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Executive Summary
This report details the concept and plan for the Career Development & Skills Service
(CDSS) within the G21 Region – an integrated service which encourages collaboration
between service providers to better meet the needs of jobseekers and employers. It is
regionally focused and will ensure that clients and service providers are informed and
coordinated to meet specific regional demand for stronger outcomes.
The report has been produced as the final stage of a project funded under the Australian
Government’s Innovative Regions Centre program, administered by the Department of
Infrastructure, Transport, Regional Development and Local Government.
The project has been approved due to a recognition by the Federal Government that G21
is a region undergoing fundamental change in its economy, and that this is presenting
significant challenges for both employers and those seeking work.
This project has been developed through a consultative process of engagement with a
number of different stakeholders, as well as through desktop research.
Two regional
forums have been held, 25 stakeholders have been interviewed, and surveys have been
conducted with a total of 96 employers and 65 jobseekers.

The Labour Market
In trying to identify how best to respond in times of both high and low unemployment, it
is important to understand the labour market. In order to analyse and address local
labour market issues, it is necessary to context the local labour market in terms of what
is happening on a global and national basis.
The concept of a centralised support mechanism for career and skill development has
been promoted within the G21 region for a number of years. The previous careers and
skills related research projects (reviewed in the project Interim Report) were conducted
during a time of low unemployment and worsening skills shortages. Since then, the
global financial crisis has made its impact on the international and local scene. Whilst
this may seem to indicate that the skills issue is no longer relevant, it is important to
keep two things in mind. Firstly, most financial experts forecast that the economy will
improve in the next year or so and we shall find ourselves back in a skills shortage
environment. Secondly, higher unemployment does not mean that there is less need for
assistance. In fact, this is a critical time for relevant and timely careers and skills advice
to prepare both industry and jobseekers for the return of economic prosperity.
In both the United States and Britain, job losses are spread across all sectors. Those who
are already long-term unemployed as well as older workers and young people entering
the labour market are expected to be hardest hit.
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According to ABS statistics, ‘The number of unemployed people in Australia increased by
17.4% between August 2008 and January 2009. Over this time, the unemployment rate
increased from 4.1% to 4.8%’1.
The Australian Government has been building a culture of closer cooperation with the
various State and Local Governments. This has been occurring through the work of the
Council of Australian Governments (COAG), which is the peak intergovernmental forum in
Australia, comprising the Prime Minister, State Premiers, Territory Chief Ministers and
the President of the Australian Local Government Association (ALGA).
Through COAG, the Federal Government has negotiated a number of National
Partnerships with the State Governments. These have included:
•
•
•
•
•

National Agreement for Skills and Workforce Development
National Partnership on Low Socio‐Economic Status School Communities National
Partnership on Improving Teacher Quality
National Partnership on Literacy and Numeracy National Partnership Agreement
on Productivity Places Program
National Partnership Agreement on Nation Building and Jobs Plan
National Partnership on Youth Attainment and Transitions

The Federal and State Governments are currently negotiating the arrangements for
delivery of a number of these initiatives.
As well as being a partner in the above Commonwealth initiatives, the Victorian State
Government has also been proactive in developing a number of broad reaching programs.
These include:
•
•
•
•

Moving Forward in Provincial Victoria (2005)
Securing Jobs for Your Future ‐ Skills for Victoria (2008)
Skills For Growth
Back to Work

Data provided by the City of Greater Geelong (CoGG) shows that 427 jobs were lost in the
2007/08 financial year, a further 641 in the 2008/09 financial year, and 246 already in
the first three months of the current financial year2. It should be noted, however, that
these figures do not include the many individuals laid off by small and micro businesses,
where formal redundancy processes are not in place. Whilst a number of new jobs were
also created within that same period, many of those retrenched do not have the required
skills to take up these opportunities.
According the 2006 ABS Census, the G21 Region, which comprises the five Local
Government Areas of City of Greater Geelong, Surfcoast Shire, Golden Plains Shire, Colac
Otway Shire and Borough of Queenscliff had a total population of 259,014. There is a
1

Neville, Ivan 18 February 2009, Employment Trends and the Australian Labour Market: A presentation to the Local
Government Skills Forum, www.workplace.gov.au/.../Localgovernmentskillsforum18Feb.pps
2
COGG, September 2009, Confidential Labour Market Information
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diverse industry mix within the region, with the major industries being manufacturing,
retail, health and social assistance, construction, and education and training.
When examining the data by Labour Force Region, the Barwon-Western District, which
contains G21, shows the following area profile:
•
•
•
•
•
•

Working Age Population (15-64) : 262 100
Employment Rate (15-64) : 72.5%
Unemployment Rate : 5.7%
Participation Rate : 65.7%
Teenage Full-Time UE Rate (15-19) : 23.1%
Teenage Full-Time UE to Population Ratio : 4.2%3.

This compares to a State unemployment rate of 5.8% and a national unemployment rate
of 5.8%. This would appear to demonstrate that the G21 Region is not suffering any
hardships in the current economic climate, but is actually doing better than the State
and National economies. However, within G21, there are a number of pockets of
significant disadvantage such as Corio/Norlane and Whittington, which show a much
higher unemployment situation than other parts of the Region. In fact, a recent research
report shows that Corio/Norlane’s unemployment rate is between two to three times
that for the City of Greater Geelong.
The imbalance between advantaged and disadvantaged sectors of the G21 Region is also
borne out by an examination of the Australian Bureau of Statistics Socio-Economic Indices
for Areas (SEIFA) data. According to the SEIFA data, Colac Otway Shire shows a much
higher level of disadvantage than other parts of the G21 Region. Whilst the City of
Greater Geelong appears to be relatively advantaged according the overall LGA SEIFA
score, in fact there are significant pockets of high disadvantage within the boundaries.
This is particularly noticeable in the Whittington and Corio/Norlane areas. Whittington
and Norlane in particular face high disadvantage and low educational attainment, with
Norlane rating as the third most highly disadvantaged suburb in Victoria.
The ABS Melbourne: A Social Atlas (2008)4, analyses both Melbourne and Geelong data
from the 2006 Census (see the Geelong data at Appendix 3). With regard to educational
levels, the Atlas reports that: ‘At the 2006 Census, there were 33,740 people in the
Geelong labour force whose highest level of non-school qualification was Certificate III or
higher. This represented 48.9% of the labour force, much higher than in 2001 (41.9%).
Low proportions of people with Certificate III or higher qualifications were located in the
northern suburbs of Corio and Norlane; and Whittington, in the south-east’5.
The vast majority of the working population are employees, with a much lesser number
owning their own businesses. Most respondents to the 2006 Census self-identified as not
in the labour force (almost 60,000); working full-time (approximately 51,000); or working
part-time (approximately 38,000).
3

http://www.workplace.gov.au/lmip/LabourForceData/Victoria/BarwonWesternDistrict/. Area Profile Source : ABS
Labour Force Survey. Data are three month averages to July 2009 except for the teenage full-time unemployment rate and
teenage full-time unemployment to population ratio which are 12 month averages to July 2009
4
5

http://www.ausstats.abs.gov.au/Ausstats/subscriber.nsf/0/062B721F17B868F1CA25740E00797EED/$File/20302_2006.pdf
ibid, p. 87
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Industry perspectives
The input of employers was sought through a number of different mechanisms. Firstly,
employers were invited to attend both the Shaping Our Futures Together forum and the
later region wide forum. At the Shaping Our Futures Together forum, employers were
invited to complete a questionnaire about their organisational issues. To gain additional
information, a representative from a major employer association was interviewed, and
two surveys were also undertaken to canvas employer views. The second employer
survey, which had a total of seventy-one responses, included employers from a wide
variety of industries.
Industries which are underperforming within the G21 Region are mainly focused in the
manufacturing sector, with retail and hospitality also at the lower end, and it is these
sectors which have experienced the greatest difficulty in being able to retain staff during
the economic downturn.
When asked to identify the biggest challenge facing their businesses during the economic
downturn, the major responses included:
1.
2.
3.
4.
5.
6.

Lower Sales Volume / Low Demand (38%)
Maintaining Profitability or Viability (18%)
Retaining Current Workforce (6%)
Securing alternate markets
Competition
Coping with high demand

Interestingly enough, a number of respondents identified no increased pressure on their
businesses as a result of the economic crisis.
80% of employers expect their businesses to grow as the economy returns to growth, with
positive responses received from all sectors except Education and Government
Administration which do not expect to be impacted.
The following were identified as skills in decreasing demand by those employers who
attended the Shaping Our Futures Together forum:
•
•
•
•
•
•

Manufacturing of ‘old’ technologies/products
Adoption of technology solutions will continue to reduce the number of
administrative roles
Project management , IT skills
Administration
Engineering/production workers
Researchers

When asked to identify ‘growing and sustainable industries’ which were already
established in the G21 Region, the high priority industry sectors voted by participants at
the forum were Health Sector (Including Aged Care); Education Sector (including Child
Care); Transport & Logistics; Construction; and Tourism & Hospitality. Forum attendees
were also asked which ‘new opportunities in new industries’ were likely to become
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important within the region. These included Sustainability-Related Industries; Social
Capital Related Industries; New Technologies; New Manufacturing; ICT Related Industries;
and Transport & Logistics.
When asked about their experiences with regard to seeking employment, jobseekers
identified the following challenges
• Age as a barrier
• Lack of experience
• Difficulty in understanding the process of finding a job
• Not having the right qualification
• Finding the job I prefer
• Not having the right skills
• Not having a car or license
When asked about the type of work they were seeking, most jobseekers wanted to find a
job which was similar to previous work they had done.
Jobseekers believed that employers were looking for:
•
•
•
•

•
•

Experience
Qualifications
Excellent communication skills
Computer skills
Team oriented
Reliability

Employers advised that entry level staff are the main target for recruitment. The
positions varied across industries, but included drivers, technicians, shop floor operators,
tradespersons, drivers, nursing, front-of-house (hospitality), sales positions, office
positions, labouring and customer service. Only a few employers nominated management
and project positions as being needed.
The major strategies which have been of most assistance to employers in sourcing
appropriately skilled staff included word of mouth, internal promotions and newspaper
advertising, with recruitment agencies rating third lowest. This would indicate that
there is room for significant improvement by these agencies in meeting employer needs,
and the CDSS could be used as a facilitator in bringing these two groups together to
develop appropriate strategies.
41% of employers felt that staff will need to be up-skilled or retrained to take advantage
of the opportunities. Most employers felt that training would occur through both
informal on-the-job training and RTO gained qualifications.
As the economy returns to growth, the gap between the needs of employers and the
capabilities of jobseekers will again return the G21 Region to a skills shortage situation
and both employers and jobseekers will need additional help from Job Services Australia
and other recruitment agencies, in conjunction with RTOs, to source and train suitable
staff. Most employers felt that they were aware of the various agencies working in this
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area. However, the information available to employers about their services was not
rated as highly. It is not sufficient for employers to simply know that there are
recruitment and training providers in the Region. They also need to have a clear picture
of the specific services provided by these agencies. The CDSS will be a vehicle for
gathering and disseminating this data.
If employers do not really understand the services which are available to them, then it is
not surprising that they do not rate those services highly in meeting their needs. More
appropriate information about how agencies can tailor their services to meet those needs
will be an important first step. Better communication between these two sectors is also
needed.
Jobseekers had a more positive opinion on the information available to them and its
usefulness. Given the fact that these survey respondents were all registered with a Job
Services Australia provider, this is not so surprising. It will be useful for the CDSS to test
this awareness with individuals who have not yet entered the system. Both employers
and jobseekers supported more centralised, simpler and responsive processes in meeting
their needs.

The CDSS Model
As a result of the data collected during the project consultations, a CDSS model has been
developed and endorsed by stakeholders. The model contains five elements:
1.
2.
3.
4.
5.

