Wangaratta Better Connections Workshop

Ovens Employment Service Area

20 November 2007

Bendigo Office – John Fletcher

Welcome and thank you for coming.  

(Welcome to Country – Uncle Wally Cooper) 

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.
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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:

Horsham BCW 

Apprenticeship Centre to conduct an information session for PAGES to provide information on Apprenticship services and facilitate better linkages between PAGES and Apprenticeship Centres 

In consultation with local employers, conduct an employer forum to connect employers and PAGES and increase opportunities for Welfare to Work groups.  

Shepparton (BCW) 

Form a collaborative working group of stakeholders that are involved in the employment sector to develop a coordinated approach to employers and the above target groups, by providing both groups with sufficient information to break down ongoing barriers to employment.

Mildura BCW 

ACC to Co-ordinate identification of existing employer forums to be used as a vehicle to promote the Welfare to Work message to employers. 
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Welcome and Introductions
Better Connections presentation – Peter Frankis, Director, 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 Ovens Employment Service Area (ESA) and this is the region that we will be looking at today.
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This is a broad profile of Ovens.

Working Age Population (15-64) (Source: ABS Population by Age & Sex, June 2005)

In the Ovens ESA there is a total adult population (15+) of around 91 200 and a working age population (those aged between 15 and 64 years) of around 72 600 (or about 80% of the adult population). In general, the population in the Ovens area is older than for Australia, For instance,

Persons aged between 45 and 64 account for 42.6% of the working age population, as compared with 35.9% for Victoria and 36.4% for Australia as a whole. This is important, as it indicates the proportion of people approaching retirement is significantly higher than that of Victoria and Australia.

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

In the 12 months to June 2007, the unemployment rate for the Ovens ESA was 3.6%.  This figure has been falling steadily over the 12 months to this period (down 2 percentage points since June 2006), and remains below the comparable State and national figures¹ (4.8 and 4.6% respectively). There is some variation in the unemployment rate across the region, ranging from 2.3% in Delatite - North SLA to 5.5% in Delatite – Benalla. 

Centrelink (Source: Centrelink administrative data, September 2007 based on ABS Population Estimates 2005)
Overall, as at September 2007, 19.3% of the Ovens working age population were in receipt of a Centrelink benefit, which is higher than the comparable rate for Victoria (17.4%) and Australia (17.5%).

Education (Source: ABS, 2006 Census of Population and Housing)
ABS 2006 Census data indicate the population of the Ovens ESA have, on average, achieved lower levels of educational attainment when compared with Victoria as a whole, with 10% of the Ovens adult population having attained a degree or higher qualification (compared with 17.2% for Victoria) and 36.9% having attained a non-school qualification (compared with 41.1% for Victoria)

Diversity (Source: ABS, 2006 Census of Population and Housing)
At the time of the 2006 Census, 10% of the population were born overseas, which is significantly lower than for Victoria (25.5%). The proportion of the population born in a non-English speaking country was also significantly lower (5.0% compared with 18.5% for Victoria).

Indigenous (Source: 2006 Census of Population and Housing)

At the time of the 2006 Census, 476 adults in the Ovens ESA identified themselves as Indigenous, representing 0.5% of the adult population (1.8% of the Australian adult population identified as Indigenous). The unemployment rate in this group was significantly higher than the overall unemployment rate for the region at the time of the Census (15.9% compared with 4.6%).

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

¹ Most current ABS seasonally adjusted unemployment rate for both Australia and Victoria is 4.3% (October 2007). 

Unemployment rates by SLA (June 2007)

Delatite (S) – Benalla

5.5 
(Labour Force – 4392)

Delatite (S) – North


2.3 
(Labour Force – 2910)



Delatite (S) – South


3.5 
(Labour Force – 3754)


Mitchell (S) – North


4.4 
(Labour Force – 5959)


Mitchell (S) – South


2.8 
(Labour Force – 9206)


Moira (S) – East


3.5 
(Labour Force – 4083)

Murrindindi (S) – West

3.0 
(Labour Force – 4058)


Strathbogie (S)


3.3 
(Labour Force – 4915)

Alpine (S) – East


3.3 
(Labour Force – 4444)

Alpine (S) – West


3.6 
(Labour Force – 2466)

Indigo (S) - Pt A


2.4 
(Labour Force – 5994)



Indigo (S) - Pt B


3.1 
(Labour Force – 1992)

Wangaratta (RC) – Central

4.8 
(Labour Force – 8644)



Wangaratta (RC) – North

2.4 
(Labour Force – 2564)

Wangaratta (RC) – South

2.4 
(Labour Force – 3601)


Yarra Ranges (S) - Pt B
 
8.6 
(Labour Force – 268)*

* Due to the small size of the labour force, care should be taken when interpreting these estimates. 
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Another important part of the profile of the Ovens area is the distribution of employment across industries (Source unless stated: ABS 2006 Census of Population and Housing).

