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1. EXECUTIVE SUMMARY 

1.1. Background 

In order to investigate reports of recruitment difficulties in the airport screening sector 
the Department of Education, Employment and Workplace Relations (DEEWR), in 
partnership with the Department of Infrastructure, Transport, Regional Development 
and Local Government, conducted a telephone survey of companies operating security 
controlled and passenger screened airports.  Almost all airports that require screening in 
Australia outsource the recruitment of screening staff to private security companies.1  
These security businesses were contacted regarding their recruitment experience in the 
sector over the last 12 months. 

The primary aim of the survey was to inform decision making on how best to address 
recruitment difficulties in the airport screening sector by:  

·  Providing quantitative evidence on the extent and nature of recruitment 
difficulties; and 

·  Identifying key causes of recruitment difficulties. 

1.2. Main Findings 

While many employers in Australia face significant challenges in finding suitable staff, 
the airport screening survey results suggest that the extent of recruitment difficulties in 
the airport screening sector is higher than the average for the other surveys conducted 
by DEEWR to date.2  Research in the airport screening sector found that: 

·  Of the most recent vacancies, 21 per cent remained unfilled for the airport 
security sector. This was considerably higher than results from recent surveys 
conducted by DEEWR, which found 15 per cent of vacancies remained 
unfilled.3   

·  The survey found that recruitment difficulties were widespread across the 
sector. Twenty-seven per cent of employers reported unfilled vacancies for the 
most recent vacancies (compared with 13 per cent from recent DEEWR 
employer surveys). 

·  There was an above average number of employers in the airport screening 
sector who reported difficulty filling vacancies in the last 12 months (80 per 
cent compared with 62 per cent for all other regions recently surveyed).4 

                                                 
1 See Appendix for description of security companies. 
2 DEEWR Survey of Employers’ Recruitment Experiences, Survey data – 9 months from April 2007 to 
December 2007. 
3 See Table A2 of the appendix. 
4 See Table A1 of the appendix. 
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·  Less than one applicant (0.7 applicants) on average was rated as being suitable 
per vacancy. This was significantly less than the average of 1.7 applicants per 
vacancy across all regions surveyed by DEEWR to date.5 

·  Employers most commonly found applicants to be unsuitable because they did 
not have the required certification to do the job.  Other common reasons of 
applicant unsuitability were poor personal presentation and inadequate 
communication skills.6 

Employers also reported that they did not expect recruitment difficulties to ease over 
the next 12 months.  Eighty seven per cent of airport screening employers surveyed 
intended to hire staff, either due to staff turnover or increased business activity, in the 
next 12 months.  Of the employers who intend to recruit, 77 per cent expect to have 
difficulty doing so.  All of the employers intending to recruit expect to do so due to 
turnover within their business.  Likewise, 65 per cent of these employers expect to 
recruit due to an anticipated increase in business activity.7 

1.3. Recommendations 

With the current and expected increased expansion of the airport screening sector, the 
ongoing supply of suitably qualified airport screeners will need to be managed.  The 
results of the survey indicate that the recent growth will not subside in the near future 
and, in fact, the current recruitment difficulties are likely to continue. To overcome 
some of these difficulties and ensure a future supply of airport screeners, it is 
recommended that employers in the aviation industry consider strategies such as: 

·  Introducing flexible work practices to attract workers into the airport screening 
workforce. 

·  Taking advantage of training available through the Productivity Places Program. 

·  Introducing or expanding the use of bonding systems as a method of reducing the 
cost barriers to applicants considering airport screening roles. 

·  Introducing and customising retention strategies to minimise staff turnover. 

·  Emphasise the customer service aspects of the role during recruitment campaigns. 

·  Working with employment service providers to increase the proportion of suitably 
trained referrals. 

                                                 
5 See Table A4 of the appendix. 
6 See Table A5 of the appendix. 
7 See Table A6 of the appendix. 
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2. BACKGROUND 

2.1. Survey Purpose 

The survey aimed to identify the extent to which employers are having difficulty filling 
positions for passenger and baggage screeners.  Its purpose is to help inform strategies 
aimed at increasing the supply of suitably qualified passenger and baggage screeners in 
Australia. 

The survey looked at employers’ experiences recruiting passenger and baggage 
screeners. The questions covered issues relating to:  

·  recent recruitment experiences and strategies; 

·  training experiences and strategies; 

·  retention experiences and strategies (including staff turnover); and 

·  recruitment expectations including anticipated vacancies.  

