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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 DEWR funded but also a range of other service providers, the local chamber, and also to State government representatives.  

This is the seventh Better Connections Workshop we have run in Queensland – the others have been in the Tablelands, Rockhampton, Bundaberg, South East Brisbane, Cairns and Gladstone.      

We have now run a total of 19 workshops around the country since October last year – in addition to the Queensland workshops other locations have included South West Perth, Gippsland, the Illawarra, Dandenong, Dubbo, Wagga Wagga and Port Lincoln.   

These workshops provide us with a good opportunity to talk about the local labour market and we look forward to hearing your views on the issues affecting the local area and look at ways to work towards addressing these. 
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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 a table to display pamphlets and other promotional material if you are interested in finding out about some of the programmes and services available in the area.

Better Connections presentation – the presentation will present a range of local demographic and labour market information – which will provide a good profile of the region and basis for discussion.

Identification and discussion of issues – 

We will be looking here for opportunities to better connect demand and supply. 

Developing an action plan – this section of the workshop is to focus on labour market issues that can be realistically pursued at the local level by utilising existing resources and programmes to address these issues.

Drawing it together – 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 has been lots of ideas and talking about 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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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 the 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 DEST (particularly in relation to vocational education and training) and the Department of Immigration (in relation to its skilled migration programme) – also the Department of Industry and 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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Refer to slide.

To give you a feel for the activities relating to some of the other workshops I’ll just give a few brief examples of the sorts of work underway.

In Gippsland – representatives from the Eastlink project (a large urban infrastructure project in Melbourne) spoke about the project and in particular the pre-cast concrete facility in Morwell.  Employment services providers in Gippsland have now developed good linkages with Eastlink and the Department has also entered into a project with Eastlink to train and place mature age job seekers.

In South West Perth, a survey into local labour and skill needs has been completed and results are be evaluated.  This is to be followed by engagement of industry through a forum to present and discuss the results and to facilitate direct involvement in subsequent initiatives.

In Atherton a project is under development to examine the feasibility of a 9 month traineeship in the fruit picking area as a way to address significant labour shortages.  

In Cairns, work has started on developing a strategy to train and place job seekers into the restaurant and catering industry including parents returning to the workforce. 

In South East Brisbane a lack of a knowledge about the services available and disconnect between providers in the region was identified as an area requiring further work.  A ‘Follow-up Network Workshop’ was held and a draft ‘Employment Resources for Employers and Jobseekers in Redland Shire’ document developed as a tool to disseminate relevant service information.  
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I’m sure some of you will be familiar with a map such as this but it is useful all the same to provide some context to some of the information in this presentation.

The map shows the Northern-North West Labour Force Region.
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This map Shows the Townsville Employment Service Area

We’ve shown both because some of the data that we are using today is for the Townsville ESA and some for the Labour Force Region. In most cases we have used the Northern-North West Labour Force region data because it is more up to date than the data available for the Townsville (eg employment by industry).

While the LFR covers a larger geographic area than the ESA, almost all of the ESA falls within the LFR. The influence of the strong mining industry in Mount Isa will increase figures for participation in mining and associated industry. It is important that we consider the effect on skills shortages that Mount Isa industry will have on the Townsville region.

The working age population in the Townsville ESA is 145,000 compared with 165,000 for the LFR.  Therefore using the LFR figures is unlikely to have much impact. 
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Just to give you a quick national picture of the demographic changes that are driving the need for diversified and flexible workplaces before we drill down to local data.

The proportion of the population aged over 65 years will almost double to around 25% over the next 40 years.  There are currently around 4.1 million baby boomers heading for retirement. At the same time, growth in the working age population (15-64 years) is expected to slow. 

By 2011, the ABS predicts that three quarters of the working age population will be aged between 45 and 64 years.  Population growth amongst those aged 45-64 years is expected to be more than three times the growth in the combined 15-24, 25-34 and 35-44 categories. 
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Interestingly, among the Indigenous population, population growth is expected to be strongest in the 15-24 category.  This growth supports initiatives to increase participation of Indigenous Australians in the labour market.
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This graph shows the total fertility rate (in terms of babies per woman) between 1921 and 2002.  The decline in the fertility rate since the early 1960s is stark.

The replacement rate of 2.1 babies per woman was reached in 1976.  The fertility rate has now dropped to less than 2 babies per woman.