This chart shows the distribution of employment across industries in the East and West Ovens-Murray Statistical Subdivisions. While it does not directly align to the Ovens ESA boundaries, it does provide us with valuable insights into the industry profile of the region. 

As can be seen from the chart, at the time of the 2006 Census, the Retail Trade industry was the largest employing industry in the Ovens area and accounted for 15% of employment. Other major employing industries were Manufacturing, Health and Community Services and Agriculture, Forestry and Fishing (14%, 13% and 12% of total employment respectively). 

Employment in the Agriculture, Forestry and Fishing industry in this region was considerably higher than in Victoria as a whole (12% as compared with 3%).  The Accommodation, Cafés and Restaurants industry also accounts for a significantly higher proportion of employment in the region (8%), when compared with Victoria (4%).

Since the 2001 Census employment in the region has grown 6%. This employment growth has been particularly strong in the Health and Community Services (up 702 workers), Government Administration and Defence (up 469 workers), Construction (up 364 workers) and Retail Trade (up 316 workers) industries, while employment in the Manufacturing (down 376 workers) and Wholesale Trade (down 41 workers) industries has decreased. Employment in the Agriculture, Forestry and Fishing industry has also declined (down 145 workers) which largely reflects the impact of the drought with much of the region exceptional circumstances declared. This decline may also reflect the closure of the Myrtleford’s tobacco industry in late 2006 which had directly employed approximately 200 full time and 630 seasonal workers (Source: ABS 2001 and 2006 Census of Population and Housing). 

In the Ovens ESA, mature age workers account for a large proportion of workers in the Agriculture, Forestry and Fishing and Education industries. As a consequence, these industries may be more exposed to the effects of an ageing population as the workforce within these industries approaches retirement. (Source: ABS 2001 Census of Population and Housing).

Common types of agriculture in the Ovens ESA:

· Viticulture

· Fruit

· Beef

· Dairy

· Sheep

Background to Myrtleford tobacco closure

Myrtleford’s tobacco industry was closed down in late 2006. It was a huge part of the Alpine Shire’s economy.

On 26 October 2006 local tobacco growers accepted a 'buy-out', comprising of a package to stop growing. The council and state government were aware this was happening and they worked together to set up a tobacco industry group to assist the transition.  There was an immediate impact on some 132 growers, up to 70 employees (part time, fulltime and casual) of the Tobacco Cooperative of Victoria and some 700 families in the Ovens, Kiewa and King Valleys. The direct ‘farm gate’ value of the industry to the region was about $30 million annually, and it directly employed approximately 200 full time and 630 seasonal workers. Of those farmers 70% derived an income from tobacco alone. Tobacco was grown on up to 1400 hectares across the shire. The Myrtleford district grew 63% of Australia’s tobacco. 
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Next we look at the recruitment experiences of employers in the Ovens area.

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 current skills in demand in the Ovens 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 difficulties that local employers face and can identify labour market opportunities into which employment service providers can tap.

The Ovens Survey of Employers’ Recruitment Experiences collected information from 322 businesses. Over half of these respondents were from small businesses, employing between 2 and 4 staff (only 10% of respondents employed 20 or more staff). The responses were concentrated across 9 key industries. 

Overall the survey found that:

46% of employers surveyed had recruited or attempted to recruit in the past 12 months. Compared with other regions surveyed, this is a significantly lower level of recruitment activity, which is related to the high number of small businesses who responded to the survey (small business tend to recruit less frequently). Recruitment activity was highest in the Education (74%) and Health and Community Services (62%) industries, and lowest in the Accommodation, Cafés and Restaurants (27%) industry and in the drought affected Agriculture, Forestry and Fishing industry (31%).

