent vacancies remaining unfilled. Moreover, a further 12 per cent of these vacancies were filled with job seekers who required development.

The pattern among lower skilled occupations was somewhat similar with 12 per cent of the 186 recent vacancies filled with job seekers requiring development, however, the proportion of unfilled vacancies was roughly in line with the average (25 per cent).

Employers had more success filling medium skilled vacancies with 20 per cent of the 76 vacancies in this group remaining unfilled and 9 per cent of vacancies filled with job seekers who required development.

Across all skill levels, the main area for development reported by employers was to develop the skills not specific to the job, i.e. soft skills (41 per cent of employers who employed staff requiring development).

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

Key industries – No. of Employers Surveyed (Positions in last 12 months)

Manufacturing




52
(339)

Construction





21
(130)

Wholesale Trade




15
(50)

Retail Trade





69
(384)

Accommodation, Cafés and Restaurants

12
(172)


Property and Business Services


37
(400)

Health & Community Services


26
(122)

Total  






238
(1630)

* NOTE: A further 6 sole traders were surveyed, however, the results for these businesses have been excluded.

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

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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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.

The proportion of unfilled vacancies as shown on the previous slide is indicative of the depth of recruitment difficulties in the region or industries. Another indicator of recruitment difficulty is the number of employers who reported difficulty filling vacancies over the last 12 months. Overall, of the employers who had attempted to recruit, more than three quarters (76 per cent) reported difficulty filling vacancies. 

The most common reasons for these recruitment difficulties (as reported by employers in their most recent vacancy) related to the tight labour market, that is, not enough applicants for the job (77 per cent), which is not surprising given the current low unemployment rates in the region. 

Other commonly reported reasons for recruitment difficulty were the technical skill requirements of the job (33 per cent), and lack of competitiveness in wages or remuneration (28 per cent), and the nature of the work required (21 per cent).

This result, as well as what we know of the Perth labour market generally, suggests that recruitment difficulties are quite widespread across industries in the region. The results of the survey also suggest that recruitment difficulties are widespread across skill levels and occupations.

What we can see on this slide is an indicative list of the occupations that were most commonly reported as difficult to fill by employers (all vacancies over the last 12 months)1. While this list of occupations does not directly translate to a comprehensive list of occupations in demand for the region, What this list does provide is valuable information on jobs that are difficult to fill and identifies opportunities for Humanitarian Entrant job seekers with the appropriate skills and qualifications or the ability to quickly gain these skills.

Registered and Enrolled Nurses


Metal Fitters and Machinists


Structural Steel and Welding Tradespersons


Motor Mechanics


Electricians


Carpentry and Joinery Tradespersons


Cabinetmakers


Receptionists


Sales Representatives and Sales Assistants

Children's Care Workers and Special Care Workers


Truck Drivers


Storepersons


Cleaners


Kitchenhands


OTHER COMMONLY REPORTED DIFFICULT TO FILL OCCUPATIONS NOT INCLUDED ON SLIDE

Accountants


Computing Professionals

Mobile Construction Plant Operators


Checkout Operators and Cashiers

Real Estate Associate Professionals


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

1Greatest 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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These reasons for difficulty and the labour market conditions generally suggest that competition for vacancies and the quality of applicants may be an issue of some note in the area.

Overall, the results of the survey indicate that an average of 3.3 job seekers applied for each recent vacancy. This level of competition is closely related to the labour market conditions in an area. Typically areas of lower unemployment, such as North Metro Perth, have a lower level of competition for vacancies.

However, this level of competition for vacancies is also closely related to the type and skill level of an occupation. In the North Metro Perth area, vacancies in higher skilled occupations attracted an average of 3.3 applicants per vacancy and lower skilled vacancies attracted 2.7 applicants per vacancy. Medium skilled vacancies, on the other hand, attracted an average of 5.0 applicants per vacancy.

The number of applicants for vacancies alone does not explain how competition contributes to recruitment difficulties.  The quality of applicants can affect not only whether an employer fills a vacancy but also whether they are satisfied with the result of recruitment. In the North Metro Perth area, an average of just 1.5 applicants were considered suitable for the job for which they had applied. 

Unlike competition generally, this average was lowest in medium skilled vacancies (1.4) and highest in lower skilled vacancies (1.7).