Women are having children at increasingly later stages of their lives.  The decision to defer births until later in life impacts negatively on the total fertility rate.  In 2002, the median age of all Australian women giving birth was 30.2 years, the highest on record.  

Combined with the ageing population, low fertility rates are likely to lead to a dramatic slowing in the growth of the workforce.  At the moment, the Australian workforce grows by around 180,000 people a year.  In contrast, the workforce is expected to grow by only 140,000 over the whole decade of the 2020s.
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Women’s participation in the labour force has increased markedly over the past 30 years, particularly for women in the prime child-bearing years between 25 and 44 years.  Men’s participation rates fell slightly over the same period.

However, labour force participation rates for older men and women are still low: less than half of women aged between 55 and 59 years are currently employed.  There is considerable potential for further growth in labour force participation among older men and women.
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Now looking at the local picture -  a very broad profile of the region – again some people would be quite familiar with the profile but it is useful to revisit in light of our workshop today.

Unemployment

The unemployment rate (4 quarter average to June 2005) for the Northern-North west Labour Force region is 4.8% compared to 4.7% for the State.  

At the time of the Census (2001):

the Indigenous unemployment rate in the Northern-North West Labour Force Region was 15% compared with 7% for non-Indigenous and 8% for the total population. 

The Indigenous participation rate for the Far North Labour Force  Region was 58% compared to 67% for non-indigenous and 66% for the total population.  

The working age indigenous population for the Townsville ESA is 7,600 or 5.25% of the ESA working age population
Population: In the area there is a total working age population (those aged 15-64) of 165,400.

Age

Total in LFR

% of LFR

 QLD 

15 – 19 
21181


11.4%

8.4%

20 - 24
18638


10.0%

6.6%

25 – 34
38830


20.9%

17%

35 – 44
31690


17.1%

20.2%

45 – 54
33947


18.3%

17.4%

55 – 64
21114


11.4%

12.7%

65 and over
20229


10.9%

17.8%

The population in the region tends to be quite young compared to the rest of the state.  This could be because of the high concentration of military personnel and employment away from major cities like Townsville and Charters Towers is biased towards young adults.  Younger adults are drawn to places like Mount  Isa or remote rural and mining areas for employment opportunities and are less likely to settle permanently.  The proportion of young people may appear higher due to the disproportional lower numbers of older people (55 +)

Diversity: In the Northern-North West, around 10% of the civilian population (15+) is Indigenous.  This is higher than for the State as a whole, where around 2.4% of the civilian population are Indigenous.    

There are 4 CDEPs in the Townsville ESA, and in total have just over 980 participants.  

There is a lower proportion in the area who are born overseas – around 17% compared to 22% for the State.  

Also just over 8% of people are born in non-English speaking countries compared to just over 10% for the State.

Education: Just over 36% of people in the area have completed post school qualifications compared to around 39% for the State; and 11% have a degree or higher compared to 14% for the State. 

Unemployment Rates for the Statistical Local Areas contained within Northern-North West QLD,  March 2005



LFR1



Northern-North West QLD
5.8


SLAs2



Burdekin (S)

5.0


Charters Towers (C)
6.2


Dalrymple (S)
6.2


Hinchinbrook (S) excl. Palm I.
4.7


Hinchinbrook (S) - Palm Island
14.2


Kelso
6.5


Kirwan
3.8


Thuringowa (C) - Pt A Bal
5.3


Thuringowa (C) - Pt B
4.8


Aitkenvale
5.0


City (Townsville)
9.1


Cranbrook
4.8


Currajong
6.6


Douglas
5.1


Garbutt
6.4


Gulliver
6.1


Heatley
5.1


Hermit Park
5.1


Hyde Park-Mysterton
5.4


Magnetic Island
6.8


Mt Louisa-Mt St John-Bohle
4.7


Mundingburra
6.4


Murray
4.1


North Ward-Castle Hill
7.0


Oonoonba-Idalia-Cluden
5.1


Pallarenda-Shelley Beach
7.4


Pimlico
5.9


Railway Estate
6.2


Rosslea
6.7


Rowes Bay-Belgian Gardens
8.0


South Townsville
8.6


Stuart-Roseneath
7.0


Vincent
5.7


West End
6.1


Wulguru
5.2


Townsville (C) - Pt B
5.7


Burke (S)
7.8


Carpentaria (S)
10.4


Cloncurry (S)
6.1


Flinders (S)
2.9


McKinlay (S)
1.6


Mornington (S)
5.4


Mount Isa (C)
5.9


Richmond (S)
2.3


1)  12-month average, original data from the ABS Labour Force, Australia, Detailed data release, (Cat. No. 6291.0.55.001).



