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Welcome and thank you for coming.  

I would like to begin by paying my respects and acknowledging the Dharug people, the traditional owners of this land on which we meet today.
It is good to see representatives here today from a wide range of organisations – not only Australian Government funded but also a range of other service providers, local business, the local chamber, and also State government representatives.  

The Better Connections workshops are part of the Employer Demand and Workplace Flexibility Strategy announced by the Australian Government in the 2005 Budget. The Department of Employment and Workplace Relations (DEWR) is running a series of workshops around Australia.

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

The presentation and the outcomes of today’s meeting will be placed on the Australian Government’s Workplace portal on the internet (www.workplace.gov.au/bcw).
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NSW STATE OFFICE

Origins: The Department undertakes a range of research and analysis in relation to the labour market. The workshops provide an opportunity to share some of this information with people who can make things happen on the ground and use it in a practical way.

Almost every day you open up a newspaper you see an article about skill shortages in a particular industry. The Department undertakes a lot of work in relation to this issue and works with a range of other agencies including the Department of Education, Science and Training (particularly in relation to vocational education and training) and the Department of Immigration and Citizenship (in relation to its skilled migration programme) – also the Department of Industry, Tourism and Resource and the Department of Transport and Regional Services.

Running a series of workshops in specific locations was identified as one way in which we could share some of this work and use it as a basis for identifying issues, opportunities and linkages relevant to a local area. And in many cases tap into some of the work that is already underway in the local area. 
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NSW STATE OFFICE

The object of the workshops is to:

· develop local strategies to address local labour supply and skill shortage issues,
· increase labour market participation for the target groups – mature aged, parents, people with a disability, Indigenous Australians, long-term unemployed, people from culturally and linguistically diverse backgrounds and youth
· establish and further develop linkages between relevant organisations.

To give you a feel for the activities relating to some of the other workshops I’ll just give a few brief examples of the sorts of work that has resulted from previous Better Connections workshops:

Employment programs in various industries for highly disadvantaged job seekers, including prevocational training and placement with employers.  
· Employer forums for local businesses.
· More effective working relationships between local DEWR-funded Employment Service Providers and other organisations in the area.
· Australian Apprenticeship pilot
· Try-a-trade expos with local TAFE colleges
· Local Employment Promotional campaigns
· Employment and Training Expos
Slide 4
NSW STATE OFFICE

Welcome and Introductions – 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.

Better Connections presentation – Louise McSorley, Assistant Secretary, Industry Strategies Branch, will provide the workshop presentation which includes a range of local demographic and labour market information to give a good profile of the region and form the basis for discussion. 

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

Development of an action plan – this section of the workshop will focus on labour market issues that can be realistically addressed at the local level by utilising existing resources and programmes.

Drawing it together – collectively we would like to come away today with some clear actions and an idea of who is doing what and when. I’m sure many of you have attended workshops in the past where there have been lots of ideas and discussion of issues but not much happens after the event – we hope to avoid that.

It is also worth mentioning that we see DEWR’s role as that of information sharing. In some cases we may be required to act as a catalyst for some initiatives – but the aim is for responsibility and ownership of an action plan to be taken at the local level.

Thank you. I would now like to introduce Louise McSorley to give the workshop presentation. 
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This is a map of the Blue Mountains Employment Service Area (ESA) and this is the region that we will be looking at today.
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Overview - Blue Mountains ESA

This is a broad profile of the Blue Mountains region.

Working Age Population (15-64) (Source: DEWR, Estimated Residential Population, June 2005)

In the Blue Mountains ESA there is a total adult population (15+) of around 24 300 and a working age population (those aged between 15 and 64 years) of around 20 300 (or about 84 per cent of the adult population).

Persons aged between 45 and 64 account for 41.6 per cent of the working age population, compared with 36.4 for both New South Wales and Australia as a whole. This is important, as it indicates the proportion of people living in the area who are approaching retirement is significantly higher than that of NSW and Australia.

Unemployment (Source unless stated: DEWR, Small Area Labour Markets, March 2007).

In the 12 months to March 2007, the unemployment rate for the Blue Mountains ESA was 4.1 per cent.  Despite rising slightly over the 12 months to this period (up 0.2 percentage point since March 2006), this figure remains below the State and national averages (5.2 and 4.7 per cent respectively).