-----------------------------------------------------------------------------------
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The reasons reported by employers for regarding applicants as unsuitable demonstrate areas that can be addressed to improve the job readiness of job seekers and, as a consequence, improve local employment outcomes.

Survey results suggest that these issues relate to:

Insufficient technical skills, expertise or experience to perform job duties (reported by 60 per cent of employers). 

Limited interest in the job (24 per cent of employers); 

Poor job search motivation (21 per cent of employers);

Applicant did not turn up (15 per cent of employers); and

Poor personal presentation (10 per cent of employers).

However, barriers to applicant suitability were markedly different depending on the skill level of the vacancy. For instance, employers with lower skilled vacancies were more likely to consider applicants unsuitable due to their poor personal presentation, whereas employers with higher skilled vacancies were more likely to consider applicants unsuitable due to insufficient technical skills or expertise.
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The preceding slides demonstrate that recruitment difficulties exist across a broad range of occupations in the North Metro Perth area. This section will analyse how demand for labour may develop over the next 12 months and the effect of this demand on future recruitment difficulties.

Survey results suggest that recruitment activity will remain strong over the next 12 months with 67 per cent of employers surveyed expecting to recruit over this time. As with the previous 12 months, these expectations are particularly high in the Property and Business Services industry (76 per cent), however, expectations were highest in the Construction industry (81 per cent).

A large amount of this recruitment is anticipated to stem from employment growth.  Overall, 47 per cent of the employers who expect to recruit, anticipate creating positions within their business over the next 12 months. These employment growth expectations are particularly high in the Property and Business Services industry (61 per cent).

Employment growth of this magnitude is likely to place pressure on employers to retain staff.  In relation to retention, 77 per cent of employers who expect to recruit anticipate needing to recruit to replace staff in their business in the next 12 months. This proportion is particularly high in the Accommodation, Cafés and Restaurants industry with all employers who expect to recruit anticipating staff turnover. 

These results suggest that demand for labour may grow in the region over the next 12 months possibly leading to increased recruitment difficulties both in attracting and retaining staff.  This expectation of recruitment difficulties is an outlook held by 72 per cent of employers who expect to recruit in the next 12 months.
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In the face of increasing demand and recruitment difficulties, employers will need to look for strategies to develop job seekers to meet their business needs. 

Over the past 12 months, just 26 per cent of surveyed employers had recruited an apprentice or trainee, which is a low level of apprenticeship activity when compared with other regions we have surveyed. The Accommodation, Cafés and Restaurants industry was the most active in recruiting apprentices or trainees with 44 per cent of employers having recruited an apprentice or trainee in the last 12 months.

Survey results suggest that this proportion may increase in the next 12 months with the proportion of employers willing to recruit an apprentice or trainee in the next 12 months rising to 52 per cent. This increase is evident across all industries surveyed but particularly in the Manufacturing industry, in which 62 per cent of employers reported that they would employ an apprentice or trainee in the next 12 months (compared with 32 per cent who had employed one over the past 12 months).

This increase in willingness to employ an apprentice or trainee has also resulted in an increase in the diversity of occupations into which apprentices or trainees might be placed. These occupations include:
Sales Assistants


Motor Mechanics


General Clerks


Metal Fitters and Machinists


Cooks


Children's Care Workers


Plastics Production Machine Operators


Storepersons


Checkout Operators and Cashiers


Other Process Workers


Despite the increase in the proportion of employers willing to consider recruiting an apprentice or trainee, there are persistent barriers to apprenticeship activity including a lack of awareness of applicable apprenticeships and traineeships (16 per cent of employers); a lack of need for apprentices or trainees (9 per cent of employers); and a requirement for experienced or qualified employees only (7 per cent of employers).
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Another interesting part of the apprenticeship picture is to look at the role/engagement of PAGES in this apprenticeship activity.

This chart shows how many Australian Apprenticeships vacancies were lodged with JNMs and JPOs in the North Metro Perth ESA and the number of placements into Australian Apprenticeships made by JNMs or JPOs (JNM/JPO placements are not limited to first year commencements).

There are two things evident from the chart:

Firstly, despite the diversity of apprenticeship occupations reported by employers surveyed, vacancies in traditional trades occupations accounted for almost two thirds of the 154 apprenticeship vacancies lodged with Job Network Members or Job Placement Organisations (63 per cent).