The survey was developed in consultation with the Department of Infrastructure, 
Transport, Regional Development and Local Government.  Interviews were conducted 
primarily via telephone in December 2007 and January 2008. 

2.2. Outline of Airport Screening Sector 

Airports in Australia handle over 65 million domestic and international passenger 
movements each year. Of those passengers, 87 per cent pass through Australia’s 11 
major airports which are security regulated.  There are a further 29 security regulated 
regional airports that require both passenger and checked baggage screening which 
account for a further 9 per cent of passenger movements.8  The department gathered 
information from security companies that provided security services at 30 of these 
security regulated airports, including all the (11) major security regulated airports. 

Almost all of the airports that provide both passenger and checked baggage screening 
use private security contractors to supply airport screening staff.  In other words, 
passenger and baggage screeners are employed by security companies, not the airports 
directly.  The airport screening sector is dominated by a few specialist security 
companies, all of whom participated in the research and allowed the department to 
contact local providers in order to capture the data for each individual airport. 

                                                 
8 Department of Infrastructure, Transport, Regional Development and Local Government web site, 
http://www.infrastructure.gov.au/transport/security/aviation/factsheet/factsheet1.aspx 
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All passenger and baggage screening employees in the aviation security screening 
sector are required to have a minimum level of licensing and undertake training before 
commencing work.  Firstly, screening officers are required to have a minimum 
qualification of Certificate II in Security Operations, and a security licence, if required, 
in the State or Territory in which the airport is located. 

Secondly, all employees need to obtain an Aviation Security Identification Card 
(ASIC), which enables them to have unescorted access to the secure areas of security 
controlled airports that have regular public transport services.  New employees are 
required to be supervised by a qualified screening officer to ensure their competency in 
either passenger or checked baggage screening and generally undergo on-the-job 
training. 
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3. SURVEY FINDINGS 

DEEWR collected responses from security companies providing both passenger and 
checked baggage screening at 30 airports across Australia.  Chart 1 shows the 
responding employers by the number of screening staff employed.  Of the companies 
surveyed, 11 operated at major metropolitan airports9 and 19 operated in airports 
located in regional areas. 

Chart 1: Responses by Size of Business – Major Metr opolitan 
Airports and Regional Airports 
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9 Major metropolitan airports include airports in capital cities and other major metropolitan areas as well. 
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3.1. Recruitment Activity – 12 Months Preceding Survey 

All employers surveyed had attempted to recruit in the last 12 months.  Combined, the 
employers attempted to fill a total of 969 vacancies during this period, of which, 802 
(83 per cent) were in major metropolitan airports.  There was an average of 73 
vacancies for each employer in a major metropolitan airport and an average of 9 
vacancies per regional employer. 

Some 9 per cent of the reported vacancies were not filled, which is in line with other 
recent surveys conducted by DEEWR.  However, when compared with the elementary 
clerical, sales, and service workers occupation group, of which airport screeners are a 
part, the unfill rate for airport screeners is somewhat higher (9 per cent compared with 
6 per cent).10 

Employers reported that the most common methods for recruiting staff were advertising 
in local newspapers (67 per cent), word of mouth (43 per cent) and through recruitment 
agencies (33 per cent).  Forty three per cent of employers reported that for the last 
recruitment round they were seeking applicants with qualifications such as a security 
licence and attributes such as customer service skills.  Some employers also mentioned 
that they required a certain proportion of their workforce to be female in order to be 
compliant with legislation (for example, legislation requires that only female screeners 
can frisk female passengers). 

3.2. Recruitment Difficulties – Most Recent Recruitment Round 

To gain greater insight into the recruitment experiences and difficulties in the airport 
screening sector, the surveyed employers were asked detailed questions about the most 
recent recruitment round for passenger and checked baggage screeners.  Twenty one 
per cent of the most recent vacancies remained unfilled at the time of the survey.  This 
proportion was high compared with employers in all regions recently surveyed (15 per 
cent) and occupations of the same skill level (9 per cent).11 

Twenty seven per cent of employers had an unfilled vacancy in the most recent 
recruitment round. However, 80 per cent of employers in the airport screening sector 
reported having difficulties recruiting. This compares with 52 per cent for all other 
employers surveyed in the last nine months and 39 per cent for employers with 
occupations of the same skill level.12 

                                                 
10 See Table A1 of the appendix. 
11 See Table A2 of the appendix. 
12 Ibid. 
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Table 1: Indicators of Recruitment Difficulties – C omparison 
Between Major Metropolitan Airports and Regional Ai rports 