Overall, these employers had attempted to fill 743 vacancies and, of these, 7% (52) were not filled. This proportion of unfilled vacancies is lower than the average for other regions surveyed across Australia to date (9.1%). Recruitment success varied significantly across industries. For instance, employers in the Construction, Education and Accommodation, Cafés and Restaurants industries reported a high proportion of vacancies unfilled (20%, 16% and 14% respectively). 
Businesses employing between 2 and 4 staff reported the highest proportion of vacancies unfilled (10 vacancies or 13%) than other sized employers.

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, 16% of employers who had attempted to recruit reported one or more unfilled vacancies in their business. This proportion was highest in the Construction (29%), Accommodation, Cafes and Restaurants (25%) and Health and Community Services (23%) industries. 

Finally, of the employers who had attempted to recruit, two thirds (67%) reported difficulty filling vacancies. Reports of difficulty were generally high across all industries, but were most prevalent among employers in the Health and Community Services (85%), Construction (76%) Accommodation, Cafés and Restaurants (75%), and Transport and Storage (75%) industries. 

Key industries – No. of Employers Surveyed

Retail Trade – 65

Accommodation, Cafés and Restaurants – 60

Manufacturing – 38

Agriculture, Forestry and Fishing – 35

Construction – 34

Property and Business Services – 32

Health and Community Services – 21

Education – 19

Transport and Storage – 10

Other industries surveyed

Wholesale Trade – 7

Personal and Other Services – 1

Total  
322
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One of the key indicators to measure 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 and this chart shows the number of vacancies that were reported by employers in the Ovens area. These are broken down by skill level and whether the employer filled the vacancy with suitable staff whom had no development needs (blue section), filled the vacancy with staff whom 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 for higher skilled occupations (87), such as teachers, nurses and tradespersons. This skill group experienced the highest proportion of unfilled vacancies (22 vacancies or 25%). In addition, 13 vacancies (or 15%) were filled with a job seeker who required development by the employer. Such results suggest that there may be a shortage of skilled or educated job seekers in the area. 

Employers with medium skilled vacancies had the most success in filling vacancies, with 98% of positions filled. However 7% of these vacancies were filled with staff who required development. 

Employers with lower skilled vacancies had some difficulty filling vacancies with 11% of vacancies (or 6) not filled. In addition, a further 11% were filled with staff who required development. 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 48% of employers who had hired staff requiring development), development through gaining experience in the field of work (19%) and induction and training in OH&S (14%).  

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

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 found that there was an average of 3.9 applicants per vacancy in the Ovens ESA, which is similar to the average levels seen in other areas surveyed by the department.

The level of competition for vacancies varies with the type and skill level of an occupation. As we can see from this chart, medium skilled occupations generated the most interest from job seekers with an average of 5.4 applicants per vacancy, while higher skilled vacancies generated the least amount of job seeker interest (an average of 3.1 applicants per vacancy). For lower skilled vacancies there were an average of 4.0 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 Ovens area, an average of 1.7 applicants were considered suitable for the job for which they had applied. This translates into more than half of applicants being rated as unsuitable. As with competition generally, the average number of suitable applicants was highest for medium skilled vacancies (2.2) and lower among higher and lower skilled vacancies (1.3 and 1.9 applicants respectively).
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This chart shows some of the common reasons employers found one or more applicants to be unsuitable for the occupation for which they had applied, by the skill level of the occupation.

Following similar patterns observed at a national level, employers in the Ovens ESA most commonly reported that one or more applicants were unsuitable because they did not have the technical skills or expertise to perform job duties (66% of employers). 

Other reasons that were commonly reported by employers included:

A perceived lack of enthusiasm or interest in the job  (25% of employers);

Inadequate communication / team work skills (13% of employers); and

Poorly written / presented application (10%)

However, as can be seen from the chart, these results were different depending on the skill level of the vacancy. For instance, employers with higher skilled occupations more frequently reported a lack of technical skills and expertise, while employers with medium skilled vacancies (such as Waiter and Bar Staff vacancies) were the most likely to consider applicants to be unsuitable because of inadequate communication and team work skills. 

What these results emphasise is the importance of improving the job readiness of job seekers to improve local outcomes. Survey results suggest that 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. That said, there also seems to be a need to manage employer expectations regarding the skill level of job seekers, in particular those with high and medium skilled vacancies.
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All of these factors can contribute to recruitment difficulties in occupations, which were reported by 59% of employers in their most recent recruitment round. 