A ‘First Stop Shop’
A structured network
Outreach services
A website
Connections to other networks

The ‘heart’ of the model lies with a physical presence for the CDSS. This building will
give an identity to the CDSS and provide a central point of personal contact, particularly
for employer clients. The First Stop Shop will also give a ‘face’ to the structured
network of service providers.
Currently G21 and the SGRLLEN have committed to co-locating with the CDSS, with
United Way also intending to locate in the building. G21, the SGRLLEN and United Way
will bring extensive networks of industry, education/training and community members
into the Centre. Other agencies are also being invited to co-locate with the group.
For those service providers which are not in a position to co-locate, the building will also
have a ‘hot desk’ capacity to allow for a visiting presence from member agencies.
Facilities will also include meeting rooms, training facilities, and consultation rooms for
use by CDSS members.
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The intent is to have the First Stop Shop located within a precinct with other related
agencies and a suitable location has been identified in Geelong West. This precinct will
give an ‘identity’ to the careers and skills sector.
Sitting ‘underneath’ the physical shop front presence is the structured network which
was described in the Interim Report. The Network is designed to bring all relevant
service delivery agencies together in a more formal, structured way than is currently the
case in the Region, where networks are formed on an ad hoc, informal basis based on
personal relationships.
Whilst the physical presence provides meaningful support and a physical meeting point to
the regional coordination of services, the structured network will provide the mechanism
to leverage that support and include those contestable stakeholders and services where
co-location is not feasible or practical.
The structured network will allow for
collaboration on large projects, regional delivery, service marketing, as well as the
capacity for a more regionally informed service network.
The CDSS Coordinator for the network will be located in the CDSS building and will
encourage network members to maintain a visiting or advertising presence in the
building. An area will also be set aside for ‘hot desk’ use by agencies wishing to use the
premises for client contacts.
Network events such as meetings, professional
development activities, etc. can also be held at the CDSS.
The CDSS network offers a platform for a unified, consolidated approach to servicing a
range of clients and for supporting both the service delivery agencies and the region as
whole in developing comprehensive strategies to deal with local labour market issues.
Some of the industry sectors which need to be invited to become members of the CDSS
include:
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Job Services Australia providers
Other recruitment agencies
Public and private Registered Training Organisations
Public and private secondary schools
Universities operating in the Region
Youth service providers
Industry peak bodies
Other employer organisations
Individual employers where appropriate
Community/welfare agencies where appropriate
Federal, State and Local Governments
Other Government funded agencies, such as the library network
Neighbourhood houses
Private organisations which have an interest in the careers and skills sector

Many of the organisations from these sectors have attended the forums and/or taken part
in interviews and surveys for the project, so are aware of the CDSS and its potential.
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However, it will be necessary to ensure that the ‘message’ continues to be spread
throughout the Region in order to ensure that all relevant agencies/organisations are
invited to participate. To this end, it will be important to develop relevant marketing
material about the entity and its work (see the CDSS Revised Business Plan).
Corio/Norlane, Torquay, Golden Plains Shire and Colac/Otway Shire have all been
identified by various stakeholders as needing additional servicing to that already
provided by local agencies.
At the moment, outreach activities are conducted by a number of providers. However,
this is done on an individual ‘as needs’ agency basis. The CDSS network model will
enable a more coordinated approach to outreach services with the capacity to co-brand
or represent multiple services.
It will also be important for the CDSS to have a ‘virtual’ (ie. on-line) presence to
complement the physical one. The website will have two functions. The first relates to
assistance to clients. This area will contain a variety of important information for both
jobseekers and employers, and act as a means to direct individuals to the most relevant
source for their enquiry through an extensive, but easy to navigate, link system. Whilst a
number of sites are available for individual services at a national and state level, this site
will be specifically for the regional contacts and service providers. This provides a
meaningful explanation of ‘who’s who’ in the regional delivery of CDSS services and the
menu of options available to various jobseekers and employers.
The second function of the website will be as a communication mechanism for CDSS
members. This section of the site will have the usual chat facilities and bulletin boards
for information updates, but will also have a portal facility whereby documents can be
shared and ‘virtual’ meetings conducted.
This will form part of the overall
communication plan for the CDSS.
As has been acknowledged by project participants, like all regional centres, the G21
Region is highly networked and most of the work happens through these networks. The
major problem is that most of the networks are informal and rely on personal
relationships. Where there are formal networks, there is often overlap and duplication
which occurs because each network tends to operate in isolation from the others, despite
the fact that many have common membership.
As well as the proposed CDSS network, there are a number of other networks in the
Region, working in related spaces. These include the G21 Economic Development Pillar,
the G21 Education and Training Pillar and the G21 Skills Taskforce. It will be important
to ensure that the CDSS does not, at best, duplicate the work of these other groups or, at
worst, work against them. At the outset, therefore, there will be a process put in place
to link these groups together. This will be through having some common representation
which will be a conduit for sharing information and ideas, as well as through having
established communication and reporting protocols in place.
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The Work of the CDSS
As mentioned previously, there will need to be a ‘what’s in it for me’ value proposition
for organisations and individuals to become members of the CDSS. Project participants
identified a number of areas where the CDSS could value add. These included:
•
•
•
•
•
•
•

Careers/skills advice and assistance for clients through a more integrated network
with better communication processes and more timely information sharing.
Provision of careers counselling. This was seen as one of the most significant gaps
in service availability to clients within the Region.
building partnerships through identifying and engaging new stakeholders, and
facilitating networks
sourcing and disseminating relevant data to stakeholders
providing a ‘voice’ to advocate on behalf of network members and their clients
promoting and modelling best practices
providing an environment where providers and industry can come together

With regard to employers, respondents felt that the CDSS could provide information, link
employers with schools and other relevant providers, and provide a central point of
contact for employers
The final area identified as a ‘value add’ for the CDSS was in its ability to source and
distribute labour market research, involving both the dissemination of national and State
information to CDSS members, and the collection and analysis of local labour market
information, which will be used in determining local strategies.
The CDSS will also have an active role in supporting members’ goals. This will occur
through a range of strategies, including working with members to identify tender
opportunities and bring together interested agencies to develop consortia bids;
facilitating member involvement in projects of major Regional significance; and through
providing members with a range of professional development opportunities.

Structure and Governance
In order for the CDSS to function effectively, it will be important for it to have a sound
structure and effective processes in place. Conscious of the many stakeholders involved,
the CDSS will require a consultative, transparent governance arrangement to oversight
the entity and its members.
In order to initiate the CDSS it was considered necessary to bring together a temporary
working group of volunteers to develop some of the documentation and processes which
will be needed by the organisation.
Working group members have contributed
extensively to the development of a governance structure and documentation.
In deciding on the best structure for the CDSS, there has been a recognition that an
auspicing agency will be required to oversight its operations. There has been widespread
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support for that role to be taken on by the G21 Region Alliance and G21 has agreed to
this strategy. G21 has a strong history of managing networked groups, as can be seen
from the success of its Pillar structures. G21 has also been auspicing the G21 Skills
Taskforce and this group will be subsumed into the CDSS.
The CDSS will sit within the framework of the G21 Education and Training Pillar as its
connection to the G21 Board and will also have strong links to the G21 Economic
Development Pillar.
In developing the structure for the CDSS, potential members have been asked to sign a
Letter of Intent demonstrating the level of involvement they wish to have with the CDSS.
Various levels of commitment range from being a member of the network through to colocating in the First Stop Shop.
Whilst it will be important for the CDSS to have an independent manager who can bring
together members for cooperative work, the Committee of Management needs to be
representative of the member sectors.
As such, the decision has been made for the Committee of Management to have the
following structure:
•
•
•
•
•
•
•
•
•
•
•

G21 Board – 1 position
Recruitment agencies – 3 positions
Employers/industry – 5 positions
Educators – 4 positions
Careers advisors – 2 positions
Academic/research – 1 position
Key networks – 1 position
Local Government – 2 positions
State/Federal Government – 2 positions
Community – 3 positions
G21 CEO/CDSS Director – 2 positions

It is expected that the broad nature of representation on the Committee of Management
will ensure that a Region wide perspective is taken on the issues and projects which will
be addressed through the CDSS membership.
At this stage, a decision has been made to keep the CDSS Working Group operational until
the end of 2009. This will give time for elections to be held for the Committee of
Management which will take up its new role at the beginning of 2010.
The workings of the CDSS and its Committee of Management will be defined by the CDSS
Charter. The original intent of the project was to develop a Memorandum of
Understanding (MOU) which would detail the legal and financial expectations of the CDSS
partners. However, with the agreement of G21 to become the auspicing agency and to
take on the fiscal responsibility for the CDSS, the development of an MOU was not seen
as appropriate.
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Instead, a Charter has been developed by the CDSS Working Group and this has now been
ratified by the CDSS members. The Charter sets out the aims and objectives of the CDSS
and describes the operations and structure of the entity. It also defines the structure
and election process for the Committee of Management.

Funding
In order for the CDSS to be successful, there will need to be an investment made at the
initiation stage, as well as consideration given to how the entity will be sustainable over
the long term. Many of the CDSS members are funded through Government contracts,
and these do not allow for direct funding of the CDSS by its members. Alternative
sources of funding will therefore need to be identified. There are three potential
sources from which this funding could come:
1. Government funding – this might come from Federal, State or Local Government.
2. Funding from philanthropic groups.
3. Fee for service activities which could generate funding to be used to advance the
aims and objectives of the CDSS.
The initial establishment of the CDSS will require funding for a number of items. These
include:
•
•
•

capital funding for leasing and fitout of premises
funding for ICT infrastructure
funding for salaries and oncosts for CDSS staff

Estimates show that, in order to initiate and establish the CDSS over a four year funding
cycle, the following funding is required:
1.
2.
3.
4.
5.

Lease costs for co-located building – 600-800 m2 @ $175.00/m2 x 4 years
Less lease contribution by SGRLLEN and G21 - $70,000pa x 4 years
Relocation and fitout costs
Website development and management for 4 years
Salaries and on-cost for Network Manager, Careers Advisor and
CDSS receptionist for first four years

$560,000
$280,000$100,000
$ 45,000
$580,000

This means that the total funds sought total approximately $1,005,000 (see the revised
Business Plan for full details).
The funding source which had been identified for this component of the CDSS was the
Federal Government’s Jobs Fund. However, this program has recently been refocused,
and work will need to be done to ensure that the CDSS meets the new eligibility criteria.
The second source of potential funding is the State Government’s Interdepartmental
Committee which has been established to work with G21 on implementing its priority
projects, one of which is the CDSS. State Government Departments which might be
approached for funding include the Department of Education and Early Childhood
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Development (DEECD) and the Department of Planning and Community Development
(DPCD).
The third potential source of funding is through one of the various philanthropic
foundations. The process involves identifying a suitable philanthropic group which may
be interested in providing funding assistance for the CDSS and then making an application
to them.
The final source of potential funding for the CDSS is through fee for service activities.
These might include:
•
•
•
•
•

careers counselling services for Job Services Australia clients
careers counselling service for members of the public
rental of training and meeting rooms within the First Stop Shop
undertaking commercial research projects which may be funded by Government
Departments or industry bodies
the sale of local labour market information to non-members of the CDSS.

The range of fee for service activities needs to be explored and developed further in
order to ensure that the CDSS is best placed to maintain its financial sustainability into
the future.

CDSS Action Plan
In order expedite the effective implementation of the CDSS a number of activities will
need to be undertaken in the first year of operation. Below is a suggested action plan:

1. Finalise arrangements for, and conduct, Committee of Management elections.
2. Follow up with stakeholders for return of Letters of Intent and Member Profiles.
3. Identify additional stakeholders who should be part of the CDSS and invite them to
join.
4. Identify an appropriate resource to develop a new, more appropriate name,
‘brand’, ‘image’ and marketing plan for the CDSS. This might be done through
the Gordon Institute’s Marketing course as was done with the development of the
G21 Skills Taskforce’s Employers’ Helping Hand.
5. Source funding and web developer to begin building the CDSS website.
6. Establish protocols for communication with other relevant networks.
7. Establish reporting requirements with G21 and the G21 Education and Training
Pillar.
8. Meet with representatives from various sectors to identify:
a. What assistance or support they would like from the CDSS to improve their
service delivery, eg. what strategies would assist the secondary school
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careers teachers to improve the advice they are able to give to their
students?
b. What support they are prepared to offer other members of the CDSS.
c. What projects they would like to see implemented and how they would
like to be involved.
d. How best to manage the outreach programs for various locations.
9. Identify sources of local labour market information which is already being
collected and negotiate with those agencies for CDSS access to that information.
10. Identify gaps in the availability of local labour market information and negotiate
with CDSS members to develop strategies to address these gaps.
11. Develop a process for storage, analysis and dissemination of local labour market
information.
12. Identify major projects with which the CDSS might be involved and source
appropriate funding and member consortia for them.
This CDSS project has been the culmination of a number of years of work through a range
of preceding projects, which have been detailed in the project Interim Report. With the
change of Federal Government and a more intense focus on how Governments can work
more closely with local communities, the time is now right for the G21 Region to move
forward with the implementation of the CDSS.
In developing the CDSS, it will be critical to ensure that everything possible is done to
build on the excellent work which has already been undertaken by a range of agencies to
build stronger relationships. This will need to continue in an environment of goodwill
and cooperation if the CDSS is to realise its potential as the facilitating entity for a more
vibrant and integrated careers and skills sector within the G21 Region.
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Introduction
This report details the concept and plan for the Career Development & Skills Service
(CDSS) within the G21 region – an integrated service which encourages collaboration
between service providers to better meet the needs of jobseekers and employers. It is
regionally focused and will ensure that clients and service providers are informed and
coordinated to meet specific regional demand for stronger outcomes.
The report has been produced as the final stage of a project funded under the Australian
Government’s Innovative Regions Centre program, administered by the Department of
Infrastructure, Transport, Regional Development and Local Government.