2)  Smoothed estimates from DEWR's Small Area Labour Markets.
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Now looking at the Labour Market Demand picture for the region and firstly Industry
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This chart shows the employment distribution, by industry, of people living in the Northern-North West Labour Force Region. 

We can see here Retail is the dominant employment sector, although there is a good spread of employment across a number of other industry sectors including manufacturing, construction, property and business services, education and health and community services.  

Employment in the Retail sector is consistent with the high employment in this sector in most areas across Australia –.  This reflects the importance of the tourism industry to the Townsville region –The myriad  of experiences available for the visitor in the region - from the Great Barrier Reef and scattering of tropical islands through to the historic outback and the lush rainforests, waterfalls, national parks and world heritage listed areas to the north.

The Property and Business Services industry has been one of the fastest growing industries across the country over the last 10 years or so.  Significant growth in data processing and call centres has contributed to this along with the outsourcing of many services.  For example many cleaners, canteen staff etc who were once directly employed by manufacturers are now employed by contractors and classified as working in the Property and Business Services industry.

The mining industry is predominately in the Mount Isa area which is outside the Townsville ESA.  Although mining only accounts for a small percentage of employment in the LFR, it is a major contributor to the region’s economy.  It is also an industry that is experiencing skill shortages, in particular in the traditional trades.  The mining industry also has the potential to provide direct and indirect employment opportunities for Indigenous communities.   
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This chart gives a picture of employment by industry in the Northern-North West Labour Region compared to Queensland (ABS labour force survey).

The key differences worth noting are:

Higher proportion of people working in the Education and Construction industries than in Qld as a whole

Lower employment in health and community services than for Queensland as a whole, maybe as a result of the younger population.

 High employment in the Construction sector reflects the continued growth in the region.
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Now moving to look at the full and part time employment distribution, by industry for the Northern-North West Labour Force Region.

As expected in industries such as Retail and Accommodation, Cafes and Restaurants there are much higher shares of part-time employment.  

There are also high levels of part-time employment in Health and Community Services and Education.  
The share of part time employment for certain industries is worth noting and might present opportunities given the client mix within the area – which we will be looking at later in this presentation.

Additional notes if required:

Full time definition – Worked 35 hours or more in the survey week.

Part time definition – Worked for less than 35 hours in the survey week.
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This chart shows the projected employment growth, by industry for the Northern-North West Labour Force region to the 2008/09 financial year.  DEWR prepares indicative projections of employment growth primarily based on forecasts from the Centre of Policy Studies at Monash University.
The chart shows high projected growth in Retail and growth in a number of industries including Government Administration and Defence, Agriculture, Forestry and Fishing, Property and Business Services, Education, and Health and Community Services. 

This is a positive picture with growth spread across a number of dominant industries – in a lot of areas across Australia we see Property and Business Services as the standout growth area. 

Growth in Mining is mostly relevant to the LFR and not necessarily to the ESA.

The growth in these industries reflect the strong economic and population growth in North Queensland. 

This picture aligns quite well with that which we see for the economy overall with a continued focus on service orientated industries.  With the ageing profile of the population we will no doubt see the continued growth in the Health and Community Services sector. 

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

Note these are projections and are subject to external factors and to a great extent based on what has happened in the past.  

Given the relatively small size of the Labour Force Survey numbers in this region there will always be some movement in the projections.  

The extent of projected changes of employment in some sectors is probably something that would need further investigation and research.  
Slide 17

Next we look at Occupation
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This chart shows the employment distribution, by occupation, for the Northern-North West Labour Force Region. 

There is a fairly even spread of people employed across the various occupational groups.  The low number of Advanced Clerical and Service Workers (purple bar) is consistent with other areas where we have conducted Better Connections Workshops and is a similar proportion to that nationally. 