  
Major 
Metropolitan Regional Total 

Proportion of employers having 
difficulty recruiting in the last 12 
months 73% 84% 80% 
Proportion of vacancies unfilled 
in the last 12 months 9.5% 4.8% 8.7% 

Proportion of vacancies unfilled 
for the most recent vacancy 24% 7.0% 21% 

Employers in the airport screening sector reported marked differences in the extent to 
which they had difficulty filling vacancies.  As shown in Table 1, the unfill rates were 
higher in metropolitan areas, yet a higher proportion of employers reported difficulty in 
regional areas (84 per cent compared with 73 per cent).  These results indicate that 
recruitment was often difficult regardless of whether a vacancy was filled or not. 

3.3. Reasons Recruitment was Difficult – Most Recent 
Recruitment Round 

Understanding the reasons why employers experienced difficulty recruiting is essential 
if strategies aimed at easing these difficulties are to be developed. Chart 2 shows the 
most commonly reported causes of recruitment difficulties, by the location of airports. 

Overall, the most commonly reported reasons for recruitment difficulties, was the tight 
labour market (50 per cent of employers) and wages and remuneration not being 
competitive (38 per cent).  However, the reasons for the recruitment difficulty varied 
greatly depending on the airport’s location. For example, employers in metropolitan 
areas most commonly reported that the tight labour market (63 per cent) and working 
hours (38 per cent) made it difficult to recruit, while employers in regional areas were 
more likely to report difficulty due to location (63 per cent), and wages not being 
competitive (44 per cent). 
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Chart 2: Main Reasons Employers had Difficulty Recr uiting in their 
Most Recent Recruitment Round, by Location. 13  
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3.4. Job Applicants – Most Recent Recruitment Round 

The number and suitability of applicants also provides an insight into the nature and 
extent of recruitment difficulties.  Table 2 shows the average number of applicants and 
the average number of applicants employers regarded as being suitable for each 
vacancy.  While these are average figures, they provide a general indication of the 
number of people applying for vacancies across the airport screening sector.  These 
averages refer to the most recent recruitment round only. 

Overall, employers in the airport screening sector reported a moderate level of job 
seeker interest in the vacancies available for the most recent recruitment round, with an 
average of 3.9 applicants per vacancy.  The number of applicants is consistent with the 
number seen across all vacancies in all regions surveyed (4.1 applicants per vacancy) 
and for vacancies of the same skill level (4.5 applicants per vacancy).14  However, the 
number of applicants for airport screening jobs varied greatly depending on the whether 
the vacancy was at a major metropolitan airport or a regional airport.  Employers at 
regional airports reported significantly fewer applicants, with an average of 1.5 
applicants applying for vacancies in the last recruitment round. 

                                                 
13 Employers were able to nominate more than one reason. 
14 See Table A4 of the appendix. 
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Table 2: Average Number of Applicants and Average N umber of 
Applicants Suitable per Vacancy – Most Recent Recru itment 
Round 15 

  

Major 
Metropolitan 
(304) Regional (57) Total (361) 

Average number of applicants per 
vacancy 4.4 1.5 3.9 

Average number of suitable 
applicants per vacancy 0.7 1.0 0.7 

Proportion of applicants 
considered suitable 15% 68% 19% 

While the number of applicants tells one part of the story, the suitability of applicants is 
also a key indicator of recruitment difficulty.  On average, less than one applicant  
(0.7 applicants) was rated as suitable for airport screening vacancies in the last 
recruitment round.  The number of suitable airport screening applicants was less than 
half that reported for all occupations in all regions across Australia (1.7 suitable 
applicants) and for occupations of the same skill level across Australia (1.9 suitable 
applicants).16  Employers located in regional areas, despite having only 1.5 applicants 
on average for each vacancy, rated 1 applicant as suitable per vacancy.  In other words, 
employers from regional airports rated 68 per cent of their applicants as suitable, 
compared with only 15 per cent from major metropolitan airports.  This may be 
explained to a certain extent by the higher incident of informal recruitment methods 
used in regional areas. For instance, 58 per cent of regional employers used word of 
mouth in the last recruitment round while 16 per cent of employers were approached by 
the job seekers. 