Background
In agreeing to fund the CDSS project, the Innovative Regions Centre has noted:
‘The Geelong region is undergoing fundamental change in its economy with greatly
increased emphasis on knowledge based industries such as ICT and biotechnology.
The region is also growing strongly with a related rapid increase in high level
support services such as health and education. The opening of a new rural
focussed medical school at Deakin University’s Waurn Ponds campus is one
example of this expansion which is further adding to the demand for skilled
personnel.
This is presenting significant challenges in accessing the necessary workforce.
Such changes are not unique to this region, adding to the difficulty due to the
competition for skilled staff. Through its Skills Taskforce and Education and
Training Pillar, G21 already has a robust relationship with key parties including
industry bodies, Trades Hall, education and training providers and the companies
creating the demand and has developed a concept that will help address the gaps.
This will involve extensive engagement and partnership with the industries to
assess the skills gaps, training gaps and areas where the relationships between
industry and educational and training factors might be enhanced.
This will be done in the context of a proposed Career Development and Skills
Service (CDSS) which will target both students (and their parents) seeking career
guidance and the workers already or about to be displaced due to the shrinkage of
some traditional industry sectors. The heart of the proposed service is a centrally
located site that will, over time, consolidate the existing but fragmented career
development and skill advice activities of participating agencies in one high
visibility, easy to access location. This would be supported by outreach and virtual
services. The model will be suitable for replication nation wide.
The emphasis of the CDSS is on better utilisation of the regional workforce,
through career and skills advice, to support the developing industries. A key focus
Page | 15

of the service is to assist those made redundant, or at risk of being so, to re-orient
their career to align with the changed demands for skills. That is, the CDSS aims
to make better use of the human capital already available within the region’6.

The need for the project
In articulating the need for the project, the Innovative Regions Centre has identified a
number of points:
•
•
•
•

‘The Project may involve and benefit a range of SMEs in the region,
It may encourage links and partnerships between SMEs and universities and
training providers,
It may provide useful learnings that could be applied to other regions in
Australia.
It may potentially build the region’s development capability’7.

The Interim Report
The project Interim Report examined previous research conducted with regard to careers
and skills related services in the G21 Region. It also explored two co-located models
currently in place in Ballarat and Bendigo. Finally, this first stage reported on
consultation with twenty-five regional stakeholders and used this data to develop the
preferred model for the CDSS. This model, which will be discussed in detail later in this
report, is shown below:
Outreach
services

Connectio
n to other
networks

One stop
central 'shop
front' building

Structured
network

Figure 1 - The CDSS model

6
7

Innovative Regions Centre, 2009, Funding Deed, pp. 29-30
ibid, pp. 30-31
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Website

This final project report will review the global and national labour market in light of the
recent economic crisis as well as reviewing the local G21 labour market. This will build a
basis for understanding the contribution which the CDSS will make to the economic
recovery and ongoing economic health of the G21 Region.
The report will also refine the processes needed to successfully implement the CDSS in
order to attract and retain members.
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Project Methodology
This final project builds upon work done over a five year period through a number of
preceding projects (see G21 website for copies of these reports).

The project has been developed through a consultative process of engagement with a
number of different stakeholders, as well as through desktop research.
As stated earlier, the first stage of the project involved:
1. Visits to two co-located sites in Ballarat and Bendigo
2. Interviews with twenty-five stakeholders
3. The conduct of a forum which was attended by seventy-three participants.
Through this forum, additional labour market intelligence was contributed by thirteen
employers, who completed a questionnaire about their specific organisational situations.
In the second stage, the data gathered through the above processes was used to develop
an initial survey which gathered further information from another thirteen employers.
This was then used to refine a second survey, to which seventy employers responded.
Therefore, a total of 96 employers have contributed their views to this report. A
separate survey was conducted with a sample of jobseekers within the region. These
surveys were distributed through a number of Job Services Australia (JSA) and other
recruitment agencies. Sixty-five jobseekers responded to this survey.
A second forum was conducted on 1 September 2009. This forum was designed to bring a
range of interested Regional stakeholders together to begin the process of distilling the
structure and potential operations of the CDSS, and to identify issues which will need to
be addressed if the model is to be successful.
Page | 19

Finally, three separate meetings were conducted with the CDSS Working Group on 11 and
24 September and 28 October to begin detailed planning for the CDSS. This group is self
nominated and represents a cross section of CDSS stakeholders. Their mandate is to
provide guidance and planning for the CDSS until formal elections are conducted to elect
the Committee of Management.
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The Labour Market
The concept of a centralised support mechanism for career and skill development has
been promoted within the G21 region for a number of years. The previous careers and
skills related research projects (reviewed in the project Interim Report) were conducted
during a time of low unemployment and worsening skills shortages. Since then, the
global financial crisis has made its impact on the international and local scene. Whilst
this may seem to indicate that the skills issue is no longer relevant, it is important to
keep two things in mind. Firstly, most financial experts forecast that the economy will
improve in the next year or so and we shall find ourselves back in a skills shortage
environment. Secondly, higher unemployment does not mean that there is less need for
assistance. In fact, this is a critical time for relevant and timely careers and skills advice
to prepare both industry and jobseekers for the return of economic prosperity.

Labour Market Understanding
In trying to identify how best to respond in times of both high and low unemployment, it
is important to articulate how we define and understand the labour market. There are a
number of different schools of thought in the labour economics field. As this project
deals with the ‘human’ side of the labour market, the institutional model of the labour
market will be applied, rather than the more widely used neo-classical model which
reduces labour market understanding to a purely supply/demand economic basis. As
stated by Ross and Whitfield (2009, p. 18), ‘The approach of the traditional institutional
school of labour economics is based on a belief that the essential features of the labour
market cannot be understood by the straightforward application of orthodox economic
principles’8.
Ross and Whitfield (2009, p. 19) go on to state that ‘One of the features of institutional
labour economics ... is that it concentrates on the nature of jobs rather than on people’.
In identifying how best to offer appropriate careers and skills related interventions, the
primary determinant is the nature of the jobs which are available, the skills required to
perform those jobs and the best ways of preparing individuals to build the required skills
in order to take up the jobs.
This is an important distinction as the institutional model suggests ongoing career and
skill development to better match industry and client needs which are constantly
changing at a faster pace in today’s society. This occurs in economic boom times (i.e.
skill shortages) and downturns (i.e. retrenchments). The CDSS has an important role in
understanding and communicating these changing needs at a local level.
The institutional school also draws on a range of disciplines aside from the economic one,
including sociology and politics. All of these different perspectives are important in

8

Ross, R & Whitfield, K 2009, The Australian Labour Market, 3rd ed, Pearson Education Australia, Frenchs Forest, NSW
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understanding how best to build an appropriate career development and skills service for
the G21 Region.
In order to analyse and address local labour market issues, it is necessary to context the
local labour market in terms of what is happening on a global and national basis.

The Global Labour Market
The global financial crisis resulted from a lack of regulation of the financial institutions
in the United States, and has had a flow on effect to the rest of the world, with a lack of
confidence and a tightening credit market seeing many industries hit hard.
Businesses of all sizes within the U.S. labour market have been affected by the crisis.
According to the Centre for Research on Globalization, ‘large businesses ... saw
employment decline by 60,000, while medium-size businesses ... declined by 116,000.
Employment among small businesses ... declined by 122,000. Since reaching peak
employment in January 2008, small-size businesses have shed nearly 2.5 million jobs’9.
The major industries which have been affected include construction and manufacturing,
particularly automotive manufacturing. As a result, ‘Women are on the verge of
outnumbering men in the workforce for the first time. ... Men have lost 74% of the 6.4
million jobs erased since the recession began in December 2007’.
With the loss of a significant proportion of retirement funds, ‘older workers are hanging
onto their jobs longer and are struggling more to find a new job if they lost their old one
than at any time in almost three decades’10. These older workers are more likely to stay
in unsatisfactory jobs rather than chance not being able to find other employment. The
unemployment rate for workers in the 55 to 64 age group is at its highest since 1983 and,
for workers who are 65 and over, at its highest level since 1977.
The global financial crisis has also accelerated job transitions between industries. In the
United States, and Britain, job losses are spread across a broad range of sectors.
However, the industries most affected include construction and manufacturing,
particularly automotive manufacturing. Over 2.87 million jobs have been lost in the
manufacturing sector in the UK, with concerns that low skilled workers are in most
danger. This loss of manufacturing jobs will challenge countries around the world as they
attempt to upskill a whole sector of the market
By Christmas 2008, unemployment was expected to reach two million, with a 56,000 rise
in ‘the number of young unemployed people. These are school leavers who are unable
to get a job’11. According to one British politician, ‘It will not simply be a case of
retraining the unemployed if there are no jobs for them to return to’. Those who are
9

Chapman, B 5 September 2009, Financial Crisis: US Market Trends,
http://www.globalresearch.ca/index.php?context=va&aid=15076
10
Weller, CE
2 July 2009, The Retirement Crisis in the Labor Market, Center for American Progress,
http://www.americanprogress.org/issues/2009/07/retirement_crisis.html
11
Kollewe, J & Seager, A 15 October 2008, Sharp rise in unemployment as financial crisis hits job market, Guardian
Newspaper, http://www.guardian.co.uk/business/2008/oct/15/unemploymentdata-recession
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already long-term unemployed as well as young people entering the labour market are
expected to be hardest hit. This has social and political risks for countries which do not
meet the career needs for any large segment of society.
Recognising this challenge, the European Union held a seminar in May 2009 for member
countries titled ‘Labour market policies in response to impact of the economic crisis’. A
number of issues were discussed, including:
•
•

•

In March 2009, the EU unemployment rate reached 8.3%.
The situation has been extremely hard for those who have difficulties in entering
or re-entering the labour market. These include disabled, low skilled and migrant
workers, as well as both younger and older people.
The male workforce is particularly affected in the construction and manufacturing
sectors12.

In response to the crisis, the EU has enacted a number of strategies. These include
building closer cooperation between member states and developing an initiative to
identify the current and future skills needs of the labour market. According to the
seminar proceedings, the ‘main messages of the summit ... focused on the development
of common approaches aimed at maintaining employment and creating jobs, increasing
access to employment – especially for the young; upgrading skills, improving labour
market matching; and promoting mobility’.
Summit speaker Ignasio Camós Victoria discussed the importance of targeted training,
particularly for young people.
‘They are indeed the most likely to face difficulties entering the labour
market because of their lack of experience and the often inadequate fit
between the education system and the requirements of the labour market.
Early school leaving can also add to their difficulties. He also stressed the
necessity to combine training schemes with work experience ... and the
importance of the involvement of employers in helping to devise curricula to
smooth the links between schools and higher education institutions and the
labour market’13.
Skills mismatches were also seen as contributing to problems within the labour market.

The Australian Labour Market
As can be seen from the previous section, the problems brought on by the global financial
crisis in other countries are very similar to those affecting our own national labour
market.