Secondly, these 154 lodgements resulted in 85 placements made by JNMs or JPOs  or, in other words, 55 per cent of all vacancies were filled, which is significantly higher than the average fill rate for Australian Apprenticeship vacancies for Australia overall (29 per cent).

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.

Again it is important to look at why Job Network Members and other Employment Service Providers’ clients are not winning apprenticeship jobs – i.e. look at strategies to increase job seeker participation in apprenticeships.

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

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.

1JN 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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There are also opportunities for employment service providers to work with businesses more broadly in the area, as the North Metro Perth Survey of Employers’ Recruitment Experiences found that 40.3 per cent of employers used “informal” methods to recruit staff (such as word of mouth). 

This chart shows vacancies lodged and filled by JNMs and JPOs in the North Metro Perth ESA 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 focussed on Labouring occupations. These vacancies accounted for 37 per cent of all vacancies lodged with JNMs and JPOs in the 12 months to July 2007. Vacancies for Elementary and Intermediate Clerical, Sales and Service Workers also accounted for a large proportion of vacancies lodged with JNMs or JPOs (17 per cent and 14 per cent, respectively). Intermediate Production and Transport Workers account for a further 13 per cent of vacancies lodged with JNMs or JPOs.

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

In total across all occupations, 41 per cent of the vacancies were filled, which is more or less in line with the State and national average (39 per cent and 42 per cent, respectively). This shows 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.

“Informal” methods of recruitment includes:

Approached job seeker (used by 6.3 per cent of employers);

Sign in window/ billboard (used by 7.3 per cent of employers); and

Word of mouth/ approached by job seeker (used by 31.4 of employers).

”Formal” methods of recruitment includes:

Through a central office (used by 1.6 per cent of employers);

Through an educational institution (used by 2.6 per cent of employers);

Recruitment agency (used by 18.3 per cent of employers);

Job Network (used by 6.8 per cent of employers);

Internet (used by 27.2 per cent of employers);

Newspaper (used by 57.1 per cent of employers); and

Internal advertising (used by 2.6 per cent of employers).
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These opportunities also extend to Humanitarian Entrant job seekers in the North Metro and wider Perth area.

Research undertaken by the Department on employers’ perceptions of Humanitarian Entrant job seekers (research undertaken in Western Sydney) suggests that those employers who had experience recruiting job seekers from a culturally and linguistically diverse background including HE predominantly reported that they were satisfied with their performance as workers and would continue to employ job seekers from a CALD background (including HE).

In particular, employers reported that HE job seekers were generally more highly motivated to work and were enthusiastic in regard to new tasks.

This research identified potential opportunities within a number of fields, including: Child Care and Aged Care; Manufacturing; Construction; and Security. Industries with a high proportion of labourers in their workforce have specifically requested HE job seekers due to their strong work ethic and motivation once engaged.

Job Network data on HE placements also indicate that there are opportunities in a broad range of industries and occupations. These data show that in the 12 months to the end of July 2007, there were 8807 placements of HE job seekers made by JNMs or JPOs (for Australia overall). 
The Property and Business Services industry accounted for the greatest number of placements (2691), however, many of these placements may have been with labour hire organisations. Other industries into which HE job seekers were commonly placed included: Manufacturing (particularly Food Manufacturing); Retail Trade (particularly Takeaway Food Retailing and Automotive Repair and Services); Construction (particularly Painting and Decorating Services); and Health and Community Services (particularly Nursing Homes).

These placements were predominantly in lower skilled occupations (as are JNM and JPO placements generally). In all, there were 5042 placements (or 57.2 per cent of all placements) made by JNMs and JPOs into Labouring positions (such as General Process Workers and General Labourers) and there were 723 placements made into Elementary Clerical, Sales and Service Workers occupations (such as Security Officers and Guards and Sales Assistants).

However, there were also significant numbers of placements made in medium and higher skilled occupations. For instance:

Intermediate Production and Transport Worker occupations (such as Storepersons and General Machine Operators); 

Tradesperson occupations (such as Painters and Decorators); and

Intermediate Clerical, Sales and Service Worker occupations (such as Nurses Aides and Personal Care Assistants and Aged and Disabled Carers).

Furthermore, while the occupations in which HE job seekers are being placed by JN are predominantly lower skilled, our discussions with employers suggest many progress quickly to positions requiring greater skills and responsibility.

