Gosford Better Connections Workshop

Central Coast Employment Service Area

31 October 2007

NSW STATE OFFICE

Welcome and thank you for coming.  

I would like to begin by paying my respects and acknowledging the traditional owners of this land, the Darkinjung peoples, on whose land 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 Department of Employment and Workplace Relations (DEWR) runs in excess of 30 Better Connections workshops around Australia a year.

These workshops provide us with a good opportunity to discuss the local labour market. We look forward to hearing your views on issues affecting the local area and 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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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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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
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Welcome and Introductions 

Better Connections presentation – Peter Frankis from the  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 Peter Frankis to give the workshop presentation. 
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This is a map of the Central Coast Employment Service Area (ESA) and this is the region that we will be looking at today. 

The Central Coast ESA also closely matches the Gosford-Wyong Labour Force Region (which is comprised of the Gosford Statistical Local Area and the Wyong Statistical Local Area), so some of the data we present today, in particular demographic and industry information, will look at this area.
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This is a broad profile of the Central Coast region. 

Working Age Population (15-64) (Source: ABS Labour Force Survey, 12 month average to August 2007)

In the Gosford-Wyong Labour Force Region there is a total adult population (15+) of around 249 100 and a working age population (those aged between 15 and 64 years) of around 194 300 or 78 per cent of the adult population. This proportion is lower than New South Wales (82.7 per cent) and Australia overall (83.4 per cent). 

In the Central Coast region, persons aged between 45 and 64 account for 33.4 per cent of the adult population compared with 31 per cent nationally. 

Participation and Unemployment Rates (Source unless stated: ABS Labour Force Survey, 12 month averages to August 2002 and August 2007)

The participation rate is defined as the percentage of a total population who are in the labour force. The labour force is comprised of both employed and unemployed individuals. 

The overall participation rate for the Gosford-Wyong LFR is 58.7 per cent which is 6.2 percentage points lower than the national participation rate. The participation rate among individuals approaching retirement (that is, in the 45 to 64 years age bracket) is lower in the Gosford-Wyong LFR (66.5 per cent) than the national average (71.7 per cent).  It may be inferred from this data that the Central Coast region has a higher proportion of retirees in this age bracket.

In the 12 months to August 2007, the unemployment rate for the Gosford-Wyong LFR averaged 6.4 per cent, which has fallen slightly from 6.7 per cent for the 12 months to August 2002. This stands in contrast to other regions in Australia who have witness a more significant fall in unemployment rates in the last 5 years. For example, the unemployment rate for the whole of NSW has fallen 1.2 percentage points since August 2002 to currently stand at 4.9. The unemployment rate in the Gosford Wyong LFR is higher than the State and the national average (4.5 per cent).  

Within the Gosford area, the unemployment rate is much lower at 4.7 per cent than the comparable unemployment rate for the Wyong which at June 2007 stood at 7.9 per cent (SALM Publication – June Quarter 2007)

As a consequence of the higher than average unemployment in the area the proportion of the working age population receiving Centrelink allowances in the Central Coast region is higher than for Australia overall. As at September 2007, around 21 per cent of the Central Coast working age population were in receipt of a Centrelink benefit, which is considerably higher than the comparable rate for NSW and Australia overall (17 per cent respectively) (Source: Centrelink Administrative data, September 2007 and ABS Labour Force Estimates, 12 months to August 2007).
Education (Source: Survey of Education and Work, May 2006)

In the Central Coast region, the proportion of the population who had completed post school qualifications was slightly lower than the State average (53.9 per cent compared with 54.7 per cent for NSW). However, the proportion of the population who had completed a degree or higher qualification was significantly lower (12.5 per cent compared with 21.6 per cent for NSW). 

Diversity (Source: ABS Labour Force Estimates, January 2006)

As at January 2006, there was a smaller proportion of the Gosford-Wyong population born overseas (18.7 per cent) compared with NSW (29.8 per cent). Similarly, there was a much smaller proportion born in non-English speaking countries (7.0 per cent) compared with the State (21.4 per cent).