12

European Union Thematic Review Seminar, 19 May 2009 Labour market policies in response to impact of the economic
crisis, pp. 2-3, http://www.mutual-learning-employment.net/Downloads/TRS_seminar_19May-full_summary-final.pdf
13
ibid, p. 5
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According to ABS statistics, ‘The number of unemployed people increased by 17.4%
between August 2008 and January 2009. Over this time, the unemployment rate
increased from 4.1% to 4.8%’14.
In his presentation to the Local Government Skills Forum, Ivan Neville from DEEWR
showed the following statistics, comparing the employment and unemployment trends
over the past two decades, as well as the aging nature of the Australian population.
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Figure 2 - Australian Labour Market performance

Figure 3 - Age structure of Australia
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Neville, Ivan 18 February 2009, Employment Trends and the Australian Labour Market: A presentation to the Local
Government Skills Forum, www.workplace.gov.au/.../Localgovernmentskillsforum18Feb.pps
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As can be seen from Figure 3 above, the Australian population is aging significantly and
this will have a major impact on the labour market, particularly as Australia recovers
from the global financial crisis and employment rates begin to rise again.

Previous recessions
Whilst it appears that Australia has managed to avoid a recession, there are a number of
lessons which can be learnt from examining the recessions faced by the country prior to
the beginning of the boom in the mid-1990’s. As can be seen from Table 1 below, in a
recession, the rate of unemployment rises very quickly, but takes much longer to
decrease15.

Table 1 - Rate of unemployment during recessions

It also appears that males in full-time employment are hit hardest during a recession.
Given the nature of the industries which have been hardest hit by the global financial
crisis – namely manufacturing and construction – this comes as no surprise.
Young people appear to be particularly disadvantaged during a recession. It appears that
they are less likely to find work and may be the first to be retrenched when times get
tough.

15

Borland, J 2009, ‘What happens to the Australian Labour Market in Recessions?’, The Australian Economic Review, vol.
42, no. 2, p. 232
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The Mercer Reports
The national consulting firm, Mercer has commissioned research into forecasting what
the workplace will look like in 2012. According to this research, ‘More than half of
Australia’s employment is concentrated in five industries – Manufacturing, Construction,
Retail, Property and Business Services, and Health’16. It is interesting to note that this
also reflects the situation in the G21 Region. This research was updated in late 2008 to
take account of the impact of the global financial crisis. The updated report cautions
employers about taking short term actions to shed staff at the cost of losing critical skills
and knowledge17, particularly in an environment in which ‘by 2012, employers will face a
workforce where more than 1 in 6 workers will be aged 55 or older’18.
The Mercer Report outlines some of the challenges which will be faced by employers and
the actions they need to consider to manage those challenges.

Table 2- Employer challenges19

Federal Government initiatives
The Australian Government has been building a culture of closer cooperation with the
various State and Local Governments. This has been occurring through the work of the
Council of Australian Governments (COAG), which is the peak intergovernmental forum in

16

Mercer, March 2008, Workplace 2012: What does it mean for employers?, p. 9
Mercer, December 2008, Workplace 2012: Beyond the Global Financial Crisis, p. 1
18
ibid, p. 7
19
ibid, p. 10
17
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Australia, comprising the Prime Minister, State Premiers, Territory Chief Ministers and
the President of the Australian Local Government Association (ALGA).
Through COAG, the Federal Government has negotiated a number of National
Partnerships with the State Governments. These have included:

National Agreement for Skills and Workforce Development (initially announced
March 2008).
The outcomes of this Agreement include:
•
•
•
•

‘The working age population have gaps in foundations skills levels reduced to
enable effective education, labour market and social participation.
The working age population has the depth and breadth of skills and
capabilities required for the 21st century labour market.
The supply of skills provided by the national training system responds to meet
changing labour market demand.
Skills are used effectively to increase labour market efficiency, productivity,
innovation, and ensure increased utilisation of human capital’20.

In order to achieve these outcomes, COAG has allocated $6.7 billion to this Agreement.
This includes a number of major reforms:
•
•
•
•
•
•
•
•
•
•

‘alignment of Commonwealth and State objectives and developing a national
regulatory body for VET;
increased investment by government and industry including 172,000 additional
places;
ensuring the Australian Apprenticeship system is responsive to the needs of
individuals and enterprises, especially during the downturn and into recovery;
providing timely, relevant and easy to navigate information to individuals and
enterprises;
contestability for public funding;
focus on attainment levels rather than participation;
skills supply related to demand; and,
Trade Training Centres in schools’21.

National Partnership on Low Socio‐Economic Status School Communities
(released November 2008)
According to COAG, ‘addressing education disadvantage arising from low socio-economic
status (SES) requires sustained effort involving a suite of reforms to transform

20
21

COAG, 2009, National Agreement for Skills and Workforce Development, p. 5
Researching Futures, 2009, Corio Norlane Urban Renewal Project: Integrated Education Analysis, p. 185
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fundamentally the way schooling takes place’22. The Federal Government has allocated
$1.1 billion for a range of initiatives including:
•
•
•
•

‘incentives to attract high performing principals and teachers;
tailored learning opportunities;
greater accountability of schools; and
partnerships with parents, other schools, business and community’23.

National Partnership on Improving Teacher Quality (released November 2008)
This strategy is designed to ‘deliver system‐wide reforms targeting critical points in the
teacher “lifecycle” to attract, train, place, develop and retain quality teachers and
leaders in schools’24. This includes targeting mid‐career entrants and developing new
pathways into teaching. $550 million has been set aside to fund this initiative.

National Partnership on Literacy and Numeracy (released November 2008)
A total of $577 million has been allocated for this strategy which is intended to improve
the literacy and numeracy standards of young people. The outcomes identified for this
National Partnership include:
•
•

‘Young people are meeting basic literacy and numeracy standards, and overall
levels of literacy and numeracy achievement are improving.
Australian students excel by international standards’25.

$30 million of this funding has been set aside to fund pilot projects in low
socio‐economic communities.

National Partnership Agreement on Productivity Places Program (came into
effect on 1 January 2009)
‘The Productivity Places Program (PPP) is part of the Commonwealth Government’s
Skilling Australia for the Future initiative and aims to reduce skills shortages and
increase the productivity of industry and enterprises’26. The program will achieve this
through funding training places for both jobseekers and existing workers.

National Partnership Agreement on Nation Building and Jobs Plan (executed
on 5 February, 2009)

22

COAG, 2009, Smarter Schools – Low Socio-Economic Status School Communities National Partnership: Fact Sheet, p. 1
op cit, p. 186
24
COAG, 2008, National Partnership Agreement on Improving Teacher Quality, p. 4
25
COAG, 2008, National Partnership Agreement on Literacy and Numeracy, p. 6
26
COAG, 2008, National Partnership for Productivity Places Program, p. 3
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‘COAG agreed to an ambitious program of reforms to roles and responsibilities for funding
and delivery of services to the community. The goals of such reforms will be to deliver
more integrated and responsive services for individuals and families, to clarify
accountabilities between governments and to improve performance of service systems.
This includes a ‘Building the Education Revolution’ component that provides:
•

•
•
•
•

funding available to all primary schools and special schools to build ‘iconic’
new facilities such as libraries and multipurpose halls or to upgrade existing
facilities;
provision for the construction of new science laboratories or language learning
centres; and,
for minor capital works and maintenance projects in all schools, such as
building
refurbishment, special needs infrastructure, IT equipment, and others’27.

National Partnership on Youth Attainment and Transitions (executed on 2 July
2009)
This Partnership is seeking to produce the following outcomes:
•
•
•

‘Increased participation of young people in education and training.
Young people make a successful transition from school to further education,
training or full-time employment.
Increased attainment of young people aged 15-24, including indigenous
youth’28.

In introducing the program, COAG are also seeking to ‘better align Commonwealth, State
and Territory programs and services related to youth, careers and transitions’29.
Four new programs will replace a number of current Federal and State initiatives,
including:
•

•

•

27

Maximising Engagement, Attainment and Successful Transitions – this program
will involve developing multiple learning pathways, career development and
mentoring system.
School Business Community Partnership Brokers – designed to ‘improve
community and business engagement with schools and registered training
organisations to extend learning beyond the classroom, increase student
engagement, deepen learning experiences, lift attainment and improve
educational outcomes’30.
Youth Connections – this program is aimed at youth at risk and will provide
tailored case management services.

op cit, p. 184
COAG, 2009, National Partnership Agreement on Youth Attainment and Transitions, p. 5
29
ibid, p. 4
30
ibid, p. 9
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•

National Career Development – this is a Commonwealth retained initiative
which will provide national career related resources.

The Federal and State Governments are currently negotiating the arrangements for
delivery of a number of these initiatives.

State Policy Development
As well as being a partner in the above Commonwealth initiatives, the Victorian State
Government has also been proactive in developing a number of broad reaching programs.
These include:

Moving Forward in Provincial Victoria (2005)
‘Moving Forward aims to support continued growth in regional and provincial Victoria,
through the Provincial Victoria Growth Fund and the Regional Infrastructure Development
Fund (RIDF), which is administered by Regional Development Victoria. Priority funding is
given to collaborative projects, such as projects between two or more councils, two or
more departments, or councils working together with departments and business groups.
This supports the notion of integrated service delivery. The RIDF aims to improve the
competitive capacity of regional Victoria and enhance economic development through
investment, job creation and the promotion of export opportunities with a focus on
capital works and infrastructure.
Project assessment criteria include economic,
socio‐economic, regional priority and feasibility’31.
This program is currently being updated through the Victorian Government’s proposed
Blueprint for Provincial Victoria. According to the Government’s Discussion Paper, ‘The
blueprint will provide the broad framework for managing growth and change, and set the
policy directions for future government programs and investment in provincial Victoria.
Work on regional and sub-regional plans will continue alongside development of the
state-wide blueprint. This integrated planning and policy framework will enable regional
strengths and local needs to be addressed’32. The Discussion Paper goes on to state that
‘Successfully facing these challenges requires a new approach to whole-of region
planning that integrates the intelligence, energy and knowledge of regional leaders,
councils, government departments and communities’. The CDSS can play a vital part in
this process for the G21 Region.

Securing Jobs for Your Future ‐ Skills for Victoria (2008)
‘This is a $316 million program that funds:

31
32

Researching Futures, 2009, Corio Norlane Urban Renewal Project: Integrated Education Analysis, p. 187

http://www.business.vic.gov.au/busvicwr/_assets/main/lib60244/provincial%20victoria%20directions%20for%20the%20next
%20decade%20discussion%20paper._web3.pdf,
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•
•

•
•
•

172,000 additional training delivery over four years;
greater contestability for the delivery of government subsidised training, which
thereby encourages and rewards efficiency and innovation in the adult training
sector;
improved alignment of training with business needs and higher quality information
for business;
investment in TAFE infrastructure including management and information
systems; and
support for ACE organisations in delivering training to the most disadvantaged
citizens, including supplementary literacy and numeracy education’33.

Skills For Growth
The Skills For Growth program, which was announced as part of Securing Jobs for Your
Future, is an initiative of the Department of Innovation, Industry and Regional
Development. This program, worth $52M, is designed to assist organisations with less
than 200 employees to identify their workforce needs. This is done through a team of
contracted consulting organisations, one of which will visit the organisation to undertake
a business diagnostic. From this, the workforce development needs are identified and
individual training plans are developed for staff, with subsidies of up to 90% for training.
Business Victoria describes the program as follows:
‘The Program provides you with your choice of an independent specialist to
work with you and your staff, at no cost, to review staff skills, plan for your
business future and identify training opportunities for your employees.

What are the benefits?
By taking part in the Program your business will:
• identify its strategic priorities and direction
• assess the current workforce skill and training needs of your employees
• provide a clear and tailored training plan for your staff
• place employees in training (which may be subsidised by the
Government)

How does it work?
The program works as follows:
• if you meet the eligibility criteria, you will need to submit an online
registration form. Once registered you will be assigned a Specialist
who will contact you to arrange an onsite visit. The Specialist
will identify the strategic direction of your organisation and assess the
training and skill needs for your employees. The Specialist will
complete a Workforce Training Plan and Action Plan to identify
business and individual skill needs. Training solutions are documented
including referrals to relevant training programs and learning
33
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opportunities. Service Providers and Specialists will facilitate the
placement of staff into accredited training

Eligibility
You will need to meet the following criteria in order to be eligible:
• employ between one and 199 employees
• your business will need to be Victorian-based
• you will need to have been in operation for at least 12 months
• you will need to be financially viable (a business that has an effective
trading history and one that anticipates being able to meet its debts as
and when they fall due)

Cost
Your business can take part in the Program at no cost.
The cost of the accredited training will be the responsibility of the business;
however in some cases your staff may be eligible for the Victorian Training
Guarantee which entitles Victorians to a subsidised place in a recognised
vocational training course’34.
The specialist consultants working specifically in the G21 Region include:
•
•
•

BRACE Education, Training and Employment
Mentor Professional
Phalanx Resources

Other specialist advisers are also available for specialised enterprises across the region
and Small Business Victoria operates the matching service for this assistance. Businesses
only need register online directly with Small Business Victoria to be matched with an
appropriate specialist free of charge.
It will be important to invite these various organisations to join the CDSS network as they
will be an important conduit into the small to medium business sector, and will benefit
from a closer relationship with the various service providers working in the field, in order
to be able to better inform their employer clients of the various available services.