Centrelink (Source: Centrelink administrative data, June 2007)
Overall, as at June 2007, 20.2 per cent of the Blue Mountains working age population were in receipt of a Centrelink benefit, which is higher than the comparable rate for New South Wales (17.6 per cent) and Australia (17.8 per cent).

Education (Source: ABS, 2001 Census of Population and Housing)
ABS 2001 Census data indicate the population of the Blue Mountains ESA have, on average, achieved higher educational attainment when compared with NSW as a whole, with 17.7 per cent of the Blue Mountains population having attained a degree or higher level qualification (13.6 per cent for NSW) and 43.8 per cent having attained post school qualifications (36.3 per cent for NSW)

Diversity (Source: ABS, 2001 Census of Population and Housing)
At the time of the 2001 Census, the population in the Blue Mountains ESA was, in terms of Country of Origin, significantly less diverse than NSW as a whole.  The proportion of the population born in Australia was 4.3 percentage points higher than NSW, at 74.1 per cent, while the proportion of the population born in a non-English speaking country was significantly lower (7.9 per cent compared to 16.1 per cent for NSW).

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

Unemployment rates by SLA (March 2007)

Blue Mountains (C)*

4.1
(Labour Force – 41792)

*Blue Mountains ESA accounts for 39.6 per cent of Blue Mountains (C) SLA.  The remaining 60 per cent is mainly included in the Outer West Sydney ESA.
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Employment Profile

Another important part of the profile of the Blue Mountains area is the distribution of employment across industries (Source unless stated: ABS 2001 Census of Population and Housing).

As can be seen from the chart, the Health and Community Services industry was the largest employing industry in the Blue Mountains ESA and accounted for 14.9 per cent of employment. Other major employing industries were Retail Trade and Education (12.4 per cent and 11.1 per cent of total employment).

Employment in the Health and Community Services industry in this region is considerably higher than in New South Wales as a whole (14.9 per cent compared with 9.4 per cent for NSW).  The Education and Accommodation, Cafés and Restaurants industries also account for a significantly higher proportion of employment in the region, compared with New South Wales as a whole.
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Next we look at the recruitment experiences of employers in the Blue Mountains area, in particular, what skills are in demand in this region.

Information on skills in demand is difficult to obtain.  The Department monitors and undertakes research on skills in demand and prepares listings of these occupations at the State and national level.  The prime focus of DEWR’s approach is surveying employers who have recently advertised vacancies for selected skilled occupations, although contact is also made with industry bodies and employer organisations.  This information is published on the Department's Workplace site (www.workplace.gov.au/skillsindemand). 

Some information on skills in demand is also contained in the publication ‘Australian Jobs 2007’. This publication includes a matrix of the job prospects for 400 occupations. Copies of Australian Jobs 2007 are available today in your packs.

To gain a greater understanding of the skills in demand in the Blue Mountains ESA, DEWR conducted a telephone survey of local employers in May 2007.  Findings from the survey provide a good indication of the nature of recruitment activity and the extent to which local employers face recruitment difficulties, as well as identifying labour market opportunities into which PAGES can tap.

The Blue Mountains Survey of Employers’ Recruitment Experiences collected information from 274 businesses. Almost two thirds of these respondents were from small businesses, employing between 2 and 4 staff. The responses were also concentrated in 6 key industries. 

Overall the survey found that:

38% of employers surveyed had recruited or attempted to recruit in the past 12 months. Compared with other regions surveyed, this is a very low level of recruitment activity which could be related to the high number of small businesses that responded to the survey (as small business generally have less need to recruit). Recruitment activity was highest in the Manufacturing (48%), Health and Community Services (44%) and Accommodation, Cafés and Restaurants (42%) industries. 

Overall, these employers had attempted to fill 331 vacancies and, of these, 5% (18) were not filled. This proportion of vacancies unfilled is quite low when compared with other areas surveyed, however, recruitment success varied significantly across the industries surveyed. For instance, Health and Community Services recorded a high proportion of vacancies unfilled (13% or 10 vacancies), while all other surveyed industries filled almost all of their vacancies. 

The proportion of unfilled vacancies is indicative of the depth of recruitment difficulties in the region or industries. Another indicator of recruitment difficulty is the number of employers who experienced unfilled vacancies over the last 12 months. Overall, 12% of employers who had attempted to recruit reported one or more unfilled vacancies. Not surprising, this proportion was highest in the Health and Community Services (35%) and Construction (17%) industries.