3.5. Reasons Applicants Considered Unsuitable – Most Rec ent 
Recruitment Round 

Seventy per cent of all employers in the airport screening sector reported that they had 
one or more unsuitable applicants for their most recent vacancy (all employers in 
metropolitan areas and 53 per cent of employers in regional areas).  The reasons for 
applicant unsuitability varied between metropolitan areas and regional areas.  However, 
applicants not having a Certificate II in Security Operations was the single main reason 
for applicant unsuitability in both metropolitan areas (46 per cent) and regional areas 
(40 per cent). 

 

                                                 
15 The numbers in brackets refers to the number of vacancies in the last recruitment round. 
16See Table A4 of the appendix. 
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Chart 3: Reasons for Applicant Unsuitability for th e Most Recent 
Recruitment Round, by Location 17 
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Employers often remarked that airport screening work required customer service skills 
as screeners are required to work with members of the public.  It is therefore not 
surprising that a relatively significant proportion of employers found applicants 
unsuitable because of a lack of personal presentation or communication and teamwork 
skills.  Inadequate customer service skills were more commonly reported by employers 
in metropolitan areas than employers in regional areas.  Employers most commonly 
reported applicants to be unsuitable due to inadequate certification (45 per cent for 
metropolitan areas and 40 per cent for regional areas), poor personal presentation (46 
per cent for metropolitan areas and 20 per cent for regional areas), inadequate 
communication skills (27 per cent for metropolitan areas and 30 per cent for regional 
areas) and poor English literacy or numeracy (27 per cent for metropolitan areas and 10 
per cent for regional areas). 

As mentioned in section 3.4, regional employers were found to make greater use of 
informal recruitment methods. Using informal networks, especially in small regions, 
could possibly result referring a greater proportion of suitable applicants to job 
vacancies. In addition, the issues of applicants’ unsuitability due to poorly written or 
presented applications and poor personal presentation are issues that could be addressed 
through interview training and application writing courses. 

Overall, these results indicate that recruitment difficulties in the airport screening sector 
largely stem from the applicants not having the required certification, or the required 
skills and experience rather than an insufficient number of applicants, particularly in 
metropolitan areas. 

                                                 
17 Employers were able to nominate more than one reason. 
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3.6. Training and Licensing Requirements 

Over half of the employers surveyed (53 per cent) believed that the training and 
licensing requirements for airport screening work provided an incentive for job seekers 
wanting to work as a passenger or checked baggage screener.  In addition, 60 per cent 
of employers stated that they provide training beyond the minimum requirements for 
screeners.  This additional training commonly consisted of informal refresher training 
or on-the-job training, undertaking a Certificate III in Security Operations, additional 
X-ray training or obtaining a first aid certificate. 

Only 10 per cent of employers reported that staff were involved in additional formal 
training at the time the survey took place.  Almost all employers stated that new recruits 
were trained on-the-job by a registered trainer employed by the business instead of 
through an external training organisation. 

All employers reported that they either paid for, reimbursed or subsidised the ASIC 
application and background check for new recruits. In addition, 96 per cent of 
employers also paid for, reimbursed or subsidised additional training required beyond 
the minimum requirements of the position.  However, most employers required 
applicants to obtain the initial certification (Certificate II in Security Operations) before 
applying for airport screening jobs.  For example, 43 per cent of employers who had 
unsuitable applicants for vacancies, rated applicants as unsuitable because they did not 
have the required security certification for airport screening jobs. 

In order to make training costs more affordable, 13 per cent of employers had 
implemented a return for service agreement with employees, which usually involved 
the employer paying for an employee’s training and ASIC application in exchange for 
the employee agreeing that they would remain in their employ for a certain amount of 
time (often between 12 months and 2 years).  If the employee leaves within the 
nominated time period, they are required to repay a pro-rata proportion of the original 
training cost. 
 

3.7. Turnover of Staff 

Overall, 87 per cent of employers reported that they had replaced staff in the last  
12 months, with little difference between employers at major metropolitan and regional 
airports (91 per cent and 84 per cent respectively).  The proportion of employers in this 
sector needing to replace staff is considerably higher than that recorded for other 
employers recently surveyed by DEEWR (63 per cent). 
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Chart 4: Reasons for Staff Turnover in Airport Scre ening Positions –
Last 12 Months, by Location 18 
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Chart 4 shows the reasons airport screening employers believed staff left the business in 
the last 12 months.  Overall, employers most commonly reported that the main reason 
people left was because the employee was not suited to the job (39 per cent).  
Remuneration reasons (35 per cent) and the unsociable hours and/or availability of 
hours and/or shiftwork being unsuitable (31 per cent) were other common reasons. 