Indigenous (Source: 2006 Census of Population and Housing)

At the time of the 2006 Census, around 3900 people aged 15+ in the Gosford-Wyong LFR identified themselves as Indigenous, accounting for 1.6 per cent of the adult population in the region (1.8 per cent of the Australian adult population identified as Indigenous). 

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

Gosford-Wyong Statistical Region Sector – Main rates (12 month averages to August 2007)

Age group



ue

part



Persons aged 15 to 24

11.5%

76.8%



Persons aged 25 to 44

6.4%

81.1%



Persons aged 45 to 64

3.5%

66.5%



Persons aged 65 and over

3.8%

4.7%




All persons aged 15+

6.4%

58.7%
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Another important part of the profile of the Central Coast area is the distribution of employment across industries (Source unless stated: ABS Labour Force Survey, Four quarter average to August 2007).

As can be seen from the chart, over the four quarters to August 2007, the Retail Trade industry was the largest employing industry in the Gosford-Wyong LFR and accounted for around 17.7 per cent of employment. Other major employing industries were Construction (13.5 per cent of total employment) and Health and Community Services (12.1 per cent of total employment).

The Retail Trade industry accounts for a high proportion of employment in the Central Coast area than in NSW overall, as do the Construction and Health and Community Services industries. On the other hand, industries such as Property and Business Services, Government Administration and Defence, and Education account for lower proportion of employment compared with NSW.

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

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

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

According to these figures, employment in the Gosford-Wyong LFR has grown by around 14 per cent between August 2001 and August 2007. This employment growth has been particularly strong in the Accommodation, Cafés and Restaurants (up 72 per cent) and Construction (up by 43 per cent) industries, while employment in the Government Administration and Defence and the Finance and Insurance industries has declined significantly (each down by 18 per cent). 

We are also able to gain insights into the different employment structure for Wyong and Gosford by looking at SLA employment by industry data from the 2006 Census. There is a greater proportion of people employed in the Retail Trade, Manufacturing and Construction industries in Wyong than for Gosford, whereas Gosford had a higher proportion employed in Property and Business Services and Health and Community Services. 
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Next we look at the recruitment experiences of employers in the Central Coast 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). 

To gain a greater understanding of the skills in demand in the Central Coast ESA, DEWR conducted a telephone survey of local employers in September 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 that PAGES can tap into.

The Central Coast Survey of Employers’ Recruitment Experiences collected information from 376 businesses. These responses were concentrated in 6 key industries.  

Overall the survey found that:

62 per cent of employers surveyed had recruited or attempted to recruit in the past 12 months, which is a high level of recruitment activity when compared with other regions surveyed. This level of recruitment activity was particularly high in the Manufacturing industry (69 per cent), while recruitment activity was significantly lower in the Retail Trade industry (57 per cent). Within the region, recruitment activity was higher among businesses based in the Gosford area (65 per cent) than the Wyong SLA (58 per cent). (63 per cent of businesses surveyed from the Manufacturing industry had between 5 and 19 employees and these were evenly weighted between Gosford and Wyong, although the larger businesses, those employing 20 or more staff, were predominantly located in Wyong).

In all, employers reported that they had attempted to fill 1193 vacancies and, of these, 5 per cent (58) were not filled. This proportion of unfilled vacancies is low in comparison with the average for other areas but nonetheless indicates that there are a number of vacancies that are remaining unfilled in the region. The proportion of vacancies unfilled was high in the Property and Business Services industry (8 per cent of vacancies remained unfilled), while all but 2 per cent of vacancies were filled in the Retail Trade and Health and Community Services industries.

The unfill rate was higher in Wyong (6.4 per cent) than in Gosford (3.9 per cent).

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, 13 per cent of employers who had attempted to recruit reported one or more unfilled vacancies. Not surprisingly this proportion was high in the Property and Business Services industry (22 per cent), however, only 6 per cent of employers in the Health and Community Services industry had one or more unfilled vacancies in the past 12 months.