Finally, of the employers who had attempted to recruit, just under half (45 per cent) reported difficulty filling vacancies, which can be attributed to a number of causes. This proportion was once again highest among employers in the Health and Community Services (77%) and Construction (50%) industries. 

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

Key industries – No. of Employers Surveyed

Accommodation, Cafés and Restaurants – 81

Retail Trade – 62

Health and Community Services – 39

Property and Business Services – 36

Construction – 25

Manufacturing - 23

Other industries surveyed

Personal and Other Services – 3

Education – 2

Transport and Storage – 1

Wholesale Trade – 1

Agriculture, Forestry and Fishing – 1

Total  
274

* NOTE: A further 77 sole traders were surveyed, however, the results for these businesses have been excluded.
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Employers were asked to provide information on their most recent vacancy and this chart shows the number of vacancies that were reported by employers in the Blue Mountains area. These are broken down by skill level and whether the employer filled the vacancy with suitable staff (blue section), filled the vacancy with staff who required development (yellow section), and whether the vacancy was not filled (red section).

We can see from the chart that the highest number of most recent vacancies were in medium skilled occupations (61 vacancies in total), such as Waiters, Bar Attendants and Receptionists. In total, 8 of the 61 vacancies in this skill level were not filled (or 13%), while a further 13 vacancies (or 21%) were filled with a job seeker who required development by the employer.

Employers with higher skilled vacancies reported the greatest difficulty filling vacancies, with 8 of the 36 vacancies (22%) remaining unfilled, and a further 12 vacancies (33%) filled with a job seeker who required development.

Employers with lower skilled vacancies had more success in filling vacancies, with all positions filled. That said, around 38% of these vacancies were filled with staff who required development. This suggests that such employers are more likely to hire job seekers who require further training/development, rather than allow the position to remain unfilled.

Across all skill levels, the main areas for development reported by employers were related to the development of skills specific to the job (as reported by 58% of employers who had hired staff requiring development), and development through gaining experience in the field of work (52%).  Quite a high number of employers also indicated that they had hired an apprentice or trainee (39%).

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

Skill levels

Highly skilled includes: Managers and Administrators; Professionals; Associate Professionals; and Tradespersons and Related Workers.

Medium skilled includes: Advanced Clerical and Service Workers; Intermediate Clerical, Sales and Service Workers; and Intermediate Production and Transport Workers.

Lower skilled includes: Elementary Clerical, Sales and Service Workers; and Labourers and Related Workers.
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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 results of the survey indicate that there is a very high level of competition for vacancies in the Blue Mountains area with an average of 7.8 applicants per vacancy.

However, this level of competition for vacancies is also closely related to the type and skill level of an occupation. As we can see from this chart, lower skilled occupations generated the most interest from job seekers with an average 9.3 applicants per vacancy, while higher skilled vacancies generated the least amount of job seeker interest (an average 6.4 applicants per vacancy). (For medium skilled vacancies there was an average of 7.9 applicants per vacancy).

Competition for vacancies alone does not explain how labour supply contributes to recruitment difficulties.  The quality of applicants can affect not only whether an employer fills a vacancy but also whether they are satisfied with the result of recruitment. As shown in this chart, in the Blue Mountains area, an average of 2.6 applicants were considered suitable for the job for which they had applied. This translates into two thirds of applicants being rated as unsuitable. 
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This chart shows why surveyed employers found one or more applicants to be unsuitable for the occupation for which they had applied, by the skill level of the occupation.

Across all most recently advertised vacancies, employers most commonly found one or more applicants to be unsuitable because they did not have the technical skills or expertise to perform job duties (61% of employers). 

Other reasons that were commonly reported by employers included:

A perceived lack of enthusiasm or interest in the job  (46% of employers);

Applicant not turning up to interview (17% of employers); and 

Inadequate communication / team work skills (15% of employers).

However, as can be seen from the chart, these results were different depending on the skill level of the vacancy. For instance, employers with medium skilled vacancies were most likely to consider applicants to be unsuitable because of insufficient technical skills or expertise. While this reason was also frequently identified by employers with higher and lower skills vacancies, a perceived lack of enthusiasm was also often identified as a reason applicants were considered unsuitable. Finally, employers with lower skills vacancies also experienced a high proportion of applicants not turning up to interview.

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

The results also indicate that some employer expectations may need to be managed in regard to the skill level of job seekers, in particular those with lower and medium skilled vacancies.