The reasons screening staff left varied between employers in metropolitan areas and 
regional areas.  Major metropolitan employers were more likely to report that staff left 
as a result of gaining a position outside of the airport screening sector (60 per cent), 
staff not being suited to the job (60 per cent), and the unsociable hours and/or 
availability of hours and/or shiftwork being unsuitable (50 per cent).  By comparison, 
employers at regional airports were more likely to report that staff left due to 
remuneration (38 per cent), family/caring reasons (25 per cent), and staff not being 
suited to the job (25 per cent). 

                                                 
18 Employers were able to nominate more than one reason. 
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3.8. Retention Strategies 

Employers were also asked whether they had, or intended to implement retention 
strategies in the future in order to reduce anticipated turnover.  Some 40 per cent of 
employers already had strategies in place, including ongoing training (20 per cent), 
paying of penalty rates (17 per cent), and return of service bonds (13 per cent).19  A 
higher proportion of employers located in major metropolitan regions had retention 
strategies in place (55 per cent compared with 32 per cent of employers in regional 
areas). 

Chart 5: Retention Strategies Mentioned by Employer s – 
Comparison Between Major Metropolitan Airports and Regional 
Airports 
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19 Some employers engaged employees under a return of service bond, which usually involved the 
employer paying for an employee’s training and ASIC application in exchange for the employee agreeing 
that they would remain in their employ for a certain amount of time (often between 12 months and 2 
years). 
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3.9. Future Recruitment Expectations 

A high proportion of employers reported an intention to recruit passenger or checked 
baggage screeners in the next 12 months (87 per cent), which is significantly higher 
than other employers surveyed by DEEWR in the nine months to December 2007  
(75 per cent).  All airport screening employers expecting to recruit in the next  
12 months expect to do so due to staff turnover.  By comparison, employment due to 
staff turnover was expected by 63 per cent of all employers recently surveyed across 
Australia and 75 per cent of employers with occupations of the same skill level.20 

Employers were asked about their expectations for employment growth within their 
business over the next 12 months.  The survey results suggest that there will be 
significant employment growth in the sector during the next 12 months due to increased 
business activity, with around 65 per cent of all employers expecting to recruit doing so 
because they will increase the numbers of staff employed compared with 55 per cent 
for all other employers surveyed.  This growth could be fuelled by the growing 
requirements for airport screening,21 such as the new rules restricting liquids, aerosols 
and gels on flights to and from Australia.22 

These results suggest that there are recruitment difficulties in attracting staff and these 
difficulties are not expected to ease. This is an outlook held by 77 per cent of employers 
in this sector who expect to recruit in the next 12 months.  These results are 
significantly higher when compared with the results of other surveys conducted by 
DEEWR (58 per cent).23 

                                                 
20 See Table A6 of the appendix. 
21 Department of Infrastructure, Transport, Regional Development and Local Government web site, 
http://www.infrastructure.gov.au/transport/security/aviation/cds_faq.aspx. 
22 Department of Infrastructure, Transport, Regional Development and Local Government web site, 
http://www.infrastructure.gov.au/transport/security/aviation/LAG/faq.aspx#33 
23 See Table A6 of the appendix. 
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3.10. Working Arrangements for the Most Recent Recruitmen t 
Round 

Employers in the airport screening sector were asked questions about their most 
recently advertised vacancy.  Fifty seven per cent of employers advertised permanent 
positions, with only 23 per cent offering casual positions.24  The remaining 20 per cent 
of employers offered both permanent and casual positions for the most recent 
vacancies. The majority of the permanent positions were on a part-time basis  
(57 per cent compared with 43 per cent for full-time positions). 

The average number of hours passenger or checked baggage screeners worked per 
week was 35.6 hours (with positions ranging from 11 to 43 hours per week).  However, 
47 per cent of employers also reported that the number of hours worked usually varied 
from week to week.  In addition, almost all employers (97 per cent) stated that 
employees were required to work shifts and 40 per cent were also required to work split 
shifts on a regular basis.  The average length of a shift (including spilt shifts) was 7.6 
hours. 

Survey results found that the estimated average hourly pay rate for a passenger and 
checked baggage screener was $20.08 per hour (ranging from $15.17 to $40.00 per 
hour in a mining region). In addition, almost half (45 per cent) of the employers paid 
penalties and/or allowances which increased the hourly pay rate considerably.  
Employers reported that passenger and checked baggage screeners received an 
additional aviation allowance that is not paid to security workers outside the airport 
screening sector (approximately an additional $1.15 per hour). 

