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Welcome and thank you for coming.  

It is good to see representatives here today from a wide range of organisations – not only Australian Government funded but also a range of other service providers, 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 this financial year and the next financial 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 activities resulting from previous workshops I’ll just give a few brief examples of the sorts of work underway.

In Atherton, Queensland, a project is under development to examine the feasibility of a 9 month traineeship in the fruit picking area as a way to address significant labour shortages. The feasibility of the establishment of an Indigenous Meats butchery is also being investigated in this area which will see the creation of employment and business opportunities for Indigenous job seekers in the local area.

In the North Western region of Adelaide, a communication channels strategy is being developed to disseminate labour market information to stakeholders. This strategy will provide a central location for a range of local labour market information and programmes that can be accessed by employers and job seekers.
A working party was established to address a Language, Literacy and Numeracy (LL&N) issue. The working party researched and located LL&N programmes being run by various organisations and a range of resources which was then distributed to all the Job Networks.

Issues that have been identified in the local region include:
· Identify issues and/or barriers for target groups to engage in employment and training

· Develop sustainable partnerships with community, government, service providers and industry to optimise opportunities for target groups

· Enable disadvantaged individuals to access up-skilling opportunities in partnership with industry.
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Welcome and Introductions – as mentioned we have a range of relevant organisations here today and no doubt during the break you will have the opportunity for networking. We have provided 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 – the presentation will provide you with a range of local demographic and labour market information – which will give a good profile of the region and form the basis for discussion.

Identification of Main Themes/Issues – we will be looking here for ideas and opportunities to better connect labour demand and supply in your local area.
Developing 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.
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This map shows the Whyalla Employment Service Area (ESA).

This is the region that we will be looking at today.
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This is a broad profile of the Whyalla ESA. 

Working Age Population (WAP)
Whyalla ESA has a WAP (those aged between 15 and 64 years) of slightly more than 15 000 people (June 2005).
The age profile of the workforce in Whyalla is broadly in line with the rest of South Australia (SA).
Proportion of the population aged 45 – 64

· 38.2 per cent of the WAP are aged 45-64 (many of whom are approaching retirement) compared to 38.6 per cent for the state.

Proportion of the population 65+

· 18.4 per cent of the adult population are aged 65 and over, compared with 18.7 per cent for SA.

The Unemployment Rate has declined significantly over the past 2 years
In the 12 months to September 2006, the unemployment rate for the Whyalla ESA averaged 5.7 per cent which is higher than for SA (5.0%). 

· 5.7 per cent (while above the state unemployment rate) represents a significantly improved unemployment rate for Whyalla which, up until two years ago, was consistently greater than 10 per cent.  

The improved labour market conditions (caused in part by the strong growth of the mining sector and its flow on effects, combined with the resilience of the local Steel industry with employs more than one in five local workers) suggest that job seekers who may have struggled to find employment in the past now have greatly improved job prospects.

ABS monthly unemployment rates for December 2006 were:

· SA - 5.6 per cent
· Australia - 4.6 per cent 
WAP on Centrelink Benefits:

· Approximately 31 per cent (almost one third) of the WAP (15-64) in the Whyalla ESA are on some type of Centrelink allowance. This is much greater than the state average of 21 per cent.  
· While many of these people are not currently in a position where they are ready and able to work, there are many others who are – particularly in a part-time capacity. Frequently job seekers from less traditional sources, such as those on Disability Support Payment and Sole Parent Pension are hardworking, reliable and loyal workers, and can help alleviate the difficulties employers face finding appropriate staff for their business.   

Education

A slightly lower proportion of the Whyalla residents (aged 15+) had completed post school qualifications (29.4%) when compared with SA (32.0%) and a significantly lower proportion (6.1%) had completed a degree, compared with the state (10.7%). (2001 Census)
Diversity

About one fifth of the population in the Whyalla ESA (20.4%) were born overseas (compared to 20.3% for SA), but only six per cent of the local population were born in non-English speaking countries compared to 10.3 per cent for SA overall. (2001 Census)

At the time of the 2001 Census, about 2.3 per cent of the population identified themselves as Indigenous. 
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Next we will look at what employers are telling us about their recent recruitment experiences.