As with other indicators, this result is also closely linked to the skill level of a vacancy with 76% of employers with higher skilled vacancies reporting difficulty, compared with 45% of employers with lower skilled vacancies and 39% of employers with medium 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 (50%). Other commonly reported reasons for recruitment difficulty were the technical skill requirements of the job (44%), and the regional location (24%).

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 a range of skill levels, including occupations such as:

Higher skilled occupations – many of these occupations are in chronic shortage across the country (* indicates they are listed on the Migration Occupations in Demand List (MODL) :

· Chefs and Food Tradespersons* 

· Motor Mechanics* 

· Structural Steel and Welding Tradespersons*

· Secondary School Teachers

· Metal Fitters and Machinists* 

Medium and lower skilled occupations:

· Sales Assistants

· Receptionists

· Children's Care Workers 

· Bar Attendants

· Waiters

· Cleaners

· Kitchenhands 

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

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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What the preceding analysis has demonstrated is that recruitment difficulties exist across a broad range of occupations in the Ovens 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 continue to be relatively low over the next 12 months with 41% of employers surveyed expected to recruit over the next 12 months (compared with an average 48% nationally). Recruitment expectations were highest in the Education (63%), Property and Business Services (56%) and Manufacturing (53%) industries. 

The majority of this recruitment is anticipated to stem from staff turnover, with 63% of the employers who expect to recruit reporting this as their anticipated reason for future recruitment. Expectations of staff turnover were highest in the Health and Community Services (90%), Education (83%) and Accommodation, Cafes and Restaurants (67%) industries. 

A large amount of this recruitment is also anticipated to stem from employment growth.  Overall, 48% 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 (72%), Manufacturing (60%) and Health and Community Services (60%) industries.

These results suggest that demand for labour may grow in the region over the next 12 months possibly leading to increased recruitment difficulties both in attracting and retaining staff.  This expectation of recruitment difficulties is an outlook held by 59% of employers who expect to recruit in the next 12 months. 
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DEST data indicate there were 1824 Australian Apprenticeship commencements in the Ovens region during the 12 months to September 2007.  A high proportion of these commencements were in the Retail Trade (17.2%), Accommodation, Cafés and Restaurants (14.9%) and the Cultural and Recreational Services industries (12.6%).

Overall JNMs and JPOs are only dealing with a small percentage (5.9%) of Australian Apprenticeship placements in the Ovens ESA. This chart shows the number of apprenticeship and traineeship vacancies lodged with JNMs and JPOs in the 12 months to August 2007 and the number of apprenticeship and traineeship vacancies filled by JNMs and JPOs. 

We can see in this chart that there are opportunities for apprenticeships and traineeships across a range of occupations, in particular for Tradespersons and Clerical, Sales and Service Workers. 

In total, around 42% of apprenticeships and traineeships lodged with JNMs and JPOs were filled in the Ovens ESA, compared with 25% for Victoria, and 31% for Australia. 
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.
-----------------------------------------------------------

JNM/JPO apprenticeship and traineeship placements (Year ending August 2007)

Retail Trade





26

Accommodation, Cafes and Restaurants

19

Property and Business Services


15

Construction





13

Manufacturing




10

Health and Community Services


6

Government Administration and Defence
5

Personal and Other Services


5

Wholesale Trade




5

Cultural and Recreational Services

2

Finance and Insurance



1

Education





1

Total






102

DEST data on commencements (Year ending 30 September 2007)

Retail Trade





313


Accommodation, Cafes and Restaurants

271


Cultural and Recreational Services

229


Construction





204


Health and Community Services


183


Property and Business Services


181


Manufacturing




146


Government Administration and Defence
69


Transport and Storage



67


Education





50


Wholesale Trade




32


Personal and Other Services


32


Agriculture, Forestry and Fishing


27


Electricity, Gas and Water Supply


8


Finance and Insurance



5


Mining






4


Communication Services



2

Not classifiable




1


Total






1824
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There are also opportunities for employment service providers to work with businesses more broadly in the area, as the Ovens Survey of Employers’ Recruitment Experiences found that 54% 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 Ovens ESA in the 12 months to August 2007.