The job requirements for positions at regional airports were different from those at 
major metropolitan airports.  For example, employers in regional areas tended to 
employ people to undertake both passenger and checked baggage screening tasks, 
whereas employers in metropolitan areas were more likely to have separate staff 
dedicated to either checked baggage screening only, or passenger screening only. 

                                                 
24 Employers could nominate more than one employment type for the most recent vacancies. 
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4. LABOUR SUPPLY INFORMATION  

As shown in Chart 6, there has been generally strong and steady growth in the number 
of passengers flying in Australia.  This growth is unlikely to decrease in the near future.  
The continued increase in airline passenger numbers will ultimately result in continued 
employment growth in the airport screening sector.   

Chart 6: Passenger Growth in Australia – 1996-97 to  2006-0725 
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Staff turnover is not expected to ease in the next 12 months, with all employers who 
intend to recruit expecting to do so due to staff turnover.  In total, employers stated that 
they expected to recruit for over 1100 positions in the next 12 months, of which 70 per 
cent are expected to be due to staff turnover and the remaining due to growth in 
business activity. 

The strong recruitment growth and high turnover in the sector will be compounded by 
the effects of an ageing population in Australia, with 32 per cent of the adult population 
approaching retirement (aged 45-64).26  In the past, the labour market has generally 
been able to adjust to skill shortages by increasing the training provided to new 
entrants, or as people have shifted from one career to another.  However, the current 
business cycle is unlike others in the past. The tight labour market has been 
accompanied by the ageing of the baby boomer generation, falling fertility rates and an 
                                                 
25 Department of Infrastructure, Transport, Regional Development and Local Government web site, 
http://www.btre.gov.au/info.aspx?ResourceId=191&NodeId=96 
26 Australian Bureau of Statistics, 2006 Census of Population and Housing. 
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increased life expectancy of the population, creating increasing demand on a limited 
supply of labour. 

Between January 1998 and January 2008, the number of unemployed people in 
Australia fell by almost 300 000 people (or 38 per cent), to stand at 475 000 people.27 
Likewise, over the same period the number of people not in the labour force rose by 
534 600 (or 10 per cent) to stand at almost 5.9 million people as at January 2008.  
People not in the labour force account for 35 per cent of the civilian population, of 
whom 25 per cent were aged 45-64 years.  For employers this means that the number of 
people looking for work has become much smaller now compared with the previous 
decade.   

Consequently, employers in the airport screening sector are increasingly unlikely to be 
able to meet all of their labour requirements from traditional sources of labour supply.  
Table 3 shows the labour force status of Australians by age.  The most traditional 
source of labour, the unemployed, accounted for 475 000 people in Australia, or 3 per 
cent of the total adult population, in January 2008. 

Table 3: Australian Labour Force Status by Age, Jan uary 2008 28 

Age group (years) 

  15-24 25-44 45-64 
65 

and over Total 
Employed ('000) 1 864 4 723 3 664 246 10 497 
Unemployed ('000) 191 177 104 3 475 
Labour Force ('000) 2 056 4 900 3 768 248 10 973 
Not in Labour Force ('000) 842 1 016 1 474 2 566 5 898 
Civilian Population ('000) 2 898 5 917 5 242 2 815 16 871 

One alternative source of labour is the ageing baby boomer population.  A quarter of 
mature age workers (45-64 years) are currently not in the labour force, this equates to 
almost 1.5 million people.  The second largest alternative source of labour is women 
aged between 25-44 years who are not in the labour force.  Currently, there are over 
one million people aged between 25-44 years who are not in the labour force, and 
women account for more than three-quarters of this group (777 000 people). Data 
shows that the overwhelming reason women aged 25-44 are not in the labour force is 
due to caring for children or home duties.29  Offering flexible working arrangements in 
order to help balance work and family responsibilities, such as part-time hours, could 
provide an incentive for people to enter or return to the labour force.  Survey results 
indicate that over half of recent airport screening vacancies were for part-time hours, 
which could be suitable to parents, mature age people and some other Centrelink 
payment recipients who have an assessed capacity to work. 

                                                 
27 Derived from ABS Labour Force data, 12 month average to January 1998 and January 2008 
28 Derived from ABS Labour Force data, 12 month average to January 2008. 
29 Australian Bureau of Statistics, Persons Not in the Labour Force, September 2007 (ABS cat. no. 
6220.0). 