Information on the recent recruitment experiences of employers helps us monitor labour and skills shortages and identify employment opportunities for job seekers. The extent to which employers have difficulty finding workers for their business varies significantly depending on the industry that they operate in, the occupation for which they are attempting to recruit for and local labour market conditions.  

The primary source of information on skills shortages is the department’s Skills in Demand List. This report is based on employer surveys across SA and publishes information on shortages for a number of Trades, Professional and Information Communication Technology occupations.  In particular this list might be useful in helping you (Job Network members) to identify apprenticeship & traineeship opportunities that job seekers could tap into. The Skills in Demand List is published on the department's Workplace site (www.workplace.gov.au/skillsindemand) and we have also placed a copy of this list in your packs.   

Also in your packs is a copy of Australian Jobs 2006. This publication provides information on future employment opportunities including a matrix of the job prospects for over 400 occupations. 

To provide a better understanding of employment opportunities in the Whyalla ESA, DEWR ran a survey of employers’ recent recruitment experiences in December 2006. In this survey we asked employers about their recent experiences recruiting workers in the region which provided us with valuable information on local shortages and recruitment difficulties. Importantly, information was gathered from local employers about their recent experiences recruiting for lower skilled jobs as well as for high skilled occupations.  
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The Whyalla Recruitment Experiences Survey collected information from 146 businesses across 12 major industries. 

In this survey many employers reported difficulties filling vacancies over the past 12 months.

· 55 per cent of recruiting employers said that they found it ‘difficult’ to fill vacancies for one or more occupations. 
· Almost 10 per cent of vacancies remained unfilled (although this figure was inflated by a couple of employers with a high number of unfilled vacancies).  

· In addition to this seven per cent of employers were unhappy with the staff they hired.
· This was most commonly because they quit shortly after accepting the position.
The extent that employers had difficulty filling vacancies, however, varied considerably between occupations. Survey results showed that recruitment difficulties were most severe among employers trying to fill trades based positions.  
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This chart shows the extent that employers had difficulty filling positions for high and lower skill occupations.

High skill occupations (the first pair of bars in indigo) generally require a significant amount of training and include Professional & Trades positions.

Lower skill occupations (light blue), require little if any training. Job Network and Job Placement Organisations (JPOs) most commonly deal with these occupations which include jobs such as Sales Assistants, Waiters, and Labourers.

Looking first at the high skill occupations in indigo. 

· The dotted bar on the left shows the proportion of employers who found the occupation difficult to recruit for. In this case we can see that well over half (60%) of employers who had most recently recruited for a high skilled job found it difficult to fill vacancies.  

· The striped bar on the right shows the proportion of employers who did not fill all their vacancies. So we can see here that 23 per cent (almost one quarter) of employers who recruited for a high skilled occupation did not fill one or more of their vacancies.
These results suggest that local employers had considerable difficulty filling vacancies for high skill jobs.

Employers had less difficulty filling vacancies for lower skill jobs.
· 37 per cent of employers found recruitment difficult.
· Six per cent of employers had one or more unfilled vacancies.
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This chart shows the occupation groups that were most commonly identified as being ‘difficult to fill’. Again, high skill occupation groups are presented in indigo on the left and lower skill jobs in the lighter blue colour (on the right).
· High skill occupations include Professionals, Associate Professionals (which include a wide range of occupations such as hotel supervisors, chefs, enrolled nurses and police officers) and Tradespersons.
· Lower skill occupations include Intermediate Clerical, Sales and Service Workers (such as bar attendants), Intermediate Production and Transport Workers (drivers), Elementary Clerical, Sales and Service Workers (sales assistants) and Labourers.

What stands out most on this chart is that of all the occupations reported as being difficult to fill, 42 per cent were for the Trades occupations. 

· For this occupation group one quarter (25%) of all vacancies remained unfilled.
While employers in many regions report significant difficulties recruiting Tradespersons, the extent that this is the case in Whyalla is much greater than we usually see.

Many employers also reported that they were unable to fill positions for Trades based apprenticeships.

Local employers most commonly reported difficulty filling positions for Welders, Motor Mechanics, Electricians, Refrigeration and Air-conditioning Mechanics and Butchers (all these occupations can be found on the Occupations in Demand List that you have in your packs).  
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This chart shows why employers had difficulty filling positions by skill level.  

Unsurprisingly the technical skill requirements of the job was the most common reason that employers found high skilled positions difficult to fill (77%) – the bar in indigo on the far left.