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

Advanced Clerical and Service Workers: Secretaries and Personal Assistants; Insurance Agents; Travel Agents

Intermediate Clerical, Sales and Service Workers


Receptionists; Sales Representatives; Waiters; Library assistants; Sales representatives; Bank workers; Retail and checkout supervisors


Elementary Clerical, Sales and Service Workers


Sales Assistants; Guards and Security Officers; Checkout Operators and Cashiers; Laundry workers; Domestic housekeepers; Service station attendees; 


Intermediate Production and Transport Workers


Bus and Truck Drivers; Storepersons; Forklift drivers; Sewing machinists; Fishing hands


Labourers and Related Workers


Cleaners; Kitchenhands; Farm hands; Factory Workers
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Now moving to look at the full and part time employment distribution, by occupation for the Northern-North West Labour Force Region.

Again we see a high share of part-time employment in occupations generally associated with the service industries.  

In particular with Intermediate Clerical, Sales and Service, Elementary Clerical, Sales and Service; and Labourers and Related Workers which might provide opportunities given the client mix within the area.

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

Additional notes if required:

Full time definition – Worked 35 hours or more in the survey week.

Part time definition – Worked for less than 35 hours in the survey week.
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This chart shows the projected employment growth, by occupation for the Northern-North West Labour Force Region to the 2008/09 financial year.

Similar to other locations where we have conducted workshops, we can see relatively large projected increases in the higher skilled occupations, such as Professionals (maroon bar) and Associate Professionals (cream bar).  

Strong growth is also expected in the Intermediate Clerical, Sales and Service Workers area. 

Jobs growth in the lower skilled occupations is smaller relative to the expected growth in Professionals but it is still positive and presents opportunities particularly for many of the job seekers many of you are working with. 

It also points to where some of the training and skilling up of job seekers might need to focus on.

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

The growth we are seeing in Professionals could be associated with the growth we saw earlier in Government Admin and Defence, Education and also Property and Business Services.

Slide 21

Next we look at Skill Shortage for the Townsville area.

The area of skill shortages is one of the most difficult to obtain hard data or information on – there is certainly a lot written in the newspapers on the issues.  

The department monitors and undertakes research on skill shortages and prepares listings of skill shortages.  This is done through contact with employers, industry, employer and employee organisations and education and training providers. 

The prime focus of DEWR’s approach is surveying employers who have recently advertised vacancies for selected skilled occupations.

In assessing skill shortages, this industry and employer intelligence is considered in conjunction with statistical information on demand and supply trends for the selected occupations. 

The specific occupations and skills to be included in the annual skill shortage assessment program are determined through consultations with peak industry bodies, other key stakeholders and DEWR State Offices.

This information is published at the national level through the Job Outlook publication and skill shortage lists on the Department's Workplace site.  (www.workplace.gov.au). The 2005 publication has just been released and copies are available today.
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To further enhance our understanding of skill issues at a regional level, DEWR has recently conducted a number of Regional Skills Shortage Surveys.  This includes the Townsville area.  This was done through following up job advertisements covering all occupations advertised to obtain information such as: whether vacancies were filled; the number of suitable applicants;  and the reasons applicants were not suitable.  The following series give a snap shot of the initial results from that survey.  

Overall around 68% of employers were able to fill vacancies, but there were some areas that were more difficult including:

Health, fitness, hair and beauty;

Sales assistants and store persons;

Clerks, receptionist and secretaries.

These are sectors, which given the general skill base of job seekers, might be areas where we could expect employment service providers could be exploring opportunities.  For example the provision of pre-employment training to assist job seekers into these jobs.

This is highlighted further on the next slide!
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We can see here on this slide how difficulty in filling vacancies has changed compared to 6 to 12 months earlier. 

For Computing and IT, Food, Hospitality and Tourism, Drivers and Transport, Cleaning, Building and Construction and Clerks, receptionist and secretaries employers perceive it currently more difficult to fill vacancies while for Gardening, Farming and Fishing and Engineering, Science and Environment the majority rate the difficulty the same.  This points to labour supply issues and is something that perhaps employment service providers in particular but also other providers including training providers should be looking to pick up on.

Overall around 70% of employers rate it more difficult to fill vacancies than 6 – 12 months earlier.
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On this second slide we see for Motor Vehicle service and repair and Metal and engineering trades employers perceive it currently more difficult to fill vacancies, however this may be attributed to the growth in the mining industry.   While for Marketing and Sales Representatives the majority rate the difficulty the same.  
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This slide provides us with some information on the reasons applicants were found to be unsuitable for the vacancies advertised.