Finally, of the employers who had attempted to recruit, just over half (55 per cent) reported difficulty filling vacancies. Difficulty was more commonly reported in the Gosford than Wyong (59.4 and 48.6 per cent of employers respectively), as well as the Accommodation, Cafés and Restaurants industry (73 per cent) and the Manufacturing industry (70 per cent). 

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

Key industries – No. of Employers Surveyed

Retail Trade





97

Manufacturing




83

Health & Community Services


52



Construction





42


Property and Business Services


37

Accommodation, Cafés and Restaurants

33


Other industries surveyed

Wholesale Trade




13

Education 





8

Mining






6
Personal and Other Services


2

Electricity, Gas and Water Supply


1

Transport and Storage



1

Cultural and Recreation Services


1

Communication Services



0


Agriculture, Forestry and Fishing


0

Government Administration and Defence
0

Total  






376

* NOTE: A further 10 sole traders were surveyed, however, the results for these businesses have been excluded. 
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As discussed on the previous slide, recruitment difficulties can be attributed to a number of causes. While many of these reasons relate to aspects of the employer, industry or region, such as location or availability of local labour supply, other causes of difficulty can stem from the type of occupation that an employer is attempting to fill. 

One of the key indicators to measure the recruitment difficulties in an occupation is the degree of success that employers had in filling vacancies with suitable job seekers.

Employers were asked to provide information on their most recent vacancy. This chart shows the number of vacancies that were reported by employers in the Central Coast 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 they were unhappy with or 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 lower skilled occupations, such as Sales Assistants and Labourers and Related Workers (132 vacancies for lower skilled occupations in total). This skill group also has the lowest proportion of unfilled vacancies, in all only 6 of the 132 vacancies in this skill level were not filled (5 per cent). However, of the 126 vacancies for lower skilled occupations that were filled, 21 of these vacancies (17 per cent) were filled with a job seeker who required development by the employer.

The pattern among higher skilled occupations is different, with 19 of 123 vacancies in this skill level not filled (15 per cent). However, only 8 of the 104 vacancies filled were filled with a job seeker who required development (8 per cent). Employers seeking to fill medium skilled vacancies reported 13 of 101 vacancies remaining unfilled, and the same proportion of vacancies being filled with staff who required development as the lower skilled occupations (17 per cent each).

Businesses based in the Wyong area typically reported low numbers of unfilled vacancies in lower skilled occupations. (1.6 per cent unfilled). However, 12 of 56 vacancies in the higher skilled occupations in Wyong remained unfilled (21.4 per cent unfilled) in Wyong. 

On the other hand, employers in Gosford with vacancies in the medium skilled occupations reported a higher proportion of unfilled vacancies than employers in Wyong, with 11 of  61 vacancies remaining unfilled (18.0 per cent unfilled). 

In the region as a whole, across all skill levels, the main area of development as reported by employers was skills not specific to the job (i.e. soft skills). (42 per cent of employers who employed staff requiring development). Training in skills specific to the job was also widely reported, particularly among employers with lower skilled vacancies.

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

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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The recruitment experiences of employers illustrates the second indicator of recruitment difficulties, the degree of competition for vacancies and the quality of applicants.

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 high level of competition for vacancies in the Central Coast area with an average of 5.7 applicants per vacancy. This level of competition is closely related to the labour market conditions in an area. Typically areas of higher unemployment, such as the Central Coast,  have a higher level of competition for vacancies. 

This level of competition for vacancies is also closely related to the type and skill level of an occupation. The chart shows that higher skilled vacancies attracted an average of 5.7 applicants per vacancy, while lower skilled vacancies attracted 3.2 applicants per vacancy. Medium skilled vacancies attracted an average of 8.8 applicants per vacancy.

Why was there such a high number of applicants for vacancies in medium skilled occupations? This was due to very large numbers of people applying for certain jobs in the Central Coast, such as receptionists, waitpersons, child carers and store persons.

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 the chart, an average of 2.2 applicants were considered suitable for the job for which they had applied in the Central Coast area. This average was highest for medium skilled vacancies (3.2) and lower among higher skilled  and lower skilled vacancies (2.0 and 1.6 applicants respectively).