We also have some data on placements made in the North Metro Perth area specifically. This information shows that there were 233 placements of HE job seekers made by Job Network in the 12 months to June 2007 for positions within the North Metro Perth ESA (need to update when data becomes available).

These placements were predominantly in lower skilled occupations such as: General Labourers (35); General Process Workers (26); Cleaners (22); Security Officers and Guards (14); Sales Assistants (13); Farm Hands (12); Food Processing Workers (10); and Kitchenhands (8).

Although there were a number of placements made into medium or higher skilled positions such as: Aged and Disabled Carers (6); and Painters and Decorators (6).
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Placements by Industry (12 months to July 2007)
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While previous slides suggest there is a great deal of opportunity for HE job seekers in the area, it is important to note that on the whole, they have some barriers.  The Department conducted an employer + JNM survey in Blacktown NSW to determine their perception of the barriers faced by HE job seekers.  Three common barriers to long term engagement of HE in the labour force were identified.  

Recent stakeholders consultations in Perth on barriers faced by HE job seeker show a strong correlation to those identified in Blacktown.  As you will see, each of these relate to a different stage of what we might call the career experience continuum.

Knowledge and awareness of job search requirements and expectations among HE job seekers was identified as a major barrier to labour force engagement and therefore employment.

This issue relates to engagement barriers such as the initial exemption periods following settlement, which act as a barrier to quick and effective placements of HE job seekers, as does understanding concepts of agency inter-relationships and expectations in regard to skill recognition. As a result, the initial engagement of HE job seekers has been identified as the most difficult.

This barrier can often exaggerate the effects of cultural adjustment and can create a ‘welfare mentality’ among these job seekers if they are not required to participate in job search activities.

Once engaged and looking for work, language, literacy levels and work cultural barriers have been identified as the major reason preventing more positive employment outcomes. 

The barriers related to language relate not only to employers requirements for English language skills (i.e the ability to speak, read and write), but also a perception among HE job seekers that employers discriminate in favour of English speakers.

Our research also identified a number of employers and providers who regarded lack of knowledge of Australian workplace culture, OH&S requirements and the ability to communicate in the workplace as a greater barrier than lack of formal English skills.

Other employers identified failure to meet employers’ standards for technical skills.

Finally, our research identified turnover/ short term engagement with an employer as a barrier to long term engagement in the labour force

While turnover is a phenomenon that is impossible to attribute specifically to this group (particularly among lower skilled occupations), research suggests that this turnover creates a perception among employers and job seekers, which impacts upon future successes.

Most notably, this issue creates confusion among this job seeker group in relation to the job search support continuum, as many HE job seekers expect to access the same level of service as they were entitled to prior to employment.
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Low unemployment, high participation and strong growth in some industries

In the 12 months to July 2007, the unemployment rate for the North Metro Perth region stood at 3.3 per cent. This has fallen from 6.2 per cent for the 12 months to July 2002 to be significantly lower than the comparable rate for Australia (4.5 per cent). 
Moreover, the level of participation within the North Metro Perth area is also higher. In the 12 months to July 2007, 69 per cent of the total adult population ages (15+) were participating in the labour market (either employed or unemployed and looking for work) compared with 65 per cent for Australia.

Employment in the North Metropolitan LFR has grown by around 18 per cent between August 2001 and August 2007 and this employment growth has been shared across all industries.

Recruitment difficulties are prevalent across the region

Overall, more than three quarters (76 per cent) of the employers who had attempted to recruit job seekers reported difficulty filling vacancies.

28 per cent of employers who had attempted to recruit reported one or more unfilled vacancies over the past 12 months and more than one quarter of employers’ most recent vacancies remained unfilled (26 per cent).
Increasing willingness to provide apprenticeship and traineeships to address need for skilled staff

Survey results show that 52 per cent of employers were willing to recruit an apprentice or trainee in the next 12 months, which has increased from just 26 per cent of surveyed employers who had recruited an apprentice or trainee in the last 12 months, which is a low level of apprenticeship activity when compared with other regions.

This increase in willingness to employ an apprentice or trainee has also resulted in an increase in the diversity of occupations that employers were looking to recruit apprentices or trainees into. Nevertheless, there are persistent barriers to apprenticeship activity, most notably, a lack of awareness of applicable apprenticeships and traineeships.