More than 61 per cent of employers indicated a lack of skills or experience as being a barrier while 30 per cent flagged lack of relevant qualifications (this could include licensing or registration issues).

It is worth noting that ‘poor presentation or attitude’ was identified by around 29% of employers.  This is higher than what we have found in the other areas where surveys have been run and perhaps it is something that employment service providers may need to focus on or would like to provide comment.

Ooccupations where  poor presentation or attitude was given as a reason for being unsuitable were Drivers and Transport; Cleaning; Gardening, Farming and Fishing; and Computing and IT.
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Next we look at Vacancies.
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This Chart shows vacancies lodged and filled by Job Network and Job Placement Organisations in the 12 months to May 2005 and the number of those vacancies filled – indicated by the maroon bar.

We can see an extremely high proportion of “Property and Business Services” vacancies.  One of the reasons for this is because Job Placement Organisations tend to advertise vacancies as being with their organisation (which fall within the property and business services sector) rather than with the actual employer – hence this is industry sector is likely to be overstated and other industry sectors understated.
In total across all industries only 20% of the vacancies were filled.  This is quite low (it is around 50% for Australia as a whole) – and one of the suggested issues for discussion later in the workshop is that we may wish to discuss later is how to improve job seeker skills to meet local labour market requirements. 

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 or Job Placement provider.
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Now if we look at the same picture but in relation to New Apprenticeship vacancies lodged and filled it provides a similar picture and we see that around 19% of all vacancies are filled.  This is significantly lower than the average for apprenticeship and traineeship vacancies nationally (which are around 30%).  

It is important to note that the vacancies will include second and third year apprentices and this could explain the lower percentage of vacancies filled in the manufacturing and construction industries – it reflects the skills shortages in traditional trades we saw earlier.  It may also reflect anecdotal evidence that we have heard about employers being concerned about the quality of new apprentices and requiring a minimum standard to be achieved before employment. 

It is worth noting that at a National Level the Number of New Apprenticeship positions advertised on Job Search for the months of February and March this year have risen compared to the same months last year but the actual number of these filled has actually decreased.  

DEWR has developed a New Apprenticeship Action Plan in response to:

the declining share of apprenticeship/traineeship placements as a proportion of all placements made by Job Network 

the widespread shortages of tradespersons across most trades groups - many trades have been in shortage for all or much of the last decade.

The Action Plan aims to: 

increase the number of new apprenticeship vacancies currently on JobSearch - Australia’s online recruitment website;

increase the promotion of New Apprenticeships to employers through Job Network; and

focus attention on key disadvantaged job seeker groups such as young Indigenous Australians.

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

Placements increased:

April-05 = 1,322 & May-05 =1,517

April-04 = 1,173 & May-04 = 1,303

Positions advertised have increased:

April-05 = 4,009 & May-05 =3,925

April-04 = 3,229 & May-04 = 3,329
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Another interesting part of this picture is to look at which industries are taking on Apprentices and Trainees.

This DEST data shows New Apprenticeship Commencement numbers for 2003-04.

We can seen relatively high numbers in Retail, Manufacturing, Construction and Property and Business Services.

Overall one of the messages here is that there are opportunities available - particularly for employment service providers to work with New Apprenticeship Centres and others including Group Training organisations to place more job seekers into New Apprenticeships – although the low numbers of vacancies filled may indicate that interventions such as pre-apprenticeship courses may be needed to make job seekers more competitive in securing apprenticeships.

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

A proportion of New Apprenticeship Commencements in the Property and Business Services category are associated with Group Training Organisations and the actual apprenticeship or traineeship might not relate specifically to Property and Business Services.  Many of the commencements are in areas such as the Engineering field, General Construction, and automotive. 
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Moving onto the Supply side for the Region and firstly we look at the Centrelink customer population
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The above chart represents those people whose main source of income is likely to be a Government allowance in the Townsville ESA.  
The most prominent are the high numbers on Disability Support and the Parenting payments and of course NewStart Allowance recipients. 

A better way to look at this is to compare the numbers on the active Job Network caseload.