Technical skills requirements were reported by 83 per cent of employers reporting difficulty filling positions for Tradespersons. This suggests that there is a shortage of job seekers in the region with the appropriate skills to fill many Trades based vacancies.
· Technical skill requirements were also the most common reason that employers found lower skill jobs difficult to fill (51%) - the light blue bar.  

· This result reflects the importance that many employers seeking to fill lower skill jobs place on finding workers that require minimal if any training. This also suggests that workers with relevant training and work experience have a distinct advantage over other job seekers.  
The location of the job was reported as a source of recruitment difficulties for 27 per cent of employers with difficulties filling high skill jobs (and was of particular concern to employers recruiting Professionals), but was of less concern to employers recruiting for lower skill positions (17%).

Working hours was reported by more than 30 per cent of employers as a cause of the lower skill recruitment difficulties. This was an issue particularly for employers recruiting for hospitality workers that are frequently required to work non-standard hours. 

· High skill (8%)

17 per cent of employers said that they had difficulty filling low skill positions because it was hard to find staff with the soft skill requirements of the job (such as communication skills and teamwork skills). 

· 3.8 per cent of employers said that this was a source of difficulty filling high skill jobs.

And finally, about 8 per cent of employers said that the actual process of recruitment was difficult and time consuming. This may suggest further opportunities for Job Network members (JNMs) and JPOs to help local businesses with their recruitment needs.         

To help improve the skills development of job seekers, the Australian Government (in the May Budget for 2006/07) committed $2.7 million to provide 70 000 disadvantaged job seekers with accident and personal liability insurance for work experience trials. 

As part of the Welfare to Work reforms announced in the 2005-06 Budget, the Government has provided additional funding for vocational training such as Australian Apprenticeships and Pre-Apprenticeships.

Additional assistance was also given to those receiving the Disability Support Pension and Parenting Payment to help them move into work.

From 1 January 2007, a new Government initiative – the Work Experience Placement programme – commenced. This programme is available for Job Network and Disability Employment Network (DEN), and for Vocational Rehabilitation Services from 1 July 2007. The measure allows eligible job seekers to take part in work experience in most businesses, so they can gain skills and experience and sustainable ongoing employment. The Australian Government will provide personal accident and public and products liability insurance for job seekers participating in Work Experience Placement. In your information pack, there is a fact sheet where you can find out more information about this new initiative.
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For each occupation group, this chart shows: 

· the average number of applicants per vacancy by occupation group (the dotted bars on the left)

· the average number of applicants employers regarded as being suitable for the position for which they had applied (in striped bars on the right). 

· The numbers below the bars refer to the total number of vacancies for each occupation group.

While these are average figures and the number of applicants for each vacancy varied, it does give us a general indication of the number of people applying for jobs across each occupation group and the number of applicants who were rated as suitable. 

We can see from this chart that employers generally received fewer applicants for higher skilled jobs and that on average less than one applicant was ‘suitable’ for each highly skilled vacancy. 

Another notable finding was that almost six applicants were received for each Elementary Clerical, Sales and Service vacancy (sales assistants and checkout operators). Employers advertising vacancies for these occupations could afford to be choosier about who they employed and applicants faced a high level of competition for these positions.  

There was less competition for Intermediate Clerical, Sales, and Service jobs suggesting that a job seeker who had completed a short hospitality, child care, or basic office admin course could improve their employment prospects.       

Information from a limited number of employers suggests that there are reasonably good job prospects for Labourers in the region.

Overall there were an average of almost three applicants per vacancy and just over one of these applicants was regarded by the employer as being suitable for the job for which they had applied.
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This chart shows why employers found one or more applicants to be unsuitable for the job for which they had applied.

On average 63 per cent of applicants were rated as being unsuitable for the job for which they had applied.

· For high skilled jobs 49 per cent of applicants were unsuitable.

· For lower skilled jobs 66 per cent of applicants were unsuitable.

Consistent with technical skill requirements being the main reason that vacancies were ‘difficult’ to fill, employers most commonly reported that they found one or more applicants to be unsuitable because they had insufficient technical skills or expertise. Again, this was the most common reason for both high skilled (85%) and lower skilled occupations (57.5%).