-----------------------------------------------------------------------------------
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37% of employers reported difficulty filling their most recent vacancy. 

As with other indicators, this result is also closely linked to the skill level of a vacancy with 47% of employers with higher skilled vacancies reporting difficulty, compared with 32% of employers with medium skilled vacancies and 28% of employers with lower skilled vacancies.

The reasons for these recruitment difficulties were most commonly reported as relating to the tight labour market, that is, not enough applicants for the job (54%), which is somewhat surprising given the level of competition for vacancies. Other commonly reported reasons for recruitment difficulty were the technical skill requirements of the job (35%), the location (27%), and the process of recruitment being too time consuming or difficult (19%). 

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

As is evident from the list, recruitment difficulties exist across the range of skill levels, including occupations such as:

Higher skilled occupations:

Carpentry and Joinery Tradesperson

Chefs and Food Tradespersons (e.g. Cooks and Bakers)

Nurses – Registered and Enrolled

Engineering Professionals

Computing Professionals

Secondary School Teachers

Structural Steel and Welding Tradespersons

Plumbers

Medium and lower skilled occupations:

Sales Assistants

Receptionists

Waiters

Bar Attendants

General Clerks

Elementary Food Preparation Workers

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

1Greatest difficulty has been determined by multiple employers in the region reporting recruitment difficulty for that occupation and does not necessarily translate into unfilled vacancies in that occupation. 
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Survey results suggest that recruitment will remain relatively low over the next 12 months with 27% of employers surveyed expected to recruit over the next 12 months. Recruitment expectations were highest in the Health and Community Services industry (41%), which is also one of the industries that experienced relatively high recruitment difficulties in the last 12 months.

A large amount of this recruitment is anticipated to stem from employment growth.  Overall, 55% of the employers who expect to recruit anticipate creating positions within their business over the next 12 months.  These employment growth expectations were highest in the Property and Business Services (89%) and Manufacturing (71%) industries.

A similarly large amount of recruitment is expected to stem from staff turnover (as reported by 55% of employers who expect to recruit). This was particularly high in the Accommodation, Cafés and Restaurants industry (74%), which is a common phenomenon in the industry more generally. 

These results suggest that demand for labour may grow in the region over the next 12 months possibly leading to increasing recruitment difficulties both in attracting and retaining staff.  This expectation of recruitment difficulties is an outlook held by 43% of employers who expect to recruit in the next 12 months. 

In the face of increasing recruitment difficulties, employers will need to look for strategies to develop job seekers to meet their business needs. The survey found that 64% of employers who expect to recruit would provide development opportunities, that is either apprenticeship or traineeships or paid work experience. 
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In total across all industries, 63% of the 1632 vacancies lodged with JNM/JPOs were filled in the 12 months to June 2007, which is higher than the national average (46%).  

Another important part of the picture is to look at apprenticeship and traineeship commencements.

DEST data indicate there were 198 Australian Apprenticeship or Traineeship commencements in the Blue Mountains region during the 12 months to June 2007.  Over one quarter of these commencements were in the Health and Community Services industry (26%), with a high proportion also in the Accommodation, Cafés and Restaurants industry (21%) and the Property and Business Services industry (13%).

JNM/JPOs Apprenticeship/Traineeship placements only corresponded to around 8% of this figure.  
Overall one of the messages here is that there are opportunities available - particularly for employment service providers to work with Australian Apprenticeship Centres and others including Group Training Organisations to place more job seekers into Australian Apprenticeships.  Given the disparity between the placements made by JNM/JPOs and the apprenticeship/traineeship commencements noted by DEST, there may be opportunities to place job seekers in less traditional industries.

Much of this training expenditure can be can be addressed to some degree through the use of the Job Seeker Account (JSKA).

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, travel (e.g. buying bus fares, repairs to their car, etc), buying clothes or improving presentation.

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

We acknowledge that some vacancies may be lodged with more than one provider or the vacancy may have been filled by someone other than a Job Network Member or Job Placement Provider.

1JN and JPO placements (1st – 4th year) could be multiple placements over the year. DEST data commencements are when a person starts an Australian Apprenticeship.
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There are also opportunities for employment service providers to work with businesses more broadly in the area, as the Blue Mountains Survey of Employers’ Recruitment Experiences found that 51 per cent of employers used “informal” methods to recruit staff in their most recent recruitment experience (such as word of mouth). 

