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NT State Office (Brenda Parkes, State Manager Northern Territory)

Welcome to Country.

I would like to begin by paying my respect and acknowledging the traditional owners and custodians of this land – the Arrernte people, on whose land we meet today. 

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.

First, the Minister for Workforce Participation, the Hon Dr Sharman Stone MP will deliver the keynote address.

Bob Harvey, Group Manager Indigenous Employment and Business Group will provide information on local employer opportunities and the CDEP Transition Arrangements.
After this he will identify the main workforce issues in Alice Springs and we will be looking for ideas and opportunities to better connect labour demand and supply in your local area.  

Finally we will draw it all together and discuss next steps including follow-up and future networking opportunities.  We will wrap up before 2 pm.
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Before I hand over to the Minister, I would like to show you a map of the Northern Territory with the Alice Springs Employment Service Area (ESA) highlighted in purple. 

This is the region that we will be looking at today.

Thank you. 

I would now like to introduce the Minister for Workforce Participation Dr Sharman Stone MP to address the workshop. 
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Keynote address

Minister for Workforce Participation

The Hon Dr Sharman Stone MP
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Bob Harvey
The Minister has already provided a brief overview of population and labour market for the Alice Springs region. What I will now do is expand upon the points she has made and concentrate on local jobs and who is available to work.
Working Age Population (15-64) (Source: ABS Population by Age and Gender, June 2005, 2001 Census)

As at June 2005, the estimated adult population (15+) in Alice Spring was 30 500, of whom 28 600 were of working age (or 94% of the adult population).

Like the Northern Territory overall, the population in Alice Springs is generally younger than many other areas of Australia with a high proportion of people:

aged under 15 (25% compared with 20% for Australia); and 

of prime working age (i.e. aged 25-44 years) (34% compared with 29% for Australia).

There is also evidence of higher than average population turnover in the Alice Springs ESA compared with many other parts of Australia (at the 2001 Census around 19% of the Alice Springs (and NT) population had lived in another State, Territory or country 5 years earlier, compared with less than 10% for most other Australian States).

Indigenous Australians comprise a very high proportion of the Alice Springs population. At the 2001 Census, they accounted for 32% of adult population compared with only 2% for Australia overall.

Unemployment (Source (unless stated): DEWR Small Area Labour Markets, March 2007)
In the 12 months to March 2007, the unemployment rate for the Alice Springs ESA was 5.7% – down 4.4 percentage points since March 2002. Despite the declining unemployment rate, it was still significantly higher than the rates for the Northern Territory and Australia overall (3.8% and 4.7% respectively).

Remote areas of the Alice Springs ESA generally recorded significantly higher unemployment rates compared with the more populous parts of the Alice Springs Town. E.g. the Tanami SLA recorded the highest unemployment rate of 17.7%, while the Larapinta SLA in Alice Springs recorded the lowest rate of 2.5%1.

Indigenous people also recorded a significantly higher unemployment rate compared with their non-Indigenous counterparts (at the 2001 Census, it was 11.2% compared with 3.0% respectively). This is interlinked with the high proportion of Indigenous people living in remote communities (around 72% of Indigenous people live outside the Alice Springs town).

CDEP participants:  There are 1,387 CDEP participants in the Alice springs region and 905 receiving the CDEP participant supplement.  The CDEP transition arrangements will mean that many of these people are available for work. CDEP participants are also another source of potential workers on your doorstep that you can tap into.

Centrelink

Around 31% of the working age population in the Alice Springs ESA are in receipt of a Centrelink allowance, which is significantly higher than the Territory and national average (24% and 18% respectively). The majority (88%) of these recipients are Indigenous Australians, many of whom are active job seekers.

Education and Diversity (Source: 2001 Census of Population and Housing)

In the Alice Springs ESA, the proportion of the adult population who had completed post school qualifications was slightly lower than the Territory average (31% compared with 33%), while the proportion of the adult population with a degree or higher was in line with the average (11% for both Alice Springs and the Territory).