The average number of applicants for vacancies in the Wyong area (6.2) was higher than the Gosford area (5.2). However the number of suitable applicants for vacancies in Wyong was slightly lower, with an average of 2.1 applicants considered suitable in this area compared with an average of 2.3 applicants considered suitable in the Gosford area.

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

COMPETITION FOR RECENT VACANCIES

Australia data = 6 month average to September 2007



Gosford SLA/Wyong SLA/Central Coast/Australia


Higher skills






Apps

4.7
6.8
5.7
3.7


Suitable
2.0
1.9
2.0
1.5


Middle






Apps 

8.9
8.8
8.8
5.4


Suitable
3.4
2.8
3.2
2.1


Lower






Apps

2.5
4.0
3.2
3.0


Suitable
1.5
1.7
1.6
1.5


TOTAL






Apps 

5.2
6.2
5.7
4.0


Suitable
2.3
2.1
2.2
1.7
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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 (66 per cent of employers).

Other reasons that were commonly reported by employers included:

Limited interest in the job (19 per cent of employers);

Poor personal presentation (10 per cent of employers).

Poorly written or presented application (9 per cent of employers); and

However, as can be seen from the chart, these results were markedly different depending on the skill level of the vacancy. For instance , employers with higher skilled vacancies were more likely to consider applicants unsuitable due to insufficient technical skills or expertise, whereas employers with lower skilled vacancies were  more likely to consider applicants unsuitable due to limited interest in the job or poor personal presentation.

What these results emphasise is the importance of improving the job readiness of job seekers to improve local employment outcomes, particularly for medium and lower skilled vacancies.  Survey results suggest that the quality of applicants can be improved by addressing issues relating to the enthusiasm of applicants as well as how applicants present themselves during selection processes. 

-----------------------------------------------------------------------------------
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45 per cent of employers in the Central Coast area reported that it was difficult to fill their most recent vacancy. 

As with other indicators, this result is also closely linked to the skill level of a vacancy with 59 per cent of employers with higher skilled vacancies reporting difficulty, compared with 46 of employers with medium skilled vacancies and 26 per cent of employers with lower skilled vacancies.

The reasons for these recruitment difficulties most commonly related to the technical skill requirements of the job (59 per cent). Other commonly reported reasons for recruitment difficulty were tight labour market / not enough applicants (39 per cent), nature of the work required (19 per cent), wages or remuneration not competitive (14 per cent), and the working hours of the job (10 per cent).

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. It is also worthwhile keeping in mind that many of the higher skilled occupations are in demand across the country.

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

Structural Steel and Welding Tradespersons 


Motor Mechanics

Chefs

Nurses - Registered and Enrolled


Metal Fitters and Machinists


Carpentry and Joinery Tradespersons


Plumbers


Truck Drivers


Receptionists


Waiters 


Bar Attendants


Sales representatives

Other process workers

OTHER COMMONLY REPORTED DIFFICULT TO FILL OCCUPATIONS NOT INCLUDED ON SLIDE

Production Managers


Real Estate Associate Professionals

Sales Assistants

Electricians

Building, Architectural and Surveying Associate Professionals

Glass Tradespersons


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

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. 

Difficult to fill occupations Gosford

Chefs






3

Plumbers





3 

Mechanics





2

Sales assistant




2

Sales representative



2

Registered Nurses




2

Difficult to fill occupations Wyong

Carpentry and Joinery Tradespersons

2

Sales Representatives



2

Sheet Metal Tradespersons


2

Truck Drivers 




2
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What the preceding analysis has demonstrated is that recruitment difficulties exist across a broad range of occupations in the Central Coast area. This section will analyse how demand for labour may develop over the next 12 months and the effect of this demand on future recruitment difficulties.

Survey results suggest that recruitment will remain high over the next 12 months with almost half of the employers surveyed expecting to recruit over the next 12 months (45 per cent). These expectations are particularly high in the Accommodation, Cafés and Restaurants industry (64 per cent) and least prevalent in the Property and Business Services industry (35 per cent). Within the region 51 per cent of the businesses surveyed in the Gosford area anticipate the need to recruit in the coming 12 months compared with 39 per cent of businesses surveyed in the Wyong area.