This chart shows vacancies lodged (blue bar) and filled (red bar) by JNMs and JPOs in the Blue Mountains ESA in the 12 months to June 2007.

What this chart illustrates is that much of the activity of employment service providers is focussed on Intermediate and Elementary Clerical, Sales and Services Workers, as well as Labourers and Related Workers. Combined these occupations accounted for almost two thirds of all vacancies lodged with JNMs and JPOs in the 12 months to June 2007. 

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

In total across all occupations, 63.0 per cent of the vacancies were filled, which is higher than the State and national averages (51.3 per cent and 45.7 per cent respectively). 

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

We acknowledge that some vacancies may be lodged with more than one provider or the vacancy may have been filled by someone other than a Job Network Member or Job Placement Provider.

“Informal” methods of recruitment includes:

Approached job seeker (used by 15.5 per cent of employers);

Sign in window/ billboard (used by 4.9  per cent of employers); and

Word of mouth/ approached by job seeker (used by 34.0 of employers).

”Formal” methods of recruitment includes:

Through a central office (used by 0.0 per cent of employers);

Through an educational institution (used by 5.8 per cent of employers);

Recruitment agency (used by 6.8 per cent of employers);

Job Network (used by 3.8 per cent of employers);

Internet (used by 8.7 per cent of employers);

Newspaper (used by 46.6 per cent of employers); and

Internal advertising (used by 1.0 per cent of employers).
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In view of the combined effects of current and future demand for staff and the effects of the ageing of the population, recruitment difficulties are likely to continue, if not intensify, in the future. To meet this challenge, employers will need to look beyond traditional sources of labour.

One such source of labour that may be available to take up opportunities created by closer Job Network engagement with businesses are those currently in receipt of a Centrelink allowance, in particular those engaged with Job Network and actively looking for work.

Overall, as at June 2007, there were 4106 persons of working age in receipt of a Centrelink allowance in the Blue Mountains ESA. This equates to 20.2 per cent of the total working age population, which is higher than both the comparable rate for New South Wales (17.6 per cent) and Australia (17.8 per cent)

As can be seen in this chart, the largest proportion of Centrelink recipients are receiving the Disability Support Pension.  This figure is above the state and national averages (31.9 per cent compared with 28.2 per cent for NSW and 29.0 per cent for Australia).  Similarly, Parenting Payment Single recipients also account for a significantly higher proportion of Centrelink recipients, accounting for 19.0 per cent of recipients in this ESA, compared with 16.2 per cent of recipients for NSW and 16.3 per cent of recipients for Australia. We can also see from the chart that the engagement with Job Network is quite high for Newstart Allowance and Youth Allowance (other), while engagement with Job Network is quite low for the other payment types.

We expect to see an increase in the level of engagement with Employment Service Providers (for those receiving Parenting Payments and the Disability Support Pension), as part of the Government’s Welfare to Work reforms announced in the 2005-06 Budget, which came into effect on 1 July 2006.  

DEN Providers

There are two DEN providers in the Blue Mountains ESA.  One of these providers is currently uncapped, the other provider has 32 positions, 29 of which are currently filled.

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

OUTLINE OF KEY CHANGES – WELFARE TO WORK
The participation requirements for single and partnered parents with school-aged children have increased significantly as a result of Welfare to Work.  Parents applying for Parenting Payment since 1 July 2006 will receive Parenting Payment while their youngest child is less than six years old (if partnered) and less than eight years old (if single). When their youngest child turns six, this group of parents (both partnered and single) will be required to look for paid part-time work of at least 15 hours. When the youngest child exceeds the eligible age for Parenting Payment, the parents will generally be transferred (if eligible) to Newstart Allowance.

Parents of children aged 0-15 who commenced receiving Parenting Payment prior to 1 July 2006 have retained their eligibility and continued to receive a Parenting Payment. However, as of 1 July 2007 these recipients whose youngest child is aged seven or over will be required to look for paid part-time work of at least 15 hours. They will also have an annual part-time Mutual Obligation requirement of 150 hours over six months (around six hours per week), with Work for the Dole the default activity.

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

There is already work underway to encourage job seekers from these groups to participate in the workforce:

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

A rate estimator has been developed which shows a job seeker the financial benefits and impacts on their payment.  This will help to reinforce the benefits of working.
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Unemployment rate 
At March 2007, the estimated unemployment rate for the Blue Mountains ESA stood at 4.1%, which is lower than both New South Wales (5.2%) and Australia at this time (4.7%).