Back to Work
Back to Work is managed by Workforce Victoria and represents a whole of Victorian
Government response to redundant workers. The program is designed to provide holistic
support for employers who are making workers redundant as well as support for those
employees who are facing redundancy. A rapid response team who are able to
coordinate a range of services are available for workplace visits. Information packs are
available which provide assistance regarding employment, training and other welfare

34

http://www.business.vic.gov.au/BUSVIC/STANDARD/PC_63495.html
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services for retrenched workers. Specific details of the program as it relates to the G21
Region have been developed into an information brochure35.
According to Skills Victoria advice to employees:
‘The Retrenched Workers Training Entitlement allows workers who have been adversely
affected by the current global economic downturn to be supported to retrain into new
job opportunities. This Entitlement is now in place and will provide eligible retrenched
workers with access to government subsidised training places. These places will be
available through approved registered training organisations including TAFE institutes. To
assist you further, retrenched workers are also able to access free expert advice about
how your current work skills and experience can count towards a new qualification. Skills
Stores will provide you with a personal referral to a registered training organisation so
that you can have your skills formally acknowledged through a recognition of prior
learning assessment. This will cut down the time you spend training and means that
you're not repeating training for all the skills that you already have’36.
With regard to employers, the Skills Victoria website provides the following information:
‘For employers considering the retrenchment of workers it can be a
confusing time. There are, however, numerous ways to access information
and advice to assist you fulfil your obligations as an employer. The Back To
Work website and free call support service provides a simple pathway to
access the types of information you need.

Consultation And Business Support
The Back To Work support service provides employers with access to a
Business Response Team coordinator who can provide tailored support about
how to navigate the retrenchment process.

Obligations And Responsibilities
Employers have legal obligations and responsibilities to their employees
under employment law.

Resources
A wide range of services and support are available to assist employers in
Victoria’37.
Data provided by the City of Greater Geelong (CoGG) shows that 427 jobs were lost in the
2007/08 financial year, a further 641 in the 2008/09 financial year, and 246 already
during the first three months of the current financial year38. Whilst a number of new jobs
were also created within that same period, many of those retrenched are shifting out of
the manufacturing industry, suggesting they may not have the required skills to take up
these new job opportunities.

35

http://www.business.vic.gov.au/busvicwr/_assets/main/lib60242/barwon-south-west-region.pdf
http://www.business.vic.gov.au/busvicwr/_assets/main/lib60242/barwon-south-west-region.pdf
37
http://www.business.vic.gov.au/BUSVIC/STANDARD/PC_63529.html
38
COGG, September 2009, Confidential Labour Market Information
36
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Given the large number of retrenchments which have occurred in the G21 region as a
result of the global economic crisis, it is suggested that the CDSS network make itself
familiar with the Back to Work program and develop a plan to ensure that it is widely
understood by the industry sectors which are most at risk.
The various Job Services Australia agencies and RTOs could then ensure that they have
processes in place to assist workers who have already been, or are under threat of,
redundancy to ensure that they are assisted at the earliest possible moment.

The G21 Regional Labour Market

Figure 4 - G21 Region39

According to the 2006 ABS Census, the G21 Region, which comprises the five Local
Government Areas of City of Greater Geelong, Surfcoast Shire, Golden Plains Shire, Colac
Otway Shire and Borough of Queenscliff had a total population of 259,014.

Regional industries
G21 defines the industry mix of the various Local Government Areas as:
Borough of Queenscliffe – ‘Tourism is the major economic activity of the Borough of
Queenscliffe. As a result retail, commercial and service sectors are prominent. There are
also a number of government and private institutions that are major employers’.
City of Greater Geelong – ‘The City is the leading industrial centre for Victoria's southwest, with approximately 10,000 business enterprises and a labour force of around
80,000. Geelong has traditionally been a centre for the manufacture and processing of
automotive components, transport equipment, metals, textiles, clothing and footwear,
aerospace, chemicals, timber and food products. In recent years sectors such as tourism,

39

G21 Health and Wellbeing Pillar, 2009, Community Health and Wellbeing Profile, 2009, p. 9
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health, education and training and research and development have also become central
to the City's economic base’.
Colac Otway Shire – ‘provides diverse employment opportunities through a range of
primary industries, tourism and commercial and community services’.
Golden Plains Shire – ‘Wool and grain, along with cattle, and poultry farming contribute
to an increasingly vibrant local economy. Niche markets are developing in the farming
arena with exotic and intensive farms becoming increasingly popular. Home-based
business is thriving in the Shire, employing 38% of the Shire's workforce’.
Surfcoast Shire – ‘Tourism and related industries, notably the surfing industry; dining
and accommodation venues; service industries; traditional mixed and newer intensive
agriculture; Alcoa Anglesea Power Plant’40.
In examining the industry within the G21 Region, the ABS data from the 2006 Census
shows that there is a mix of representation from a variety of different industries. As can
be seen from the table below, the strongest Regional representation occurs in the
following industries:
1.
2.
3.
4.
5.

Manufacturing
Retail
Health care & social Assistance
Construction
Education & training

15,505
14,886
13,228
10,252
9,692

Industry of Employment (ANZSIC06) (IND06P) by Local Government Area (LGA)
Counting: Persons, Place of Usual Residence

Agriculture, Forestry and Fishing
Mining
Manufacturing
Electricity, Gas, Water and Waste
Services
Construction
Wholesale Trade

ColacOtway
1,325

Golden
Plains
721

Greater
Geelong
1,044

Queenscliffe
21

Surf
Coast
514

Total
3,625

19

37

162

3

15

236

1,011

1,191

12,357

41

905

15,505

79

56

871

11

112

1,129

671

739

7,544

89

1,209

10,252

395

270

3,218

20

485

4,388

1,024

855

11,781

94

1,132

14,886

Accommodation and Food
Services
Transport, Postal and
Warehousing
Information Media and
Telecommunications

746

276

5,505

112

923

7,562

405

384

3,780

45

287

4,901

106

140

1,309

22

144

1,721

Financial and Insurance Services

111

104

2,092

17

177

2,501

Retail Trade

40

http://www.g21geelongregionplan.net/v2/index.cfm?pageID=249&pageRef=32&CFID=22672&CFTOKEN=749c5395b131f519D49CF2-5056-886D-852B26D36DEE81E0#otway
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Rental, Hiring and Real Estate
Services
Professional, Scientific and
Technical Services
Administrative and Support
Services
Public Administration and Safety

91

69

1,111

29

192

1,492

225

264

4,155

74

594

5,312

413

185

2,680

29

264

3,571

524
559

382
560

4,848
7,436

122
124

486
1,013

6,362
9,692

1,009

808

10,125

155

1,131

13,228

100

92

1,246

27

188

1,653

8,813

7,133

81,264

1,035

9,771

108,016

Education and Training
Health Care and Social Assistance
Arts and Recreation Services
Total

Data Source: 2006 Census of Population and Housing
© Commonwealth of Australia 2007
Table 3 - G21 Industry of Employment – ABS data

Employment and unemployment
The data below from the Department of Education, Employment and Workplace Relations
(DEEWR) shows unemployment statistics for the various Statistical Local Areas which
make up G2141.

Figure 5 - Greater Geelong City Part A – SLAs

Map

ID
1
2
3
4

41

Statistical
Local Areas
(SLAs)
Name
Bellarine
Inner
Corio - Inner
Geelong
Geelong West

Unemployment
Rate

Unemployed

Unemployment
Rate

Unemployed

Labour Force (Not
Employment)#

Dec 2007
5.8%

Dec 2007
701

Dec 2008
3.9%

Dec 2008
493

Dec 2008
12497

8.5%
6.1%
6.1%

2452
421
507

6.0%
4.0%
3.8%

1792
284
330

29986
7170
8633

http://www.workplace.gov.au/lmip/SmallAreaLabourMarketsData/Victoria/BarwonWesternDistrict/
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5
6

Newtown
South Barwon
- Inner

4.0%
4.1%

2.5%
2.7%

230
1071

150
727

6027
27193

Table 4 - Unemployment figures for Greater Geelong City Part A

Figure 6 - East Barwon SLAs

Map

ID
1
2
3
4

Statistical
Local Areas
(SLAs)
Name
Greater
Geelong - Pt B
Queenscliffe
(B)
Surf Coast East
Surf Coast West

Unemployment
Rate

Unemployed

Unemployment
Rate

Unemployed

Dec 2007
3.8%

Dec 2007
629

Dec 2008
2.6%

Dec 2008
442

Labour Force
(Not
Employment)#
Dec 2008
17222

2.5%

36

1.9%

28

1473

2.9%

202

1.9%

138

7289

3.0%

147

2.2%

112

5057

Table 5 - Unemployment figures for East Barwon SLAs

Figure 7 - West Barwon SLAs

Map

ID
1
2

Statistical
Local Areas
(SLAs)
Name
Colac-Otway Colac
Colac-Otway North
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Unemployment
Rate

Unemployed

Unemployment
Rate

Unemployed

Dec 2007
5.4%

Dec 2007
293

Dec 2008
4.2%

Dec 2008
237

Labour Force
(Not
Employment)#
Dec 2008
5670

2.2%

93

1.7%

74

4293

Colac-Otway South
Golden Plains
- South-East
Greater
Geelong - Pt
C

3
5
6

4.0%

79

2.6%

52

2034

2.4%

112

1.8%

84

4762

3.0%

44

1.9%

29

1531

Table 6 - Unemployment figures for West Barwon SLAs

When examining the data by Labour Force Region, the Barwon-Western District, which
contains G21, shows the following area profile as of July 2009:
•
•
•
•
•
•

Working Age Population (15-64) : 262 100
Employment Rate (15-64) : 72.5%
Unemployment Rate : 5.7%
Participation Rate : 65.7%
Teenage Full-Time UE Rate (15-19) : 23.1%
Teenage Full-Time UE to Population Ratio : 4.2%42.

This compares to a State unemployment rate of 5.8% and a national unemployment rate
of 5.8%. This would appear to demonstrate that the G21 Region is not suffering any
hardships in the current economic climate, but is actually doing better than the State
and National economies.
However, within G21, there are a number of pockets of significant disadvantage such as
Corio/Norlane and Whittington, which show a much higher unemployment situation than
other parts of the Region.
In fact, a recent research report shows that Corio/Norlane’s proportion of unemployed is
much higher than that for the City of Greater Geelong.

42

http://www.workplace.gov.au/lmip/LabourForceData/Victoria/BarwonWesternDistrict/. Area Profile Source : ABS
Labour Force Survey. Data are three month averages to July 2009 except for the teenage full-time unemployment rate and
teenage full-time unemployment to population ratio which are 12 month averages to July 2009
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% of Population Aged 15 & Over

70
60

58
52

50

50
43

43
37

40
30
20
10
0
Total in labour force

Total not in labour force
Labour Force Status
('Not Stated' Omitted)

Corio

Norlane

City of Greater Geelong

Chart 1 - Corio/Norlane Labour Force Status - taken from ABS 2006 Census data

‘The proportion of the community employed in Corio and Norlane‐North
Geelong is lower than that of the City population and this difference is
present for both full time and part time employed members of the
communities. The proportions of unemployed people across the three
communities shows an approximate ratio of 1 (City) to 2 (Corio) to 3
(Norlane‐North Shore). In other words, people in the workforce in
Norlane‐North Shore are 3 times more likely to be unemployed than people
in the City of Greater Geelong, while people in Corio are twice as likely to
be unemployed. In making this comparison, it is important to bear in mind
that significantly less than half the Norlane‐North Shore community aged 15
and over are in the labour force (43%) compared with 52% of the Corio
community and 58% of the City population’43.