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

Intermediate payment – an average of 10 hours or more per week for 13 or 26 weeks’ (compare with 15 hours on average for all other non-activity tested job seekers); or 

Intensive Support (IS) outcome – 15 hours or more each week for 13 or 26 weeks (compare with 20 hours each week for other NAT job seekers).
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This chart shows both the Centrelink Customer population and those on the Active Job Network caseload.  Newstart and Youth Allowance (Other) recipients are engaged well with Job Network - the reverse is true for those on DSP and the Parenting Payment Single and Partnered allowances. 

Studies done in recent years by Family and Community Services have shown that at an Australia wide level just under 20% of DSP recipients, 33% of parenting payment partnered recipients and 41% of parenting payment single recipients who were not working or studying would like to work.

Although we don’t have this information for the Townsville area this clearly points to a potential source of labour supply given the recipient numbers we see in the chart here.
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Current work underway

Centrelink Call Centres are contacting existing parenting payment customers with children over 6 years to discuss the benefits of working and offering a fully Job Network Eligible referral to a JNM.

All Centrelink Network staff are using a consistent set of scripted wording when interviewing non-activity tested customers.  The script is designed to reinforce the benefits of working and encouraging the customer to take-up a referral to a JNM.

Development of a rate estimator which is designed to show a job seeker the financial benefits and impacts on their payment.  This will help to reinforce the benefits of working.

Budget announcements

People who claim parenting payment from 1 July 2006 will be required to work part-time, look for part-time work or undertake suitable activities to help them return to work if their youngest child is at aged 6-15.  This requirement will be introduced for existing parenting payment recipients from 1 July 2007.  A new Employment Preparation Service – which will be part of the services offered by Job Network – will be introduced to help equip parents to return to the workforce.   

From 1 July 2006, people with a disability who have a capacity to work for 15 hours or more per week will receive New Start Allowance or Youth Allowance.  People currently on DSP or who claim DSP before 1 July 2006 will continue to be assessed under the 30 hour rule. 

For Indigenous job seekers, changes will be made to CDEP.  In 2005-06, CDEP will:

Remain flexible with emphasis on a mix of employment, community activities and business development

Have a stronger emphasis on results and use a new funding model which puts an emphasis on funding activities

Involve a partnership between DEWR and CDEP organisations to improve results and meet community needs. 
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This slide shows the number of Centrelink and Job Network customers who are Indigenous. ================================================================================

Note – The proportions of Centrelink and Job Network customers who are Indigenous are high:

Around 23% of Indigenous customers on New Start Allowance are Indigenous. Around 20% receive parenting single payment. 

A lower percentage (around 11%) are disability support customer. 
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We have just seen some examples of the sorts of information available for the Townsville area which point to some of the things we think are interesting if you want to look at addressing labour demand and labour supply issues.  Before doing that it is useful to be aware of some of the upcoming activities and opportunities with potential for the area to tap into – I am sure there are many more that you might be aware of and you might even like to flag with us as we are working through this list.  Examples include:   
The construction industry is still experiencing strong demand, with a number of significant developments underway.  Approval rates for housing and commercial developments in 2004-2005 are at record levels and expected to continue for the next two to five years. As an example, the upgrades of Lavarack Barracks and the RAAF Base. 

The $500 million expansion of the Yabulu nickel refinery has created construction jobs and is expected to create either directly of indirectly 1600 jobs over the next two years. 

Jetstar has announced that it will establish services to Townsville from 30 October 2005 – which is expected to provide a $30 million boost to the local economy,  It is expected that there will be 3,000 seats a week to the region which will boost tourism. 

There are obviously opportunities here to establish and also broaden linkages.
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When considering strategies that could be useful in addressing some of the issues for the region it is useful to be aware of the range of programmes and services available.  

Listed here are the range of DEWR programmes available – there are of course many other Australian, State and, Local Government programmes that we could potentially draw upon when looking to develop an action plan today.  Further details on these programmes are contained in a handout in your workshop pack.
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Listed on the screen are some issues we think might be worth considering as a group.

These issues take into account the issues that people have raised during pre-workshop discussions.

Note:

outcomes that we need to achieve from the workshop are:

An employer engagement strategy to increase the participation of the key client groups on the slide.  
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When we come back from morning tea we will discuss the issues raised and look at the key issues to develop an action plan to take forward in addressing those issues.

The table pictured provides an outline of things to consider during discussion – each element will be important in pulling together an action plan for the area with 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. 
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