Centrelink 
Centrelink data indicate that, as of June 2007, the proportion of the working age population in this ESA in receipt of Centrelink payments is considerably higher than the State and national figures (20.2 per cent compared with 17.6 per cent for NSW and 17.8 per cent for Australia).  The proportion in receipt of Disability Support Pensions and Parenting Payments, in particular, are significantly higher than the State and national figures.

5% of vacancies remained unfilled in the past 12 months

While the overall proportion of vacancies that were not filled in the last year (5%) was quite low compared with other regions surveyed, this varied significantly across industries. Employers in the Construction and Health and Community Services industries experienced the greatest difficulty (20% and 13% of such vacancies were not filled in the past year), while all other surveyed industries reported relatively low levels of difficulty.

High average number of applicants but majority were considered unsuitable

There was a very high level of competition for vacancies in the Blue Mountains area, with an average 7.8 applicants per vacancy. However, two thirds of these applicants were rated as unsuitable for the job for which they had applied. This was most commonly reported to be due to the applicants not possessing the technical skills or expertise to do the job (61%), and many applicants not demonstrating a genuine interest in the position (46%). 

This emphasises the importance of providing additional training or work experience opportunities to job seekers as well as addressing issues relating to the attitude of applicants.
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NSW State Office

Developments in Katoomba LGA:

Aldi plans to build a supermarket, five shops and parking for 105 cars in Katoomba.  An Aldi spokesperson said the development would increase competition, generate employment and activate street frontages.  Construction is yet to commence although the shops on the site have been vacated.  (Discussions with Blue Mountains City Council August 2006, Blue Mountains Gazette 5-7-06)

Blue Mountains City Council has advised:

The Edge Cinema at Katoomba is to be redeveloped involving three new cinemas and three new fast food tenancies.  Pre-construction work has begun.

A supermarket/mixed use/residential development has been approved at Leura.  The project is currently in the early stages of demolition.

A major residential development at Katoomba has recently been approved involving 60 units as well as eight commercial premises.  Demolition has commenced on the existing buildings.

A development application has been lodged for a $32m development in Katoomba including a cultural centre, Coles supermarket and 16 speciality shops.

The first stage of a major redevelopment at Katoomba Golf Course was completed two years ago including a new club house, a revamped course and some residential development.  Following a hiatus in development, new owners have recently taken over and further stages of the development are likely to proceed shortly.  Approval for more units and town houses has been granted while further development could include tourist accommodation and resort buildings.

The NSW Budget for 2007-08 provided funding for:

Upgrading of the Great Western Highway including the widening to four lanes of the stretches between Woodford and Hazelbrook ($13m in 2007-08), between Leura and Katoomba ($15m in 2007-08), between Honour Avenue and Ride Street in Lawson ($16m in 2007-08), and between Tableland Road and Station Street in Wentworth Falls East ($7.5m in 2007-08).

Upgrading of TAFE facilities at Katoomba.

Developments in the remainder of Outer West Sydney ESA

Penrith City Council advised:

Council has 11 new release areas in planning with most of them required to provide jobs to match incoming resident workforce.  These release areas in total are expected to generate some 27,000 jobs over the next decade.

Development of the former ADI site in St Marys, covering both Penrith and Blacktown LGAs, has an estimated 3,460 jobs for the Penrith part of the development.

The NSW Budget for 2007-08 provided funding for duplicating the Richmond rail line to Riverstone (in Blacktown LGA) by 2010 and Vineyard (in both Blacktown and Hawkesbury LGAs) by 2012 (total cost $316m).

The extension of the Glenmore Park (near Penrith) estate will provide 1,750 homes for about 4,700 people as well as a new supermarket, another school and sports fields.  (Mt Druitt-St Marys Standard 4-4-07)

Construction of a new building for 450 public servants at Penrith has begun.  The project is expected to generate around 500 jobs over the course of construction.  About 300 workers from the NSW Department of Community Services, Sydney Catchment Authority and Office of Fair Trading have already signed to move in when the building is complete in mid-2008.  (Penrith Express 9-2-07)

In January 2007, the NSW Planning Minister announced the approval of a concept plan for a new industrial precinct at Huntingwood near Blacktown.  The site will be subdivided into 47 lots creating 800 permanent jobs.  Construction is expected to begin this year.  (Daily Telegraph 22-1-07)