Disadvantaged areas of G21
This imbalance between advantaged and disadvantaged sectors of the G21 Region is also
borne out by an examination of the Australian Bureau of Statistics Socio-Economic Indices
for Areas (SEIFA) data.
According to the ABS:

43

Researching Futures, 2009, Corio Norlane Urban Renewal Project: Integrated Education Analysis, p. 44
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‘The SEIFA indexes are created by combining information collected in the
five-yearly Census of Population and Housing. There are four SEIFA indices,
each representing a slightly different concept. These indices are:
•
•
•
•

Disadvantage;
Education & Occupation;
Advantage & Disadvantage; and
Economic Resources.

The SEIFA indexes are rankings. Each index ranks different geographic areas
of Australia based on a score created for each area based on the
characteristics of people, families and dwellings within that area.
For all SEIFA indexes, a low score is associated with relative disadvantage.
The Index of Relative Socio-Economic Disadvantage (IRSD) is a general index
that summarises a range of information about the economic and social
resources of people and households within an area. IRSD includes only
measures of relative disadvantage.
The Index of Education & Occupation (IEO) is an index of the general level of
education and occupation-related skills of people within an area.
Each SEIFA index has four sets of numbers – a score, a rank, a decile and a
percentile.

A SEIFA Score
A SEIFA score is created using information about people and households in a
particular area. The score is standardized against a mean of 1000 with a
standard deviation of 100, meaning that the middle two thirds of SEIFA
scores will be between 900 and 1100.

A SEIFA Rank
A SEIFA rank for an area is determined by ordering all areas from lowest
score to highest score. The area with the lowest score is given a rank of 1
and so on up to the area with highest score.

A SEIFA Decile
A SEIFA decile is arrived at by dividing the distribution of SEIFA scores into
10 equal groups. The areas in the lowest scoring 10% of the SEIFA score
distribution are given a SEIFA decile number of 1, the areas in the next
second-lowest 10% are given a decile number of 2, and so on up to the areas
with SEIFA scores in the highest 10% that are given a decile number of 10.

A SEIFA Percentile
A SEIFA percentile is arrived at by dividing the distribution of SEIFA scores
into 100 equal groups. The lowest scoring 1% of areas are given a percentile
of 1, and so on up to the highest 1% of areas which receive a percentile
number of 100’44.

44

Pink, B 2008, Information Paper, An Introduction to Socio-Economic Indexes for Areas (SEIFA), ABS.
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Australian Bureau of Statistics
2033.0.55.001 - Socio-economic Indexes for Areas (SEIFA), Data Cube only, 2006
Contents 1. Local Government Area (LGA) SEIFA Summary, 2006
2006 Local
Government
Area Code (LGA)

2006 Local
Government Area
name (LGA)

Ranking within State or Territory

Ranking within Australia
Score

Rank

Decile

Percentile

State

Rank

Decile

Percentile

21750

Colac-Otway

932

287

5

43

VIC

19

3

24

22490

Golden Plains

979

488

8

74

VIC

48

6

60

22750

Greater Geelong

976

476

8

72

VIC

46

6

57

26080

Queenscliffe

1040

592

9

89

VIC

67

9

83

26490

Surf Coast

1046

600

9

90

VIC

68

9

84

Table 7 - SEIFA scores by LGA - ABS

As can be seen from the above table, Colac Otway Shire shows a much higher level of
disadvantage than other parts of the G21 Region. This, combined with the specific
industry makeup of the local labour market (ie. timber and meat processing) make the
needs of this Shire unique within the Region.
However, whilst the City of Greater Geelong appears to be relatively advantaged
according the overall LGA SEIFA score, in fact there are significant pockets of high
disadvantage within the boundaries. According to G21, ‘There are 10 postcodes in the
region rated as “disadvantaged” by the Jesuit Study 2003 with a further 7 rated as a
"degree of disadvantage”. This is an increase over 1996 and 2001. 70% of the region is
more likely to be categorised as “disadvantaged” compared to 30% “advantaged”
demonstrating a wide economic disparity. Employment and incomes make up a
component of the disadvantage index with the most vulnerable often reliant on jobs in
lower skilled areas that are under pressure from low global wage levels’45. This is
particularly noticeable in the Whittington and Corio/Norlane areas. As can be seen from
the tables below, Whittington and Norlane in particular face high disadvantage and low
educational attainment, with Norlane rating as the third most highly disadvantaged
suburb in Victoria.

2006 State
Suburb
Corio
Norlane
Whittington

45

Ranking within Victoria

Score

861
788
825

Rank
42
3
11

Decile
1
1
1

Percentile
3
1
11

http://www.g21.com.au/index.php?option=com_content&view=article&catid=12%3Ageelong-region&id=46%3Ag21region-our-challenges&Itemid=2

Page | 41

Table 8 - SEIFA Index of Relative Socio-Economic Advantage & Disadvantage for Corio/Norlane

2006 State
Suburb

Score

Corio
Norlane
Whittington

841
807
831

Ranking within Victoria
Rank
16
3
10

Decile
1
1
1

Percentile
2
1
1

Table 9 - SEIFA Index of Education & Occupation for Corio and Norlane - ABS data

This issue of low educational attainment is noticeable across the G21 Region with a
significant proportion of the population having lower than a Year 12 or equivalent.

Surf Coast

Queenscliffe
Year 8 or below
Year 9 or equivalent

Greater Geelong

Year 10 or equivalent
Year 11 or equivalent
Year 12 or equivalent

Golden Plains

Colac-Otway

0

10,000 20,000 30,000 40,000 50,000 60,000

Chart 2 - Highest level of secondary school completed - ABS data, 2006 Census

G21 data shows that ‘There is lower than average representation of people with postsecondary qualifications, university degree or higher. There is lower than average
representation of associate professionals, professionals and managers. Skills gap analysis
shows significant gaps in current industry needs. One in four children leave school early
in the Geelong region (LLEN, 2006). 73% of 20-24 year olds in the Geelong region have
completed year 12 or equivalent. The State Government has set a target of 90% by 2010
(LLEN, 2006). 35% of students in the region go to university (LLEN, 2006); of these around
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30% drop out by the end of the first year. The most common employment outcomes for
school leavers not in further education or training are: sales assistant, food
service/hospitality, administration, building and construction (LLEN, 2006)’46.

Surf Coast
Certificate Level
Queenscliffe
Advanced Diploma and Diploma
Level
Greater Geelong

Bachelor Degree Level
Graduate Diploma and Graduate
Certificate Level

Golden Plains

Postgraduate Degree Level
Colac-Otway
0

5,000 10,000 15,000 20,000 25,000 30,000

Chart 3 - Highest level of post-secondary qualification - ABS data, 2006 Census

The ABS Melbourne: A Social Atlas (2008)47, analyses both Melbourne and Geelong data
from the 2006 Census (see the Geelong data at Appendix 3). With regard to educational
levels, the Atlas reports that: ‘At the 2006 Census, there were 33,740 people in the
Geelong labour force whose highest level of non-school qualification was Certificate III or
higher. This represented 48.9% of the labour force, much higher than in 2001 (41.9%). Of
those with Certificate III or higher qualifications in 2006, 43.6% had Certificates III or IV,
18.9% had Diplomas (including Advanced Diplomas) and 37.6% had University degrees
(including Bachelor degrees, Graduate diplomas or certificates and Postgraduate
degrees). Most people in the labour force with Certificate III or higher qualifications
were men (57.6%). The unemployment rate for people with Certificate III or higher
qualifications was 3.7%. In comparison, the unemployment rate for people with no nonschool qualifications was 9.3%. High proportions of people with Certificate III or higher
qualifications lived in and around the city centre. Suburbs recording the highest
proportions included the city centre, Drumcondra, Geelong West, Newtown, South
Geelong and East Geelong; and the developing south-western suburbs such as, Highton
and Wandana Heights. Around 60% of the labour force in each of these suburbs had
Certificate III qualifications or higher. Low proportions of people with Certificate III or

46

http://www.g21.com.au/index.php?option=com_content&view=article&catid=12%3Ageelong-region&id=46%3Ag21region-our-challenges&Itemid=2
47
http://www.ausstats.abs.gov.au/Ausstats/subscriber.nsf/0/062B721F17B868F1CA25740E00797EED/$File/20302_2006.pdf
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higher qualifications were located in the northern suburbs of Corio and Norlane; and
Whittington, in the south-east’48.
As can be seen from Chart 4 below, the vast majority of the working population are
employees, with a much lesser number owning their own businesses.

80,000
70,000
60,000
50,000

Employee not owning business

40,000
30,000

Owner managers of
incorporated enterprises

20,000

Owner managers of
unincorporated enterprises
Contributing family workers

10,000
0

Chart 4 - Employment type - ABS data, 2006 Census

Chart 5 below shows that most respondents to the 2006 Census self-identified as:
•
•
•

48

not in the labour force (almost 60,000)
working full-time (approximately 51,000)
working part-time (approximately 38,000)

ibid, p. 87
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60,000
50,000
40,000
30,000
20,000

Colac-Otway

10,000

Golden Plains
Greater Geelong

0

Queenscliffe
Surf Coast

Chart 5 - Labour force category - ABS data, 2006 Census
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Industry Perspectives
The G21 region continues to evolve as a diversified regional economy.
While
manufacturing is still very important to the region, there continues to be a transition to a
more varied and dynamic economy. The economic downturn is only the latest chapter in
this story.
Employers have been impacted by the economic downturn, and their focus on jobs, roles
and skillsets has adjusted accordingly. Further, they acknowledge that the economy will
return to more positive growth in general. However, they believe that different sectors
and skillsets will be more important than others during this return to growth. These
topics are explored in the following section.
Also presented, are the perceptions of jobseekers as to what skills are needed during this
economic downturn and the current challenges they face.

Industry Sector Reponses for
Employers
Other (please specify)
Non-Classifiable Economic Units
Wholesale Trade
Transport & Storage
Retail Trade
Property & Business Services
Personal & Other Services
Mining
Manufacturing
Health & Community Services
Government Administration & Defence
Finance & Insurance
Electricity, Gas & Water Supply
Education
Cultural & Recreational Services
Construction
Communication Services
Agriculture, Forestry & Fishing
Accommodation, Cafes & Restaurants
0%

5%

10%

Response Percent
Chart 6 - Employer survey responses x industry sector
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15%

20%

The input of employers was sought through a number of different mechanisms. Firstly,
employers were invited to attend both the Shaping Our Futures Together forum and the
later region wide forum. At the Shaping Our Futures Together forum, employers were
invited to complete a questionnaire about their organisational issues. To gain additional
information, a representative from a major employer association was interviewed, and
two surveys were also undertaken to canvas employer views. The second employer
survey, which had a total of seventy-one responses, included employers from a wide
variety of industries as shown in Chart 6 above.

Industry sectors experiencing pressure
As mentioned in the project Interim Report, Golden Plains Manager of Executive Projects,
David Spear, gave a presentation to the Shaping Our Futures Together forum on the
changing local labour market (see Appendix 4). As part of this presentation, David
identified a number of industries which are underperforming within the G21 Region.
These are, not surprisingly, mainly focused in the manufacturing sector, with retail and
hospitality also at the lower end, and it is these sectors which have experienced the
greatest difficulty in being able to retain staff during the economic downturn.

Chart 7 - Index of Industry Performance
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As part of the data gathered through the surveys, employers were asked to identify
where they believed that pressure was being felt within the local economy.
Some of the areas identified by employers included motor vehicle design and
manufacture of car components as the tight economic situation continues to adversely
affect this industry sector. This is in line with the more general downturn in traditional
manufacturing, with many hundreds of redundancies having already occurred within the
Region, particularly in the metal fabrication sector.
When asked to identify the biggest challenge facing their businesses during the economic
downturn, the major responses included:
7. Lower Sales Volume / Low Demand (38%)
8. Maintaining Profitability or Viability (18%)
9. Retaining Current Workforce (6%)
10. Securing alternate markets
11. Competition
12. Coping with high demand
Interestingly enough, a number of respondents identified no increased pressure on their
businesses as a result of the economic crisis.

Changing skill demand by regional employers
The demand for specific job roles and skills is changing in the G21 region. Current
regional information provides the necessary basis to respond in an effective and timely
manner to support the regional economy.