 

Department of Education, Employment and Workplace Relations 
Survey of Recruitment Experiences in the Airport Screening Sector 

20 

 

 

4.1. Recommendations 

The results of the airport screening survey indicate that the recent employment growth 
and turnover in the industry will continue in the short to medium term and, in order to 
address these issues, it is recommended the industry considers strategies such as: 

·  Introducing flexible work practices to attract work ers into the airport 
screening workforce. 

The adoption of more flexible working practices in the form of part-time work may 
encourage mature age workers and parents to engage in the airport screening sector.  In 
fact, airport screening work could become an occupation of choice for mature age 
workers and parents if flexible work practices and rostering systems which support a 
work family life balance were offered. 

·  Taking advantage of training available through the Productivity Places Program. 

The Government recognises the importance of nationally endorsed training in assisting 
job seekers to acquire skills and gain lasting employment. The Productivity Places 
Program is part of the Skilling Australia for the future initiative. This program provides 
the opportunity for unemployed job seekers to get a qualification that is in demand by 
employers, or to upgrade an existing qualification. The training places will be delivered 
in an industry-driven system, ensuring that training is more responsive to the needs of 
enterprises and individuals. 

Airport security screeners have been placed on the Productivity Places Program list of 
priority occupations as a result of this survey. Both existing job seekers and workers 
can utilise the Program to obtain a Certificate II (or upgrade to a Certificate III in 
Security Operations), which is the base qualification needed to work as an airport 
screener. 

·  Introducing or expanding the use of bonding systems as a method of 
reducing the cost barriers to applicants considering airport screening roles. 

One of the main barriers to becoming an airport screener for many people is the cost of 
the initial Certificate II in Security Operations and the ASIC application that is required 
prior to working in the airports screening sector. Several employers indicated that they 
had adopted a system of paying the cost of training and licensing and, in return, 
bonding the new employee for a certain period of time.  For those employers who 
reported applicants as being unsuitable because they did not have the required 
certification, adopting a bonding arrangement may assist in addressing their labour 
supply issues. 
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·  Introducing and customising retention strategies to minimise staff turnover. 

A large majority of employers (87 per cent) experienced staff turnover in the last  
12 months.  However, 60 per cent of employers did not have any retention strategies in 
place in order to reduce anticipated turnover in the next 12 months.  Other employers 
have implemented strategies such as paying above the award wages and/or paying 
penalty rates, providing ongoing training and bonding arrangements.  Employers who 
have not implemented strategies might consider adopting retention strategies reported 
by other employers, or developing retention strategies customised to their particular 
circumstances. 

·  Emphasise the customer service aspects of the role during recruitment 
campaigns. 

The survey results indicate that applicants were often considered unsuitable due to a 
lack of customer service related skills.  During recruitment activities, more emphasis 
should be placed on the customer service aspects of airport screening, in addition to the 
security aspects.  Undertaking marketing and communications activities in order to 
improve the image of the airport screening positions may help attract a wider variety of 
potential applicants to the airport screening sector. 

·  Working with employment service providers 

Employers need to work more closely with their employment service providers, as they 
may be able to assist with training costs of the Certificate II in Security Operations, the 
ASIC and interview preparation courses.  In addition, employment service providers 
can provide specialised recruitment services which include professional recruitment 
advice, candidate screening and applicant short listing. 
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APPENDIX 

Definitions 

Employers across all regions 

Average figures are taken from the DEEWR Survey of Employers’ Recruitment 
Experiences data and was collected over the nine month period between April 2007 and 
December 2007. Over this period, 8800 businesses answered questions about their 
experiences filling vacancies. 

Employers with occupation of the same skill level across all regions 

Refers to employers who have occupations of the same skill level as airport screeners.  
Airport screeners fit into the category of ‘elementary clerical, sales and service 
workers’.  The average figures for employers with occupations of the same skill level 
are taken from the ‘elementary clerical, sales and service workers’ component of the 
DEEWR Survey of Employers’ Recruitment Experiences.  The data consist of the 
results of all regional surveys conducted for the nine month period between April 2007 
and December 2007. 

Security Companies 

Most of the airports that provide both passenger and checked baggage screening use 
private security companies to supply these staff.  There are a few major security 
companies that outsource airport screening staff to airports.  The local security provider 
at each airport was contacted in order to complete the survey. 

Regional Airports/Employers 

Employers were divided into two categories: employers in major metropolitan areas, 
including capital cities, and regional areas.  The regional airports/employers category 
refers to all airports not located in a State or Territory capital city or major metropolitan 
area. 