Other key reasons that applicants were found to be unsuitable for lower skill jobs were:

· lack of enthusiasm for the job (employers believing that job seekers were not committed to this kind of work and/or would not stay in the job for very long) – 36 per cent of employers with unsuitable applicants  

· lack of enthusiasm among high skilled job seekers (31%) is primarily attributed to Tradespersons, many of whom have their choice of jobs and probably feel no need to impress employers should the job not meet their preferences
· inadequate soft skills (such as communication and teamwork skills) – 39 per cent (High Skilled – 15%)

· one quarter of employers (25%) recruiting for a lower skilled job reported that one or more applicants either had poor interview technique, or submitted a poorly written application (High skill – 0%). 
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Employers had strong employment expectations with 50 per cent anticipating employment growth in their business over the next 12 months.

· Only 3 per cent expected employment in their business to decline.

This is a strong result given the small size of many local businesses surveyed and points to a further tightening in the labour market over the next 
12 months.
Employers in Manufacturing, Retail and Accommodation, Cafes and Restaurants all had above average employment expectations for the next 
12 months. 

DEWR in a publication titled Workforce Tomorrow estimated that in the five years to 2010 the impact of population ageing will result in approximately 
195 000 fewer workers across Australia. Tradespersons are forecast to be particularly hard hit by the impact of population ageing which is anticipated to exacerbate current shortages in this occupation group.

The high proportion of employers expecting to increase employment numbers in their businesses, combined with the many mature age workers approaching retirement age point to the likelihood of worsening recruitment difficulties in the region. The extent to which current shortages increase (particularly in the trades) will depend greatly on the extent that the supply of suitably trained workers increase in the region. 
Many employers appeared to recognise the need to train staff. Almost half (48%) of employers who expect to recruit in the next 12 months said that they would be willing to hire a worker under an Australian Apprenticeship or Traineeship.
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Next we will look at a range of vacancy data for the Whyalla ESA.
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This chart shows vacancies lodged and filled by JNMs and JPOs in the 
12 months to November 2006. Each bar (both dotted & striped portions) represents the number of vacancies lodged. The number of those vacancies filled is indicated by the darker dotted bar.

We can see a high proportion of vacancies in the Property and Business Services industry. In part, this is because JPOs tend to advertise vacancies as being with their organisation (which fall within the Property and Business Services sector) rather than with the actual employer – hence this industry sector is likely to be overstated and other industry sectors understated. 

There is also a high number of vacancies in the Manufacturing and Retail industries, which are the two largest employing industries in the region.  

In total across all industries, 55.2 per cent of the vacancies were filled.  

· This is the above the average fill rate for vacancies across the state (46.5%) and for Australia overall (46.3%).

While this is a relatively high fill rate, the above average number of unemployment persons and Centrelink Beneficiaries in the area suggest that there may be scope for further improvements to the take up of vacancies by the unemployed.  

· Improving job seeker skills through work experience might be one way to improve the fill-rate in Whyalla.

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 JNM or Job Placement Provider.

Please also note that the fill rate includes figures for job seekers who found their own employment.

JPOs provide an employer-focused recruitment service that meets the recruitment needs of employers and provides the opportunity for eligible job seekers to gain employment through access to a large number of diverse vacancies. JPOs will advertise vacancies, screen and refer job seekers. 
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This chart shows the number of Australian Apprenticeship commencements in Whyalla in the 12 months to October 2006. This is useful as it gives us an indication of the industries which have the greatest opportunities to place job seekers into Australian Apprenticeships. 

· In total there were 327 Australian Apprenticeship commencements in the region. (DEST data 12 months to October 2006)
· This compares to the 89 Australian Apprenticeship vacancies filled by Job Network over the same period.

· As you can see from the chart there are high numbers of Australian Apprenticeship commencements in Manufacturing, Property and Business Services* and Retail Trade. 

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 (GTOs), to place more job seekers into Australian Apprenticeships.

Connections between employment services providers and Australian Apprenticeships Centres (AACs) will be assisted by arrangements that came into effect with the new contract for Australian Apprenticeships Support Services on 1 July 2006.  Beginning 1 July 2006, AACs have been encouraged to become JPOs to provide Australian Apprenticeships placement service which targets young people who have recently left school, out-of-trade Australian Apprentices and other appropriate job seekers. AACs that decide not to become JPOs will be required to establish formal linkages with JNMs and/or Job Placement Licensed only Organisations to facilitate Australian Apprenticeships placements. 