Skills in Demand
Despite the economic downturn, G21 employers are still experiencing skill shortages in
particular sectors and roles. Employers identified a number of changing skill demands.
Some organisations are finding it difficult to fill specific roles/positions within the region.
These included:
•
•
•

Trades – especially licensed trades
o LAME, Refrigeration mechanics, welders, chefs
Qualified Professionals
o Oncologists, Psychiatric nurses, civil engineers, accountants
Specific skills
o Programmers, system analysts, group fitness instructors, recruitment
consultants
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When asked if any roles/positions within their organisations became more important
during a downturn, 37.5% responded affirmatively. The roles identified by these
employers included:
•

•

•

Middle Management – focus on daily issues vs. long term; steadying force needed
o “Managers, Financial Controllers & Supervisors who need to stay on top of
the day to day costs”
o “Management requires to be aware of company statutes/figures daily as
opposed to weekly/monthly”
o “debt collection”
o “research and negotiating with suppliers for best possible product for best
possible price. Always important but very crucial part of the process
now.”
Financial Controllers
o “financial control”
o “Financial Controllers & Supervisors who need to stay on top of the day to
day costs.”
Business Development
o “My own Business Development role and juggling this with technical work
in a small business.”
o “marketing”
o “Leadership roles, important to ensure opportunities are recognised and
taken advantage of. Junior staff often lack this ability.”

Employers were also asked if there were any skills that need to be improved in these
roles to meet the challenges of the downturn. Responses included:
•

•

•
•
•

Sales and marketing skills (highest)
o “Enhancing sales and marketing skills”
o “Marketing of correct product mix. Improved stock management.”
Awareness of economic & industry climate (2nd highest)
o “Understanding the wider political & economic climate”
o “Knowledge of where the opportunities reside.”
Analytic skills
Continuous improvement skills
Time & ability to develop new business
o “I need experienced personnel / resources to free up my own time for
business development and management, more so than specific skills.”
o ”Honing of skills needs to be in the area of concise communication forward
thinking and attention to details.”

Employers identified a number of changing skill demands.
Some organisations are finding it difficult to fill specific roles/positions within the region.
These included:
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•
•
•

Trades – especially licensed trades
o LAME, Refrigeration mechanics, welders, chefs
Qualified Professionals
o Oncologists, Psychiatric nurses, civil engineers, accountants
Specific skills
o Programmers, system analysts, group fitness instructors, recruitment
consultants

Skills in decreasing demand
The following were identified as skills in decreasing demand by those employers who
attended the Shaping Our Futures Together forum:
•
•
•
•
•
•

Manufacturing of ‘old’ technologies/products
Adoption of technology solutions will continue to reduce the number of
administrative roles
Project management , IT skills
Administration
Engineering/production workers
Researchers

Industries likely to experience growth
80% of employers expect their businesses to grow as the economy returns to growth, with
positive responses received from all sectors except Education and Government
Administration which do not expect to be impacted.

As the economy returns to GROWTH, do you expect your business
to grow?
11.7%
8.3%

Yes
No
Not sure

80.0%

Chart 8 - Will your business grow as the economy improves?
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When asked to identify ‘growing and sustainable industries’ which were already
established in the G21 Region, the high priority industry sectors voted by participants at
the forum were:
•
•
•
•
•

Health Sector (Including Aged Care) = 34.8%
Education Sector (including Child Care) = 19.1%
Transport & Logistics = 14.9%
Construction = 9.9%
Tourism & Hospitality = 7.1%

Forum attendees were also asked which ‘new opportunities in new industries’ were likely
to become important within the region.
•
•
•
•
•
•

Sustainability-Related Industries
= 22.7%
Social Capital Related Industries
= 22.7%
New Technologies
= 15.9%
New Manufacturing = 11.4%
ICT Related Industries
=11.4%
Transport & Logistics = 10.2%

Further information on these items can be found in Appendix 1 of the project Interim
Report.

Perceptions of jobseekers
When asked about the type of work they were seeking, most jobseekers wanted to find a
job which was similar to previous work they had done. Were this to occur, there would
be less need for training for these individuals.

Are you looking for a job that ...
... any job that is available
... targets a new area you want to get…
Job
Seekers

... is different but uses your skills and…
... is similar to other jobs you have had
0%

10% 20% 30% 40% 50% 60% 70%

Chart 9 - Type of work being sought by jobseekers

Jobseekers were also asked for their perceptions on the skills being sought by employers.
The following themes emerged from their responses:
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•
•

•
•

•

•

Experience (22%)
Qualifications (16%)
o As many qualifications as possible (multi-skilling) for the least amount as
possible
o Qualifications, excellent well developed skills.
Excellent communication skills (18%)
Computer skills (16%)
o Advanced computer skills, excellent communication skills, ability to work
in a team.
o HSC or above skills- or particular software packages.
Team oriented (14%)
o Work in a team, work with minimum supervision, do work efficiently.
o Working individually and in a team environment. Able to work well under
pressure ...
Reliability (10%)
o Reliability, able to work in the environment provided.
o Hard working, reliable, easy to get along with.

Despite the best efforts of service providers in attempting to meet the changing needs of
both industry and jobseekers, this is not always possible in the short term. For instance,
one interviewee stated ‘If we had known earlier of the Government stimulus package, we
might have been able to get clients ready for those jobs’. This demonstrates the
importance of early advice of changing Government initiatives so that agencies can
develop strategies to implement these.

Training gaps and development strategies

Overall how easy is it to find adequately
skilled staff for your organisation in the
G21 region?
Employers in G21 Region
44%
29%
15%

13%

0%
Very easy

Easy

Somewhere in the
middle

Difficult

Very difficult

Chart 10- How easy is it to find adequately skilled staff?

In order to take advantage of the anticipated return to economic health, surveyed
employers were asked how easy it is for them to find suitably trained staff.
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Employers advised that entry level staff are the main target for recruitment. The
positions varied across industries, but included drivers, technicians, shop floor operators,
tradespersons, drivers, nursing, front-of-house (hospitality), sales positions, office
positions, labouring and customer service. Only a few employers nominated management
and project positions as being needed.
When asked to nominate the top three strategies which have been of most assistance to
them in sourcing appropriately skilled staff, employers responded as follows:

Top THREE strategies that have worked best
for you in sourcing appropriately skilled staff
for your business?
Word-of-mouth
Internal promotions
Newspaper advertising
Industry networks
Job network providers/ hiring agencies
Internet advertising
Traineeships/apprenticeships
0%

10%

20%

30%

40%

50%

60%

70%

Employers in G21 Region
Chart 11 - Top three strategies for sourcing staff

As can be seen, ‘word of mouth’ and ‘looking within the business’ are still the primary
sources of recruitment for skilled staff, with recruitment agencies rating third lowest.
This would indicate that there is room for significant improvement by these agencies in
meeting employer needs, and the CDSS could be used as a facilitator in bringing these
two groups together to develop appropriate strategies.
Employers advised that entry level staff are the main target for recruitment. The
positions varied across industries, but included drivers, technicians, shop floor operators,
tradespersons, drivers, nursing, front-of-house (hospitality), sales positions, office
positions, labouring and customer service. Only a few employers nominated management
and project positions as being needed.
41% of employers felt that staff will need to be up-skilled or retrained to take advantage
of the opportunities. Training needs included:
•
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Keep improving skills generally
o all staff need to be encouraged to keep improving there skill levels

•

•

•

•

o yes, our industry is continually evolving so to stay current ...
Skill shortages
o We need to upskill and train our current employees to meet the
skills shortage
Cross Training for multiple jobs
o Our employees have the opportunity to be upskilled and or cross
trained to do multiple jobs within our business.
Cost improvement
o Senior shop floor leading hands, to implement the cost
improvements.
New product training

Most employers felt that training would occur through both informal on-the-job training
and RTO qualifications.
The issue of training and development needs was also addressed during the Shaping Our
Futures Together forum. Participants were asked to identify which industry sectors
would need assistance in addressing the gap between workforce capability and industry
demand where those industries were seen as growing within the Region. Results
included:
•
•
•
•
•

Education Sector
Government Policy & Initiatives
Innovation
Strategic Change
Health Sector

=
=
=
=
=

27.9%
15.8%
14.6%
11.5%
9.7%

Opportunities and challenges
Jobseekers were asked about their experiences with regard to seeking employment.
When asked what had been their biggest personal challenge in looking for a job during
this current economic downturn, they identified the following key themes:
•

•
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Age as
o
o
o

a barrier
Due to my age, I found it easier to find voluntary work.
Trying to get in position because of age!
I am truly at an age (20) where it's hard to find work. To get into
retail/fast food you need to be in your early teens. Heavy industry
employers want older workers with more experience and proven
reliability at 25+
Lack of experience
o Age and inexperience from having no work.
o Not having recent experience, no child care positions.

•

Difficulty in understanding the process of finding a job
o Not knowing where to get useful information
o Working out what’s involved in gaining new employment
o Not knowing where to get useful information
o Not knowing where to go
• Not having the right qualification
o Get in a job and try and stay in a job without it folding. The older
you get the harder it becomes and keep renewing licence and get
Cert is become dearer. To get a descent job you need a Diploma...
o To go on to get my Diploma in Early Childhood. Also to gain a job
at the end of my studies. Not having worked for 10 years, therefor
I lack experience.
6. Finding the job I prefer
o Family friendly employment.
o Finding the job you prefer.
o Not having 100% availability / flexibility due to Army Reserve
commitments
• Not having the right skills
o Finding work that is suited to my skills and experience, that will
lead to ongoing work/career development.
• Not having a car or license
o Not having my licence.
Some of the new opportunities identified by employers include the development and
introduction of energy saving technology and the implementation of knowledge
management strategies.
These more complex occupational needs identified by
employers will require employees with higher level skills and knowledge.
As the economy returns to growth, the gap between the needs of employers and the
capabilities of jobseekers will again return the G21 Region to a skills shortage situation
and both employers and jobseekers will need additional help from Job Services Australia
and other recruitment agencies, in conjunction with RTOs, to source and train suitable
staff.
Surveyed employers and jobseekers were therefore asked a number of questions with
regard to these providers.
As can be seen from Charts 12 and 13 below, most employers felt that they were aware
of the various agencies working in this area. However, the information available to
employers about their services was not rated as highly. It is not sufficient for employers
to simply know that there are recruitment and training providers in the Region. They
also need to have a clear picture of the specific services provided by these agencies.
The CDSS will be a vehicle for gathering and disseminating this data.
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Your level of awareness of Agency
support offerings
40%
30%
20%
10%
0%
Very Good

Good
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Very Poor

Employers in G21 Region
Chart 12 - Employer level of awareness of Agency support

The information available to
employers on Agency support
offerings
40%
30%
20%
10%
0%
Very Good

Good

Average

Poor

Very Poor

Employers in G21 Region
Chart 13 - Information available to employers about agencies

If employers do not really understand the services which are available to them, then it is
not surprising that they do not rate those services highly in meeting their needs. More
appropriate information about how agencies can tailor their services to meet those needs
will be an important first step. Better communication between these two sectors is also
needed.
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The effectiveness of Agency support
offerings in assisting to meet your
needs
50%
40%
30%
20%
10%
0%
Very Good
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Average

Poor

Very Poor

Employers in G21 Region
Chart 14 - Effectiveness of agency support to employers

Jobseekers had a more positive opinion on the information available to them and its
usefulness. Given the fact that the survey respondents were all registered with a Job
Services Australia provider, this is not so surprising. It will be useful for the CDSS to test
this awareness with individuals who have not yet entered the system.

Client Awareness of Services
Exit Surveys by Job Seekers at Service Providers

Not aware of any services
Aware of some services

0.0%
23.8%

Aware of most services
Aware of all services

44.4%
31.7%

Chart 15 - Jobseeker level of awareness of the assistance available

Chart 15 above shows that only 31.7% of jobseekers felt that they were aware of all of
the services available to them, with another 44.4% being aware of most services. With
the growing complexity of service provision, it is vital for there to be more easily
accessible and more ‘user friendly’ information available.
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Rate: The information available to jobseekers
on these support services
Exit Surveys by Job Seekers at Service Providers
44%

42%

13%

Very Good

Good

Average

2%

0%

Poor

Very Poor

Chart 16 - Availability of information for jobseekers

Rate: The usefulness of these support services
for you
Exit Surveys by Job Seekers at Service Providers
45%

40%

12%
3%
Very Good

Good

Average

Poor

0%
Very Poor

Chart 17 - Usefulness of information for jobseekers

Both employers and jobseekers were also canvassed for their thoughts on how
employment processes could be improved. As can be seen from the charts below, the
response from both groups supported more centralised, simpler and responsive processes
in meeting their needs.