Compared with the Territory, a lower proportion of the Alice Springs ESA population was born overseas (11% compared with 14% for the NT), as was the proportion of the population born in non-English speaking countries (4% compared with 7% for NT). 

Unemployment by SLA (due to small numbers, please use these estimates with caution)
1SLA  Name


UE Rate
Unemployment
Labour Force
Tanami* 



17.7%

252


1422

Sandover - Bal*


15.2%

145


951

Petermann 



12.2%

196


1605

Alice Springs (T) – Heavitree*
10.2%

130


1274

Unincorp. Far North 

8.7%

225


2587

Alice Springs (T) - Stuart 

5.0%

60


1202

Alice Springs (T) - Charles 
2.8%

86


3051

Alice Springs (T) - Ross 

2.8%

139


5051

Alice Springs (T) - Larapinta 
2.5%

142


5587
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I will also delve more deeply into the recruitment experiences of employers in Alice Springs, in particular, what skills are in demand in this region.

The Alice Springs Survey of Employers Recent Recruitment Experiences collected information from 206 businesses. These responses were concentrated in 7 key industries.  

Overall the survey found that:

62% of surveyed employers had recruited or attempted to recruit in the past 12 months. Recruitment activity was particularly high among employers in the Transport and Storage (83%), Retail Trade (71%) and Property and Business Services (66%) industries.

Overall, these employers had attempted to fill 391 vacancies and, of these, 13% (or 52) were not filled. This proportion of unfilled vacancies is higher compared with the average for other surveys conducted in the Northern Territory to date (Darwin = 10% and Katherine = 6%).

Unfilled vacancies were most prevalent in the Retail Trade (18%) and Construction (15%) industries. 

The proportion of unfilled vacancies are indicative of the depth of recruitment difficulties in the region. Another indicator of recruitment difficulties, one that measures the breadth of difficulties, is the number of employers who experienced unfilled vacancies over the last 12 months. Overall, around one-fifth of employers reported one or more unfilled vacancies in their business. Not surprising, this was once again high in the Construction (25%) and Retail Trade (22%) industries.

Finally, of the employers who had attempted to recruit, 70% reported difficulty filling vacancies at some point in the past 12 months, which is significantly higher when compared with the average we usually see (55%). While reports of recruitment difficulty were high across all surveyed industries, they were most common among employers in the Transport and Storage (80%) and Accommodation, Cafés and Restaurants (78%) industries. 

---------------------------
Key industries – No. Employers Surveyed, Unfill rate (%), % of employers reporting difficulty
Retail Trade
– 52, 18.3%, 67.6%

Accommodation, Cafés and Restaurants – 31, 5.9%, 77.8%

Property and Business Services
– 29, 13.6%, 52.6%

Health & Community Services – 27, 9.3%, 68.8%

Transport and Storage – 18, 10.5%, 80.0%

Construction
 – 15, 15.0%, 62.5%

Education – 15, 3.8%, 83.3%*

Other industries surveyed
Personal and Other Services – 9

Wholesale Trade – 3

Mining – 2

Cultural and Recreation Services – 2

Manufacturing – 1

Communication Services
– 1

Government Administration and Defence – 1
Total – 206, 13.3%, 69.5%

* Note: only 6 employers in the education industry had recruited and results should therefore be used with caution.
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Recruitment difficulties can be attributed to a number of causes. While many of these causes can be attributed to aspects of the employer, industry or region (such as location or availability of local labour supply), other causes of difficulty can stem from the type of occupation that an employer is attempting to fill. 

One of the key indicators to measure the recruitment difficulties in an occupation is the degree of success that employers have had in filling vacancies with suitable job seekers, that is job seekers who require no further development.

This chart shows the number of vacancies that were reported by employers in the Alice Springs area in terms of their most recent vacancy. These are broken down by skill level and whether the employer filled the vacancy with suitable staff whom had no development needs (blue section), filled the vacancy with staff whom required development (yellow section), and whether the vacancy was not filled (red section).