Major Metropolitan Airports/Employers 

Employers were divided into two categories: employers in major metropolitan areas, 
including capital cities, and regional areas.  The major metropolitan category consists 
of airports located in State and Territory capital cities and employers in metropolitan 
areas who had over 100 employees.  Employers located in other metropolitan cities 
who had less than 100 employees were included as regional airports/employers. 
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Table A1: Recruitment Activity – Last 12 Months 

  Airport 
Screening  

All Regions  Low Skilled 
Vacancies - 
All Regions  

Total number of employers surveyed in the 
last 12 months 30 8789 754 

Proportion of employers who attempted to 
recruit in the last 12 months 100% 56% 100% 

Total number of vacancies in the last 12 
months 969 32 586 3920 

Average number of vacancies for each 
employer over the last 12 months 32 4 5 

Proportion of vacancies that remained 
unfilled over the last 12 months 9% 9% 6% 

Proportion of employers who had unfilled 
vacancies for the last 12 months 33% 20% 11% 
Proportion of employers who reported 
difficulty filling vacancies over the last 12 
months 80% 62% 47% 

 

Table A2: Recruitment Activity – Most Recent Recrui tment Round 

  Airport 
Screening  

All Regions  Low Skilled 
Vacancies -  
All Regions  

Total number of vacancies for the last 
recruitment round 361 4906 754 

Proportion of the most recent vacancies that 
remained unfilled 21% 15% 9% 

Proportion of employers who had unfilled 
vacancies for the last recruitment round 27% 13% 7% 

Proportion of employers who reported difficulty 
filling vacancies for the last recruitment round 80% 52% 39% 
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Table A3: Reasons Position Were Reported as Difficu lt to Fill – Most 
Recent Recruitment Round * † 

  Airport 
Screening 

All Regions Low Skilled 
Vacancies - 
All Regions 

Technical skill requirements of the job 17% 38% 24% 

Soft skill requirements of the job 8% 7% 15% 

Licensing and training 4% 8% 3% 

Nature of work required n.a. 19% 17% 

Location 42% 16% 13% 

Working Hours 25% 12% 18% 

Working contract and/or conditions n.a. 5% 3% 

Wages/Remuneration not competitive 38% 18% 11% 

Perceived Low Status of the Position n.a. 5% 11% 

Retention rates 8% n/a n/a 

The process of recruitment was difficult/time 
consuming 4% 6% 6% 

Seasonality n.a. 2% 2% 

Tight labour market/not enough applicants 50% 55% 46% 

Other n.a. 21% 19% 

*Employers could nominate more than one response 

†Some response categories were not captured in both surveys 
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Table A4: Job Applicants – Most Recent Recruitment Round 

  Airport 
Screening 

All Regions Low Skilled 
Vacancies - 
All Regions 

Average number of applicants received per 
vacancy 3.9 4.1 4.5 

Average number of suitable applicants 
received per vacancy 0.7 1.7 1.9 

Table A5: Reasons Employers Rated Applicants as Uns uitable – Most 
Recent Recruitment Round * † 

  Airport 
Screening 

All Regions Low Skilled 
Vacancies - 
All Regions 

Insufficient qualifications or training n.a. 7% 3% 

Did not have required certification 43% n.a. n.a. 

Insufficient experience to perform job duties n.a. 12% 11% 

Inability to work independently n.a. 6% 11% 

Inadequate communication/team work skills 29% 8% 13% 

Poor English literacy or numeracy 19% 3% 4% 

Poor job search motivation n.a. 10% 13% 

Limited interest in the job n.a. 23% 28% 

Poorly written/presented application 19% 6% 6% 

Applicant didn't turn up n.a. 8% 8% 

Poor personal presentation 33% 11% 20% 

Other 29% 24% 26% 

*Employers could nominate more than one response 

†Some responses were not in both surveys 
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Table A6: Recruitment Expectations - Next 12 Months  

  Airport 
Screening 

All Regions Low Skilled 
Vacancies - 
All Regions 

Proportion of employers who expect to 
recruit in the next 12 months 87% 75% 89% 

Proportion of the employers who expect to 
recruit, who will recruit due to turnover 100% 63% 75% 
Proportion of the employers who expect to 
recruit, who will recruit due to increased 
business activity 65% 55% 40% 

Proportion of employers who expect to have 
difficulty recruiting in the next 12 months 77% 58% 45% 
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