A large amount of this recruitment is anticipated to stem from employment growth.  Overall, 55 per cent of the employers who expect to recruit anticipate creating positions within their business over the next 12 months.  These employment growth expectations are particularly high in the Construction (75%) and Health and Community Services (71%) industries.

Employment growth of this type is likely to place pressure on employers to retain staff.  In relation to retention, 59 per cent of employers who expect to recruit anticipate needing to recruit to replace staff in their business in the next 12 months.  This proportion is particularly high in the Retail Trade industry (69 per cent) and Health and Community Services industry (67 per cent).

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 50 per cent of employers who expect to recruit in the next 12 months. 

In the face of increasing demand and recruitment difficulties, employers will need to look for strategies to develop job seekers to meet their business needs. The survey found that 64 per cent of employers who expect to recruit would provide development opportunities, that is either apprenticeship or traineeships or paid work experience. This could be an indication that employers recognise that the tight labour market is impacting on the pool of qualified job seekers in the region and that they may need to take on people who require some form of training in order to fill positions.

Nearly half (45%) of recruiting employers were willing to employ an apprentice or trainee in the next 12 months (lower than the average for the surveys conducted in the 6 months to September 2007 of 62%). This was particularly high among employers in the Construction and Manufacturing industries (60 per cent and 58 per cent, respectively).

Of the 55 per cent of employers who would not engage an apprentice or trainee, the most commonly reported barrier to providing this opportunity was that employers were not aware of an applicable apprenticeship or traineeship for their business (29 per cent). This barrier was most commonly reported by employers in the Accommodation, Cafes and Restaurants (36 per cent) and Health and Community Services (29 per cent) industries.
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As mentioned on the previous slide, willingness to employ an apprentice or trainee in the next 12 months is high in the region.

While 45 per cent of employers who expected to recruit in the next 12 months reported that they would be willing to employ an apprentice or trainee, just 40 per cent had recruited an apprentice or trainee in the last 12 months. This recruitment of apprentices or trainees was more common in the Construction industry (52 per cent).

The occupations for which apprentices or trainees had most commonly been recruited into were predominantly ‘traditional’ trades type vacancies, such as:

Structural Steel and Welding Tradespersons


Motor Mechanics


Electricians


Carpentry and Joinery Tradespersons


Metal Fitters and Machinists


Plumbers


Cabinetmakers

However, a large number of employers reported recruiting trainees for Sales Assistant and Child Care Worker vacancies.

For those employers who had not recruited apprentices or trainees in the last 12 months the most common barrier was a lack of need for apprentices or trainees (that is, vacancies were in jobs not suited to apprentices or trainees) (39 per cent) or employer not aware of applicable apprenticeship or traineeship (29 per cent)

For those businesses that were willing to recruit an apprentice or trainee in the next 12 months, once again a large number of these occupations were in ‘traditional’ trades vacancies, such as:

Motor Mechanics


Carpentry and Joinery Tradespersons


Plumbers

Structural Steel and Welding Tradespersons


Electricians


Though a large number of employers also reported a willingness to recruit for Sales Assistant Trainee, Hospitality Trainee, Special Care Worker Trainee and Office Trainee vacancies.
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Another interesting part of the apprenticeship picture is to look at the role/engagement of PAGES in this apprenticeship activity.

This chart shows how many Australian Apprenticeships vacancies were lodged with JNMs and JPOs in the Central Coast ESA ( in the 12 months to July 2007 and the number of placements into Australian Apprenticeships made by JNMs or JPOs (JNM/JPO placements are not limited to first year commencements).

There are three things evident from the chart:

Firstly, vacancies in traditional trades occupations accounted for just over a third of the apprenticeship vacancies lodged with Job Network Members or Job Placement Organisations (35 per cent).

Vacancies for Intermediate Clerical, Sales and Service Workers and Associate Professionals accounted for a further 22 per cent and 17 per cent, respectively. 