We can see in this chart that recruitment difficulties were widespread in the Alice Springs ESA, with employers of high, medium AND low skilled occupations reporting unfilled vacancies.

Major occupation group, Unfill rate (%), % of employers reporting difficulty

Higher skilled occupations = 27.9%, 68.5%

Professionals = 0.0%, 45.5%

Associate Professionals = 7.7%, 75.0%

Tradespersons and Related Workers = 46.2%, 78.6%

Medium skilled occupations = 12.1%, 48.7%
Intermediate Clerical, Sales and Service Workers = 12.1%, 56.5%

Intermediate Production and Transport Workers = 9.5%, 33.3%

Lower skilled occupations = 12.9%, 51.4%
Elementary Clerical, Sales and Service Workers = 11.9%; 46.4%

Labourers and Related Workers = 15.0%, 71.4%

Total = 18.1%, 57.8%

Slide 8

Competition for recent vacancies

This chart shows the average number of people who applied for vacancies (most recent only) and the average number of applicants who were considered suitable for the job for which they had applied.

Overall, the level of competition for vacancies in the Alice Springs region was moderate, with an average of 3.1 applicants per vacancy, of whom 1.4 were identified as being suitable. This suggests that recruitment difficulties largely stem from limited choices as to suitable applicants.

The level of competition for higher skilled positions in the region was above average, with a ‘national’ average of 3.6 applicants per vacancy. However, more than two thirds (68%) of these applicants were considered to be unsuitable for the vacancy for which they had applied, resulting in a very small pool of potential applicants to choose from, and in some cases vacancies remaining unfilled. 

The high proportion of applicants are being rated as unsuitable at a time when there is high demand for workers in the region. Therefore, it is important to look at the reasons as to why employers are rating applicants as unsuitable.

Reasons applicants were rated as unsuitable
Across all most recently advertised vacancies, employers most commonly found one or more applicant to be unsuitable because they did not have the technical skills or expertise to perform the job duties (63%). 

Other common reasons reported for applicant unsuitability included:

· Lack of enthusiasm for the job/ Limited interest (34%); 
· Poorly written or presented applications (14%); and
· Poor personal presentation (8%).

The results indicate that we need to improve the job readiness of job seekers

What these results emphasise is the importance of improving the job readiness of job seekers to improve local employment outcomes.  The quality of applicants can be directly improved by providing additional training and work experience opportunities to job seekers as well as by addressing issues relating to the attitude of applicants.

Greater use of the Job Seeker Account (JSKA) may also be useful in addressing some of these issues. 

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, buying clothes or improving presentation, etc.

The results also suggest that there may be some need to address employer expectations regarding the skill level of job seekers. In particular, those recruiting for medium and lower skilled occupations who reported that applicants were unsuitable because of a lack of technical skills or experience.

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

Major occupation group, average applicants, average suitable applicants per vacancy

Highly skilled occupations

Professionals = 4.3, 2.2

Associate Professionals = 8.4, 1.5

Tradespersons and Related Workers = 1.5, 0.6

Medium skilled occupations

Intermediate Clerical, Sales and Service Workers = 2.8, 1.5

Intermediate Production and Transport Workers = 3.0, 1.6

Lower skilled occupations

Elementary Clerical Sales and Service Workers = 3.5, 1.8

Labourers and Related workers = 1.8, 0.8
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This chart shows why surveyed employers found occupations difficult to fill, by the skill level of the occupation.

Overall 58% of employers who had recruited reported it was difficult to fill their most recent vacancy.

The difficulty experienced by employers is linked to the skill level of their most recent vacancy, as shown in this chart. For example, the technical skill requirements of the job was most commonly reported by employers with higher skilled vacancies (by 62% of employers), while the tight labour market or there not being enough applicants was most commonly reported by employers with medium and lower skilled vacancies.