What this chart illustrates is that much of the activity of employment service providers is focused on Labourers and Related Workers, as well as Intermediate and Elementary Clerical, Sales and Services Workers. Combined, these occupations accounted for almost 80% of all vacancies lodged with JNMs and JPOs in the 12 months to August 2007. The majority of labourer vacancies were for General Labourers (36%), Farm Hands (32%) and Cleaners (12%). 

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

In total across all occupations, 49.8% of the vacancies were filled, which is higher than the State and national averages (42% and 45% 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 12.2% of employers);

Sign in window/ billboard (used by 2.7 % of employers); and

Word of mouth/ approached by job seeker (used by 45.6 of employers).

”Formal” methods of recruitment includes:

Through a central office (used by 2.0% of employers);

Through an educational institution (used by 4.8% of employers);

Recruitment agency (used by 19.7% of employers);

Job Network (used by 8.2% of employers);

Internet (used by 16.3% of employers);

Newspaper (used by 42.9% of employers); and

Internal advertising (used by 4.8% 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 nearly 14,000 persons of working age in receipt of a Centrelink allowance in the Ovens ESA. This equates to 19.3% of the total working age population, which is higher than both Victoria (17.4%) and Australia (17.5%)

As can be seen in this chart, the largest proportion of Centrelink recipients are receiving the Disability Support Pension, followed by Newstart Allowance and Parenting Payment Single. We can also see from the chart that the engagement with Job Network is quite high for Newstart Allowance, as you would expect, while engagement with Job Network is quite low for the other payment types.

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

Employers need to consider flexible work arrangements to accommodate parents and people with a disability who may not be able to work full time. Some examples may be changes to shift hours to better suit parents with school aged children, job sharing arrangements or sharing of employees working on a part time basis across 2 employers. 
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Labour Force profile
At June 2007, the estimated unemployment rate for the Ovens ESA stood at 3.6%, which is lower than both Victoria (4.8%) and Australia at this time (4.6%).

Compared with the national average, a higher proportion of the working age population are approaching retirement (42.6% compared with 34.6% for Australia).

With mature age issues evident in this region, there are opportunities for JNMs to engage with employers to encourage older workers to stay in the workforce. JNMs could also encourage workers to do a workforce age audit and succession planning. 

Centrelink 
Centrelink data indicate that, as of September 2007, the proportion of the working age population in this ESA in receipt of Centrelink payments is higher than the State and national figures (19.3% compared with 17.4% for Victoria and 17.5% for Australia).  Almost one third are receiving the Disability Support Pension.

7% of vacancies remained unfilled in the past 12 months

While the overall proportion of vacancies that were not filled in the last year (7%) was slightly lower compared with other regions surveyed, this varied significantly across industries. Employers in the Construction, Education and Accommodation, Café and Restaurants industries experienced the greatest difficulty (20%, 16% and 14% of such vacancies were not filled in the past year), while all other surveyed industries reported relatively low levels of difficulty.

Difficulties were evident across a range of occupations, particularly among Professional, Trades and Labourer occupations.

More than half of applicants were considered unsuitable

While there was a reasonable level of competition for vacancies in the Ovens area (with an average 3.9 applicants per vacancy), more than half 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 of the job (66%), and many applicants not demonstrating a genuine interest in the position (25%). 

Such issues can be most directly addressed by better preparing job seekers through increasing the take-up of apprenticeships, traineeships or on the job training. There may also be some need to manage the expectations of employers regarding the required skill level of job seekers. 
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Security Foods Investments Pty Ltd has made an application to EPA Victoria for construction of a meat processing facility in the North Wangaratta Industrial Estate. The Rural City of Wangaratta issued a planning permit for the construction of a meat processing facility recently. This may deliver up to 200 direct jobs and up to 600-700 indirect jobs for the region. 

The Rural City is currently working on an Ovens river project aimed at creating a mini Southbank in Wangaratta, encouraging local business to look into turning the front of their businesses around to face the river as part of a proposed river promenade. This is in early planning stages, and is a vision that is expected to take several years to complete. 

AGL will construct a $230 million, 140 megawatt (MW) hydroelectric peaking power station at Bogong, in the Kiewa Valley, the AGL hydro expansion is worth 240 million, and an expected 200 jobs will be created during the construction phase.
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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 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.