Secondly, these numbers also show that Job Network Members and Job Placement Organisations are only dealing with a small percentage of the Australian Apprenticeship activity in this region. Overall, there were 174 Australian Apprenticeship placements made by Job Network Members or Job Placement Organisations over the 12 months to July 2007 (compared with 2710 overall commencements) 

Importantly, two in five (42%) of the persons commencing in these positions (all commencements) were aged 25 years and over which indicates that Australian Apprenticeships are not solely for young people.

Finally, these 174 placements were sourced from 383 vacancies that were listed with JNMs or JPOs  or, in other words, 45 per cent of all apprentice vacancies were filled, which is higher than the average fill rate for Australian Apprenticeship vacancies for NSW and the nation overall (34.5 per cent and 29 per cent, respectively).

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.

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.

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

DEST data on commencements (Year ending 30 June 2007) 

Retail Trade






553


Accommodation, Cafes and Restaurants

377

Manufacturing





369 

Construction





317 


Property and Business Services


313


Health and Community Services


208



Personal and Other Services



136


Finance and Insurance




111

Transport and Storage




103


Government Administration and Defence

77

Education






40


Wholesale Trade





37

Communication Services




29


Cultural and Recreational Services


22


Mining






10


Agriculture, Forestry and Fishing


5


Electricity, Gas and Water Supply


3
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This chart shows vacancies lodged and filled by JNMs and JPOs in the Central Coast ESA in the 12 months to July 2007 and the number of those vacancies filled – indicated by the red section of the bar.

What this chart illustrates is that much of the activity of employment service providers is focussed on Labouring occupations. These vacancies accounted for 33 per cent of all vacancies lodged with JNMs and JPOs in the 12 months to July 2007. As with apprenticeship and traineeships, vacancies for Intermediate Clerical, Sales and Service Workers also accounted for a large proportion of vacancies lodged with JNMs or JPOs (18 per cent).

At the Industry level, there were high numbers of vacancies within the Accommodation, Cafes and Restaurants (predominantly in Gosford), Manufacturing (predominantly in Wyong) and Retail Trade (predominantly in Gosford) industries.

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

In total across all occupations 59.5 per cent of the vacancies were filled, which is significantly higher than the State average (46.9 per cent) and the national average (41.9 per cent). Although the fill rate is higher than the State and national averages, it does show that some further work needs to be done to increase the take up of vacancies by the unemployed.  Some of that work might be increasing work experience opportunities and honing job-seekers’ soft skills. 

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

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

“Informal” methods of recruitment includes:

Approached job seeker (used by 15 per cent of employers);

Sign in window/ billboard (used by 6 per cent of employers); and

Word of mouth/ approached by job seeker (used by 38 per cent of employers).

”Formal” methods of recruitment includes:

Through a central office (used by 2 per cent of employers);

Through an educational institution (used by 3 per cent of employers);

Recruitment agency (used by 19 per cent of employers);

Job Network (used by 10 per cent of employers);

Internet (used by 16 per cent of employers);

Newspaper (used by 44 per cent of employers); and

Internal advertising (used by 5 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 benefit.

Overall, as at September 2007, there were 40 526 persons of working age in receipt of a Centrelink allowance in the Central Coast ESA. This equates to around 21 per cent of the total working age population, which is significantly higher than the proportion for NSW and Australia overall (17 per cent respectively) (Based on Centrelink administrative data, September 2007 and ABS Labour Force, 12 month average to August 2007).


As is evident in the chart, which depicts those people whose main source of income is likely to be a government allowance, individuals from Wyong make up a larger proportion of Centrelink recipients in the Central Coast region. This is despite persons residing in the Wyong area accounting for only 46 per cent of the total Central Coast population.

Overall, there are high proportions of people receiving the Disability Support Pension, which accounts for 31 per cent of all recipients in the area.

Other significant payment types are Parenting Payment Single and Newstart Allowance. These two payment types account for a further 38 per cent of the area’s Centrelink recipients. 

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. However, Job Network engagement for Parenting Payment Single in the Central Coast region is high (34 per cent) in comparison with State and National figures (27 per cent and 25 per cent respectively). 