To encourage JNMs to refer job seekers to the Australian Apprenticeships Access Programme, changes have been made to allow JNMs to get star rating recognition for placements arising from the Access Programme even in circumstance where the JNM is unable to claim an outcome payment. JNMs are prevented from claiming an outcome payment if the payment is less than the amount paid to the Access Programme Broker.

Skills for the Future
On the 12 October 2006, the Skills for the Future package was launched by the Prime Minister, with new investments totalling $837 million over five years to help build a more highly skilled and responsive workforce to support Australia’s long-term economic growth. 

From 1 January 2007, the Australian Government will invest $408 million over five years to support people aged 25 years and over who do not have Year 12 or equivalent qualifications.  

Each year, up to 30 000 vouchers valued at up to $3000 will be made available to individuals in this group. Courses for which the vouchers can be used in TAFEs and private or community colleges will be all accredited literacy/numeracy and basic education courses and all vocational Certificate II courses. In priority order, vouchers will be allocated to: 

· unskilled workers wishing to acquire qualifications 

· income support recipients, such as parents and carers returning to the workforce
· unemployed job seekers in receipt of income support and participating in the Job Network who are undertaking active job search 

· people not in the labour force, either voluntarily or because of carer responsibilities, who intend to seek work after achieving their qualification. 

From November 2006, individuals will be able to check their eligibility for a voucher through the website (www.dest.gov.au) or through the telephone hotline which is operated by the Department of Education, Science and Training (13 38 73).
A proportion of Australian Apprenticeships Commencements in the Property and Business Services category are associated with GTOs and the actual apprenticeship or traineeship might not relate specifically to Property and Business Services.  
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We have seen what industries and occupations are prominent in this area and the difficulties employers are experiencing when trying to fill vacancies.

Migration may be a small part of the answer to meet employer needs for skilled labour. However, Australia is competing with other countries such as England, New Zealand and much of Europe for skilled labour. Migration is therefore likely to be a small part of the overall answer to meeting employer’s labour and skill requirements. We therefore need to look at the labour supply in the local area as the primary answer to dealing with labour and skill needs.

Now we will look at other valuable sources of labour such as Centrelink and Job Network customer populations, which include people on Disability Support Pensions and Parenting Payment recipients who are a largely untapped pool of potential workers.
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This chart shows the number of people in the Whyalla ESA whose main source of income is likely to be one of the Australian Government allowances listed. These recipients are broken down by age groups with persons aged between 15 and 44 indicated by the darker dotted portion of the bar and those of mature age (45–64) indicated by the striped portion of the bar. 

Despite improving economic conditions in the region, there is a significantly higher number of people on Centrelink benefits than we usually see for a region with the population of Whyalla.  

· As I mentioned earlier (almost one third) 31 per cent of the WAP 
(15–64) in the Whyalla ESA are on some type of Centrelink allowance compared to 21 per cent across SA.  

Most prominent are the high numbers of people receiving the Disability Support Pension (1514 people), which accounts for 30.8 per cent of all Centrelink recipients. 

· Persons aged between 45 and 64 account for the majority of Disability Support Pension recipients in Whyalla ESA (66.4%). 

We can also see a high number of people on Newstart Allowance (1020) and Parenting Payment Single (813). 

A better way to look at this is to compare the Centrelink customer population with the number of people who are active on JNM caseloads.
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This chart shows both the Centrelink Customer population and the number of people who are active on JNM caseloads. We can see here that Newstart and Youth Allowance recipients are engaged well with Job Network – however only a small proportion of those receiving the Disability Support Pension and the Parenting Payment Single and Partnered allowances are engaged with Job Network. 

· 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.  

There has been a significant increase in the participation requirements for single and partnered parents with school age children. Parents applying for Parenting Payment since 1 July 2006 now receive Parenting Payment while their youngest child is less than six years old. When their youngest child turns six, this group of parents will receive enhanced Newstart Allowance and be subject to an obligation to seek part-time work of at least 15 hours per week. Parents with a youngest child aged 6–15 years who now claim income support have an immediate requirement to seek 15 or more hours of work a week. 

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, receive Newstart Allowance or Youth Allowance, if they meet the means test and other eligibility criteria. 