This demand for staff creates a need to tap into different sources of labour supply and creates opportunities for HE job seekers in the North Metro Perth area

Previous Departmental research into employers’ perceptions of Humanitarian Entrant job seekers, suggests that these opportunities exist within a number of fields, including: Child Care and Aged Care; Manufacturing; Construction; and Security. Industries with a high proportion of labourers in their workforce have specifically requested HE job seekers due to their strong work ethic and motivation once engaged.

Job Network data on HE placements also indicates that there are opportunities in a broad range of industries and occupations. The Property and Business Services industry accounted for the greatest number of placements (2691). Other industries into which HE job seekers were commonly placed included: Manufacturing (particularly Food Manufacturing); Retail Trade (particularly Takeaway Food Retailing and Automotive Repair and Services); Construction (particularly Painting and Decorating Services); and Health and Community Services (particularly Nursing Homes).
These placements were predominantly in lower skilled occupations (such as General Process Workers, General Labourers, and Security Officers and Guards), however, there were also significant numbers of placements made in medium and higher skilled occupations (such as Painters and Decorators, Storepersons, and Nurses Aides and Personal Care Assistants).

3 major barriers to long term labour force engagement identified by previous Departmental research into employers’ perceptions of Humanitarian Entrant job seekers

Knowledge and awareness of job search requirements and expectations

Language and cultural barriers

Turnover/ short term engagement with an employer
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WA State Office

As mentioned earlier, there are some common barriers experienced by HE in trying to gain employment. The three barriers identified in the employer perception survey are:

Knowledge and awareness of job search requirements and expectations;

Language, literacy and work cultural barriers; and 

Turnover/short term engagement with an employer.

However, findings from the Blacktown NSW employer + JNM survey and a Horn of Africa pilot conducted in 2004-05 show that there are some strategies that can be used to overcome these barriers.  PAGES have many tools at their disposal to help address these barriers.

Some strategies to over come these barriers include:

Tailoring assistance based on job seeker needs such as:

Extending job search training – check with your contract manager about any extension eligibility.

Arranging to provide work experience or work cultural training.

Managing job seeker expectations

Some job seekers may have qualifications that are not recognised or may need to upgrade them, so they may need to consider other lines of work until that occurs or they may need to consider other work altogether.

Building linkages with employers in the area.  You may also create a network with employers that have already had positive experiences with a HE worker so that they become Champions.  Marketing evidence indicates that most employers will listen to their peers in the first instance.

Increasing use of courses that can help with English and work cultural norms.

Turn over is high in some industries because most HE job seekers are eager to commence work and don’t consider long term implications about the job they have agreed to apply for.  Consider the job seekers skills and match with the employers needs.  Many job seekers are waiting for their skills to be recognised so that they can move into their field of expertise.  

PAGES do not have to be experts in dealing with every client group that is on their caseload, should have a strong understanding or awareness of which organisation can deliver the requirements of the job seekers and refer them to those organisations, for instance to arrange for skills recognition.
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WA State Office

The Western Australian Planning Commission and City of Stirling are developing the Stirling regional centre as a major focus for commercial, retail, cultural and employment activity. This region includes the Innaloo shopping centre, the Stirling Civic Centre precinct, the Osborne Park Hospital, the Greater Union theatre complex and part of the Osborne Park industrial area.  This development will focus on areas that include the Scarborough Beach precinct redevelopment and bus station upgrade, the Glendalough station precinct and the local centre in Mt Hawthorn.

Local council building and construction approvals remain strong across the north metropolitan region. Housing developments include the 20-hectare Churchlands Green redevelopment of the old Edith Cowan University’s Churchlands campus, and then there are State Government infrastructure projects such as the construction of two new residential mental health housing developments in Stirling through to the construction of 206 additional parking bays at Stirling Railway Station.

The National Community Crime Prevention Programme for “Reel Connections” has been funded in Mirrabooka as a community partnership project. This will involve community development strategies that provide social and economic outcomes 
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WA State Office

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

Inform and engage Employers to become part of the solution by addressing turnover and short-term employment issues faced by humanitarian entrants;

Addressing issues directly by educating employment consultants working within the Employment Services Industry, Job Network Members, Centrelink, Community members and Employment Providers about the range of employment issues faced by humanitarian entrants, such as language literacy and work culture barriers; and

Looking at increasing the knowledge and awareness of Job Search requirements and expectations when looking for employment. 
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WA State Office

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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WA State Office

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. 
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WA State Office

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 now circulate the contact list of participants and the action plan.