Some of these people who are in receipt of Disability Support Pension allowance may have been referred to a Disability Employment Network (DEN) provider. Five DEN providers service the Central Coast region. 

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

* Excludes persons engaged with Job Network as a non-allowee and non-allowee youth.
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Lower participation rate and smaller cohort of ‘prime working age’.

In the 12 months to August 2007, the unemployment rate for the Gosford-Wyong LFR averaged 6.4 per cent, which has fallen from 6.7 per cent for the 12 months to August 2002 (Source unless stated: ABS Labour Force Survey, 12 month averages to August 2002 and August 2007), 

The participation rate for the Gosford-Wyong LFR is 58.7 per cent which is 6.2 percentage points lower than the national participation rate.
There is a larger proportion of people aged 45-64


In addition to this, the survey found that 62 per cent of employers surveyed had recruited or attempted to recruit in the past 12 months, which is a high level of recruitment activity when compared with other regions surveyed
Despite falling unemployment, recruitment difficulties are in line with other regions and competition for vacancies is high

Broadly speaking, employers in the Central Coast region are experiencing recruitment difficulties no worse than the norm across Australia. Over the last 12 months, 5 per cent of vacancies reported by employers surveyed were not filled. Moreover, the level of competition for vacancies is generally high, with an average of 5.7 applicants per most recent vacancy. 
Future growth will place further pressure on labour supply and increase need to consider job seeker development and other sources of labour

Strong future growth expectations (55 per cent of employers) are expected to place further pressure on the local labour supply. In doing so, it will become important to improve the job readiness of job seekers by addressing issues relating to the enthusiasm of applicants as well as how applicants present themselves during selection processes. 
Moreover, in the face of increasing demand and recruitment difficulties, employers will need to be encouraged to look for strategies to develop job seekers to meet their business needs, such as apprenticeship or traineeships or paid work experience, which 64 per cent of employers would consider. Also employers will need to look beyond traditional sources of labour. Overall, as at September 2007, around 21 per cent of the Central Coast working age population were in receipt of a Centrelink allowance.
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Developments in Gosford LGA

According to forecasts released by Gosford City Council in June 2007, the population of Gosford LGA will rise from 166,400 in 2006 to 170,100 in 2011 and 180,400 in 2021.  The most significant increases in population are expected in Gosford-West Gosford, Forresters Beach-Wamberal-Terrigal-North Avoca and Woy Woy-Blackwall.  The proportion of residents aged 60 or more is forecast to rise from 23.8 per cent in 2006 to 26.1 per cent in 2011 and 29.7 per cent in 2021 (the NSW proportion in 2006 was 18.9 per cent).  (Gosford City Council web site)

The Mardi-Mangrove Link is a project involving the construction of an underground pipeline, supported by two new water pumping stations, to connect Wyong River and Ourimbah Creek to the region’s main water storage facility, Mangrove Creek Dam.  Detailed design and planning is now underway with construction expected to commence by the end of 2008 subject to the necessary approvals from the NSW Government.  Completion and commissioning is scheduled for mid 2010.  The initial estimated cost of the project is $80m and the Australian Government has committed to providing $80m.  (Gosford/Wyong Councils’ Water Authority web site)

Discussions with Gosford City Council revealed the following approvals, although no work has commenced (at 20 September 2007):

A motel with 270 rooms on the Central Coast Leagues Club site.

Spurbest development at Gosford comprising several towers of retail and unit development.

A skills forum at Terrigal in early September was attended by school principals, youth employment officers and career advisers to help address the shortage of skilled labour which is impacting on the Central Coast economy.  Shortages are particularly critical in the areas of hospitality, aged care and hairdressing.  Australian Technical College chief executive officer Brendan Ritchen said the opening of the Australian Technical College on the Central Coast in 2008 would help year 11 and 12 students complete HSC studies while also learning a trade.  (Central Coast Express Advocate 21-9-07)

The NSW Budget for 2007-08 provided funding of:

$345m over four years for upgrades of Central Coast roads.