Some of these people who are in receipt of an Australian Government allowance may have been referred to a DEN provider. Currently DEN providers in the Whyalla ESA have a contract capacity of 41 positions.

Work is 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 six 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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Whyalla Industrial Park Development
A new industrial Park encapsulating $60 million of industrial development and accommodating up to 400 new jobs. Major tenants include Cavpower who are establishing their Heavy Vehicle (Mining and other plant) Service and Assembly Centre and Ausmelt Smelting Operations which is commercialising this demonstration plant for the processing of zinc residues.
King Fish Harbour Aquaculture Project
Commercial harbour to service the aquaculture industry in Fitzgerald Bay (upper Spencer Gulf Area). Further investment is sought for this project.  Project Cost: $1.8 million.
Legends Residential Estate Development
This new residential development will combine 55 lots of community style housing for retirees (including a recreational centre) with a further 55 allotments for conventional housing development.
Civic Building Redevelopment
Expansion of the current civic centre to accommodate new council chambers. 
Central Library Project
Project to develop a new Centralised Public Library to replace two small facilities.
 Whyalla Jenkins Residential Development
A new housing development of 80 housing allotments with potential for an additional 220 sites. 
Regional Theatre Upgrade
Upgrade of the State’s four regional theatres in Whyalla, Renmark, 
Mt Gambier and Port Pirie. Project Cost: $2.5 million.
Mt Millar Wind Farm
The Eyre Peninsulas biggest wind farm – the Mt Millar Project – is being established along an escarpment between the towns of Cowell and Cleve. The wind farm will generate 70 megawatts of electricity from its 35 wind turbines – that is enough for about 36 000 typical households. It will capture the environmental benefits of wind farms now the fastest growing form of renewable energy throughout the world. Because wind farms do not emit greenhouse gases in the generation of electricity, they are considered a highly desirable form of renewable energy. The project will provide SA with additional generation capacity and sustainable community benefits with minimal environmental impacts.
Whyalla Terminal Substation Replacement
A project to replace aged assets at Whyalla Terminal substation by rebuilding the 132kV switchyard, protection and control equipment to current standards. Project Cost: $21 million.
Olympic Dam Desalination Project
SA Government has committed to building the southern hemisphere's biggest desalination plant at the top of Spencer Gulf with most of the water from the plant to be used by BHP Billiton to service the $6.5 billion expansion of the Olympic Dam mine.
Roxby Downs/Olympic Dam Expansion (BHP Biliton)
The proposed expansion of Roxby Downs is likely to see operations converted to open pit and will be one of the biggest of its type in the world. Establishing the open pit will require the removal of around a million tonnes of over burden every day for four years. Once completed, the expanded mine will produce around 40 million tonnes of ore to the new processing plant each year. The plant will produce significantly more metal in each of the commodity groups using similar technologies to those currently employed. The impact on Whyalla in the short term is in the area of engineering and other support along with the bleeding off of a large number of skilled and semi skilled workers to work in the current mine. In the longer term it will draw on building and other trades for infrastructure development as well as providing direct ongoing opportunities for work in the mine itself.
Oxiana Mines Prominent Hill Mine development
The development of this major copper and gold mine at Prominent Hill 
(650 km  North West of Adelaide, 130 km North West of Roxby Downs) has significantly increased demand for heavy engineering and other support services in Whyalla and will directly and indirectly lead to the creation of many hundreds of new jobs within the region.
Eyre Peninsular Water Supply Upgrade
Interconnection of the Eyre water supply distribution system with the 
Morgan-Whyalla Pipeline by the construction of a new pipeline from Iron Knob to Kimba a distance of about 90km. The project includes new pump stations at Iron Knob and Kimba and other works in the existing system from Kimba to Lock to facilitate the reversal of flow in this section of the system. Project Cost: $48.5 million.
OneSteel Project Magnet
$325 million Project Magnet to commercialise OneSteel’s magnetite iron ore resource and upgrade the Whyalla Steelworks. The project will generate in excess of $1.5 billion in additional revenues over the life of the project.
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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. The SA State Office is happy to discuss ideas and strategies you might have or follow up leads for possible projects to better engage the client groups we have talked about today. Please feel free to contact myself or members of my team regarding mature age projects, employer demand demonstration projects or the employment innovation fund. 
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Thank you for participating.
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