Many employers, across occupations of varied skill level, also reported that the location (43%) was causing significant difficulty in attracting job seekers. Other common reasons reported included:

Nature of the work required (more common among employers with lower skilled vacancies); and

Wages/remuneration not competitive (more common among employers with higher skilled vacancies).

Occupations commonly reported to be difficult to recruit for1

Higher skilled occupations

Among higher skilled vacancies, Tradespersons were most commonly reported to difficult to recruit for, in particular Motor Mechanics, Cooks, Carpentry and Joinery Tradespersons and other Construction Tradespersons.

Other higher skilled occupations that were difficult to recruit for included, Chefs, Secondary School Teachers and Office Managers

Medium and lower skilled occupations

Sales Assistants

Truck Drivers

General Clerks

Receptionists

Travel and Tourism Agents

Domestic Housekeepers

1Difficult occupations have been determined by multiple employers (4+) in the region reporting recruitment difficulty for that occupation and did not necessarily translate into unfilled vacancies. 
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Finally, as the tight labour market has been identified as a major cause of recruitment difficulty across all skill levels, by looking at the Centrelink and Job Network working age customer populations we can consider how the workforce participation of these individuals could be increased.

Almost one third (31% or about 8,900) of the working age population in the Alice Springs ESA are in receipt of a Centrelink allowance (compared with 24% for the Northern Territory and 18% for Australia). The majority of the Centrelink recipients are of Indigenous status (88%). 

Just under half of the Centrelink recipients (47% or 4,170 people) are located in the Alice Springs Town (where much of the economic activity occurs), indicating that there are a large pool of potential labour supply located within practical traveling distance of many businesses who are experiencing difficulty. 

This chart shows the Centrelink population (indicated by the blue bar), and the number of people who are active on Job Network Member caseloads (indicated by the red bar). 

As you can see from the chart, a very high proportion of Centrelink beneficiaries are in receipt of Newstart Allowance (received by 47% of all beneficiaries in the region). By comparison, this is significantly higher than the national average of 19% of beneficiaries in receipt of this payment.

Other significant payment types in the region include Disability Support Pension (17% of beneficiaries) and Parenting Payment Single (13% of beneficiaries). 

From the chart we can see that a high proportion of Newstart Allowance and Youth Allowance Other recipients are engaged with Job Network. On the other hand, a very low proportion of Disability Support Pension, Parenting Payment Single and Parenting Payment Partnered recipients are engaged with Job Network. A much higher proportion of Indigenous Centrelink recipients (73%) are engaged with Job Network compared with their non-Indigenous counterparts (54%). This reflects the high number of Indigenous people receiving the Newstart Allowance (which comprises 51% of total recipients, compared with 18% for non-Indigenous people).

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

SLA 


no. CL recipients

 % of total CL in ESA 
 % of WAP in SLA

Alice Springs (T) – Charles 
675 

7.6%


18.4%


Alice Springs (T) – Heavitree 
821

9.3%


51.9%


Alice Springs (T) – Larapinta 
1,119

12.6% 

18.1%


Alice Springs (T) – Ross  

1,085

12.3%


19.9%


Alice Springs (T) – Stuart  

470

5.3%


25.5%


Petermann



1,242

14.0%


54.1%


Sandover – Bal 


919

10.4%


43.3%


Tanami



1,595

18.0%


37.9%


Unincorp. Far North


923

10.4%


24.7%
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Job Placements
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Bob Harvey 
I might just now ask you to consider what the major issues you see as needing solutions for the Alice Springs Region.

After we have identified 6 or so key issues/themes then ask them to move to self selected groups at tables to consider each of the issues/themes identified.  They should write down the key issues and solutions and report back to the group.  This should include practical actions for each issue being addressed.
Possible issues:

Indigenous role models

Indigenous youth

Literacy and Numeracy skills

Job readiness particularly for front counter type jobs.
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Bob Harvey
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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Bob Harvey
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. 
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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).