$12.3m for the Central Coast Health Access Plan to continue the redevelopment of Gosford and Wyong Hospitals.

$1.9m for continued refurbishment works at the Kariong Juvenile Correctional Centre.

In early 2006 the Plan of Management for Somersby Industrial Park was adopted which will allow the conservation of protected species within the park and clears other areas for development.  About 15,000 jobs could be created at the industrial park with the present employment level of around 2,000 expected to rise to between 4,000 and 8,000 in the next ten years.  (Discussions with Gosford City Council, Central Coast Express Advocate 22-7-05, 6-7-05)

The new Gosford City Vision – a draft plan developed by the NSW Government’s Cities Taskforce and Gosford City Council – was released by the NSW Planning Minister in November 2006.  Highlights of the vision include:

Plans for 6,000 new jobs.

A waterfront recreation and cultural precinct.

A transport hub around Gosford Railway Station.

A new town square at Kibble Park.

Several commercial and residential developments.

A medical and health precinct around Gosford Hospital.  (Sun Weekly 16-11-06)

The draft Central Coast Regional Strategy was released by the NSW Government in September 2006.  The region’s population is expected to grow by 64,250 people by 2031 with 36,000 additional dwellings.  The strategy plans for an additional 35,300 jobs through the promotion of Gosford as a regional city and Tuggerah-Wyong as a major centre.  The strategy aims to increase local job opportunities to maintain or reduce the current 25 per cent outward commuter rate and proposes a Regional Economic Development and Employment Strategy to help do this.  (NSW Department of Planning website)

Developments in the remainder of Central Coast ESA

The draft Central Coast Regional Strategy identified two major projects in the Wyong Shire as State Significant:

Warnervale town centre will house between 4,000 and 5,000 residents along with retail, commercial and community areas.

Wyong Employment Zone is expected to generate 6,000 jobs.  (NSW Department of Planning web site)

The Wanervale/Wadalba Urban Release Area is the growth area for the Wyong Shire Council.  It includes a mix of new residential estates, an established residential village at Warnervale and rural areas.  The release area will house about 40,000 new residents over the next 15-20 years.  (Wyong Shire Council web site)

The second stage of the redevelopment of the old Bateau Bay landfill site into parklands and sportsfields began in March 2007.  The work will incorporate a range of sporting facilities including an Australian Rules football field that will also accommodate six softball diamonds and two junior soccer fields, a multipurpose hardball court, two children’s playground areas, a new amenities block and car parking for 160 vehicles, and walking and cycling pathways.  The project is expected to be completed by February 2008, with the turfed playing fields ready for use by October 2008.  (Wyong Shire Council media release 26 April 2007)

Lake Haven (near Budgewoi) Megacentre, a major new shopping complex, opened in July 2007.  The two major tenants - Bunnings and Harvey Norman - will employ about 150 staff between them.  The other nine stores in the centre will open progressively over the next few months with the complex expected to be fully operational by Christmas 2007.  The $33m centre took 10 months to build with a labour force of 300.  (Sun Weekly 5-7-07)

A new $20m industrial park is being developed north of Wyong.  Prime Industrial Park has the capacity to accommodate about 100 businesses and generate around 1,000 jobs.  Wyong Shire Council is accepting development approvals for the park and a couple have been approved.  (Discussions with Wyong Shire Council September 2007, Central Coast Express Advocate 19-10-05)

The development application for the expansion of Tuggerah Supa Centa is currently being assessed by Wyong Shire Council following the gazettal of the rezoning from the NSW Department of Planning.  It is estimated that the expansion would create 75 construction jobs and 100 retail jobs.  (Discussions with Wyong Shire Council September 2007, The Daily Telegraph 26-07-05)
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Listed on the screen are some issues we think might be worth considering as a group.
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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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We have a strategy to help us in evaluating the workshops and to help us further develop and refine the ‘better connections’ concept.

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

One of the functions DEWR performs is to follow up leads for projects that might be suitable for funding through one of our funding models. We are happy to discuss ideas and strategies you might have or follow up leads for possible projects to better engage the client groups we have talked about today. 
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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.