Construction has begun on a four and a half star luxury hotel about two kilometres from the M4/M7 interchange at Eastern Creek.  The Chifley Hotel is a $17m venture between the Australian Racing Drivers Club and Constellation Hotel Group and is scheduled to open in November 2007.  The project’s construction phase is expected to create several hundred direct and indirect jobs and another 60 permanent positions when the 102-room hotel opens.  The hotel will include conference and function facilities as well as a lap pool and gym.  A second stage of development with an extra 150 rooms is also proposed.  (Mt Druitt-St Marys Standard 13-12-06)

The NSW Government has announced that a 25 hectare motoring precinct, Turn 4, to be established at Eastern Creek, would lead to the creation of 3,000 jobs.  The new precinct is designed to become a home for motoring and automotive businesses due to its proximity to Eastern Creek Raceway.  (Mt Druitt-St Marys Standard 4-10-06)

In June 2006, the NSW Planning Minister announced that 23,000 new housing lots will be rezoned for residential development in the north-west release area under the first stage of Sydney’s growth centres.  The precincts within the Blacktown LGA include Riverstone 8,500 lots, Alex Avenue 7,000 lots, Area 20 1,500 lots, Colebee 1,000 lots and Riverstone West 500 lots.  The first blocks are expected to be on the market in 2007.  In total the North West Growth Centre, which also includes suburbs in the Baulkham Hills and Hawkesbury LGAs, will contain about 66,000 new homes.  (Growth Centres Commission web site)

According to the NSW Government’s City of Cities Metropolitan Strategy, released in December 2005, there will be 55,000 new jobs created in the North West region by 2031.  (Sydney Morning Herald 5-12-06)

The 40km Westlink M7 motorway opened in December 2005, completing Sydney’s orbital road network.  The M7 links with the M2 at Seven Hills, the M4 at Eastern Creek and the M5 south of Liverpool.  Over 20 major companies, including Coca-Cola, LG Electronics and Coles Myer, are moving into the area to access key transport infrastructure.  Research conducted by the Greater Western Sydney Economic Development Board in 2000 forecast that the M7 could generate 24,000 additional jobs and $3bn in additional economic output in its first three years of operation.  (The Australian 17-12-05, Blacktown Advocate 23-11-05, Liverpool Champion 2-11-05)

The NSW Premier announced the creation of a major new employment hub at the intersection of the M4 and M7 motorways.  Up to 36,000 jobs could be located on the precinct when the hub is fully developed.  The hub stretches across 2,450 hectares of industrial land in suburbs like Eastern Creek, Erskine Park and Huntingwood.  (Hills Shire Times 13-12-05, Australian Financial Review 6-12-05)

Developments in nearby areas

Central Eastern NSW ESA

In April 2007 the NSW Government approved the final plan for the $60m Emirates Hotels (Australia) resort in the Wolgan Valley which will be the first resort in the Blue Mountains national park.  The resort is expected to generate 150 construction jobs and 100 operational jobs once the 40-villa resort is up and running.  Emirates plans to offset the development with a land swap in which it will lease 39.5 hectares of National Parks land and hand over 114.5 hectares of forested land to National Parks.  (Sydney Morning Herald 3-5-07, Blue Mountains Gazette 2-5-07)

The $80m upgrade of Mt Piper power station (near Lithgow) is expected to create around 75 construction jobs.  The project will inject an additional 180 megawatts of power into the NSW energy grid by increasing the capacity of the two existing generating units.  Plant modifications are anticipated to be done in two planned shutdowns during 2008.  (Delta Electricity web site, Lithgow Mercury 17-6-06)
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NSW State Office

Listed on the screen are some issues we think might be worth considering as a group.
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NSW State Office

As I mentioned earlier we would like to come away today with some clear actions to address the labour market issues in this region that we have agreed we want to discuss. The action plan needs to focus on practical actions that can be implemented at a local level.  The action plan should include identified deliverables, responsibilities and timelines.
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NSW State Office

We have a strategy to help us in evaluating the workshops and to help us further develop and refine the ‘better connections’ concept.

All we really need to do today is to have you fill out the evaluation from – included as a part of the pack on your table - at the end of the workshop. 
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NSW State Office

Thank you for participating.

The presentation and the outcomes of today’s meeting will be placed on the Workplace portal on the internet (www.workplace.gov.au/bcw).

We will circulate the contact list of participants and the action plan.
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