Page | 59

40%
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25%
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information for all support
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15%
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a one-stop-shop to access
information on these services

5%
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Chart 18 - Processes that would assist employers (1)
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3.
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A physical location that
provides a one-stop-shop to
access information on these
services

Chart 19 - Processes that would assist jobseekers (1)

Both employers and jobseekers were also asked how service providers could better assist
in meeting their specific needs. Employer comments included:
•
•
•
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‘It would be nice to have one place "clearing house" where an employer could
go in order to find out all the options available’.
‘More streamlined process for trainees from sign up, enrolment and training.
Long delays between each step and payments etc’.
‘There is a lot of uncertainty by employers, though, as to what each service
provides and the differences between their offerings. Perhaps this needs
clarification’.

•
•
•
•
•
•

•
•
•
•

‘Get your heads together and coordinate your strategies to ensure: no gaps in
support; longitudinal support for at-risk and marginalised students’.
‘Keep it simple and time effective’.
‘To make more regular contact. Have access to up to date web sites’.
‘In general whichever service provider we contact they attempt to meet our
requirements’.
‘Identify industry needs, tailor course availability to needs’.
‘Listen to the employer needs. rather than the employees who think they have
learnt the job in six months, when serious disciplines really take years of
training’.
‘Provide an avenue that information can be sought and gained easily from a
one spot shop’.
‘Listen to the needs of the employer’.
‘Focus on training and education, not just on job placement. Referring only
adequately skilled staff to vacancies’.
‘Provide general training to clients before they are sent to jobs’.

Jobseeker comments included:
•
•
•
•
•
•
•
•
•
•

‘More interaction between parties’.
‘Listen to what the client wants and needs. To assess them properly and help
them in a professional way’.
‘Keep trying, update resume, cover letter writing skills’.
‘That many people have limitations on when and where they can work. Also that
job seeking can be a depressing experience at times’.
‘Closer contact with jobseeker. Once a month appointment not enough’.
‘Be careful which they are looking for. They need background info on employer.
To match the job for that person with qualifications’.
‘Call them back whether they get the job or not’.
‘Make each section crystal clear about what they are helping with’.
‘I would suggest more one on one support’.

Whilst service providers work hard to meet the needs of both employers and jobseekers,
this is often a very difficult task, particularly during a significant event that forces
jobseekers to shift into different industry sectors. As the G21 Region moves away from
traditional manufacturing into more high tech areas, there can be a significant mismatch
between the skills required by industry and those possessed by jobseekers. As one
interviewee put it, ‘As providers, how are we going to manage with disadvantaged clients
in a labour market which is moving away from low skilled occupations?’
Another interviewed provider is concerned about the need for better communication. ‘I
think we have always said that it is more of an internal thing, if the employer tells us
what they want, we will get the clients to that point. It is really having that forum to
say what do you want and for the employers to tell us. Also I think there is fear from
employers that if they say we want this and that, they may think it locks them into
employing somebody. We know that that is not necessarily the case. There are different
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things to facilitate and support that doesn’t necessarily mean that they will have to take
it. The problem at the moment is that we are doing very generic job skills training, but
is that relevant?’
Other issues identified as challenges by those being interviewed included the lack of
linkages with both State and Federal Governments to ensure that smooth two-way
communication occurs, and the competitive nature of both the Job Services Australia
providers and the RTOs. The engagement of these sectors in the CDSS network should
contribute towards addressing these challenges.
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The CDSS Model
In order to identify the most suitable model of careers and skills service delivery for the
G21 Region, the consultants undertook preliminary discussions with a range of
stakeholders as well as visiting sites in Ballarat and Bendigo. The results of these
consultations were documented in the project Interim Report.
As a result of the data collected during these consultations, the following model has been
developed and endorsed by stakeholders during the ongoing research conducted during
the second stage of the project.

Outreach
services

Connection
to other
networks

First stop
central 'shop
front' building

Website

Structured
network

Figure 8 - The CDSS model

The First Stop Shop
Why is it important?
The ‘heart’ of the model lies with a physical presence for the CDSS. As discussed in the
previous section of this report, almost 60% of surveyed employers and almost 80% of
surveyed jobseekers believed that there would be benefits to them in having a central
physical location which they could visit for assistance.
This building will give an identity to the CDSS and provide a central point of personal
contact, particularly for employer clients. The First Stop Shop would also give a ‘face’ to
the structured network of service providers.
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There was significant support from most of those interviewed for the concept of a service
‘precinct’ with the CDSS First Stop Shop being located close to other related service
providers. When asked why a physical presence was important, responses included:
•

‘This concept is ideal for the community. As an individual employer, retrenched
worker etc., if you know of one place to go to, the client states what he is looking
for and is then directed to appropriate service’.

•

‘Maybe the first port of call needs to be an interview process, needs someone at
the front desk, like a doctor asking the question then direct the person to the
available service providers’.

•

‘They want a one-stop shop, get info for up skilling, so they can walk out fully
aware’.

•

‘But if you want to process 10,000 people over the next 25 years, the bulk of
those people will want to see a face. They will want to have a name and have
somewhere to go back to, that is what they have not got at the moment’.

•

‘Need to have a physical presence for employers to go. Need to go into a centre
and see what is available’.

Through the surveys, both employers and jobseekers also identified the importance of
having a person to whom they could go for direction and assistance to help them to
navigate the maze of service delivery options.

40%
35%
30%

A person I can talk to on the
phone to find out more about
what is on offer

25%
20%

A person I can meet with to find
out more about what is on offer

15%
10%

A person who will respond to my
e-mail query within 24 hours

5%
0%
1. No
Benefit

2.

3.

4.

5. Big
Benefit

Chart 20 - Processes that would assist employers (2)

Page | 64

45%
40%
35%
A person I can talk to on the
phone to find out more about
what is on offer

30%
25%

A person I can meet with to find
out more about what is on offer

20%
15%

A person who will respond to my
e-mail query within 24 hours

10%
5%
0%
1. No Help

2.

3.

4.

5. Big Help

Chart 21 - Processes that would assist jobseekers (2)

Co-location
Located in this site will be a core of organisations which are not operating in a
competitive environment with careers and skills related service delivery agencies. This
will be important for initiating the buy-in for the network, and to build capacity for
multi-service coordination and local information support.
Currently G21 and the SGRLLEN have committed to co-locating with the CDSS, with
United Way now also agreeing to take up space in the building. G21, the SGRLLEN and
United Way will bring extensive networks of industry, education/training and community
members into the Centre. Other agencies are being invited to co-locate with the group
(see Appendix 5 for the CDSS flyer). The intent is for each agency to maintain its own
individual identity through clear badging within the building. As stated by one
interviewee, ‘To have them in one facility, they will all be together, all vying. They will
need a point of difference and this will need to be communicated at the front entrance’.
Whilst it is important for each co-located agency to maintain its independence, it will
also be important for them to work in a cooperative manner with regards to the
‘communal’ areas such as reception, meeting rooms, etc. In this way, the cost of these
areas will be defrayed amongst the various tenants, and the usage of them can be
maximised. This process will also consolidate and build on the ability of these agencies
to work together on projects and issues which are important to the Region.
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For those service providers which are not in a position to co-locate, the building will also
have a ‘hot desk’ capacity to allow for a visiting presence from member agencies,
including the CIC and other Centrelink services. Facilities will also include meeting
rooms, training facilities, and consultation rooms for use by CDSS members.

Location/requirements
The intent is to have the First Stop Shop located within a precinct with other related
agencies. The site which has been identified for the First Stop Shop is located on the
first floor at 63 Spring Street in Geelong West (see Appendix 6 for the site drawing).
There is already the beginning of a Careers and Skills precinct in this location, which the
CDSS will build upon. Just below the CDSS co-located group is Karingal on the ground
floor. Karingal is a major service provider for disadvantaged clients, as well as being a
Registered Training Organisation in its own right and a Job Services Australia provider
through its extensive Matchworks network. Barwon Youth, one of the largest youth
providers in the Region, is also located at the rear of the building. The Gordon Institute
of TAFE is close by as are a number of other relevant agencies, such as Diversitat and the
Geelong Regional Library. This precinct will give an ‘identity’ to the careers and skills
sector, as is currently occurring in other sectors such as the arts and culture precinct
being developed around Johnson’s Park.
The first floor of the building contains over 1000 square metres. At this stage, G21 and
the SGRLLEN intend to take up approximately 400 sqm, and are negotiating with the
agent and property developer to identify an appropriate layout. Appendix 7 contains a
concept drawing of how that space might be used. It should be noted that this is not an
architectural drawing and is not meant to be the definitive layout. It does, however,
demonstrate what could be contained in the space.
The site comes with some off street car parking, and there is also street parking
available around the building. The Geelong railway station is within easy walking
distance and buses run along Aberdeen and Pakington Streets, as well as Latrobe
Terrace. This should make the location easily accessible to both employer and jobseeker
clients. Both G21 and the SGRLLEN have now contacted their network members to invite
them to consider the benefits of the co-location and it is hoped, through this process, to
bring together a range of complementary agencies within the First Stop Shop.
For further details about the First Stop Shop, please see that CDSS Revised Business Plan
which accompanies this report.

The Structured Network
Sitting ‘underneath’ the physical shop front presence is the structured network which
was described in the Interim Report. The Network is designed to bring all relevant
service delivery agencies together in a more formal, structured way than is currently the
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case in the Region, where networks are formed on an ad hoc, informal basis based on
personal relationships.
Whilst the physical presence provides meaningful support and a physical meeting point to
the regional coordination of services, the structured network will provide the mechanism
to leverage that support and include those contestable stakeholders and services where
co-location is not feasible or practical.
The structured network will allow for
collaboration on large projects, regional delivery, service marketing, as well as the
capacity for a more regionally informed service network.
Providing services across the G21 region is challenging for any one service provider or
organisation in the career and skills field. However, a structured network provides the
ability to reach out to communities in a cost-effective manner.
Interview participants were asked for their thoughts on the benefits of a more structured
network within the G21 Region. Comments included:
•

‘The model would work better if all agencies pulled together’.

•

‘My initial thoughts are that most of the key stakeholders already have an
understanding of how the networks work in Geelong. I’m not sure that there will
be an issue on the competitive stuff as they all know where each is placed’.

•

‘We should only go where there is willingness and opportunity. By people joining
with us on that principle, a lot of other people will see the work, then want to
participate. We don’t want to go dragging them in. We should let them get
attracted to the work that is happening and then ask to come in’.

•

‘In this region, there is a latent willingness to work together if someone will step
in and facilitate the process’.

•

‘The more info our clients can gather or that we can pass on to our clients
through these sorts of networks, the more the benefit it is to our clients. I see a
definite need for this in our area but we are a bit fractured because of the
competition level’.

•

‘We have had positive outcomes in the past dealing with other providers so I see it
to be a positive thing to do’.

•

‘I can see benefits, but with competition to aspects of it. That is natural. We are
all trying to achieve the same thing, and we would like to be leading providers in
our own right. But I see this upper level, as an industry as a whole, what are we
doing to eradicate or at least address the barriers that our clients have in today’s
society?’
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•

•

•

‘The current networks rely too much on personal relationships. We need to build
a network which relies on organisational connections. We need to all be singing
from the same songbook’.
‘We are here for one objective - to get people into work and it is not like I have
three days to look at the government programs. Time efficiency is a major issue
in this sort of role, so if the network coordinator can filter things through to us –
good’.
‘We will need to have a central person to coordinate the network. Otherwise, it
will fall over because everyone will think that it’s someone else’s responsibility’.

Other value which will be added by the CDSS includes:
•
•
•
•
•
•
•

better coordination between service providers to reach marginal areas (e.g.
Golden Plains Shire regions).
multi stakeholder coordination to make an impact on socio-economic challenged
regions
multi service marketing to attract big ticket employers
improved awareness of government initiatives across service providers
developing industry specific responses as needed to manage retrenchment and
career migration, as needed in the G21 region.
filling the current gap which exists in the region with regard to independent
career testing and support
improved awareness and ‘menu of choice’ for clients on career/skill services
which applies to their situation.

The position of Coordinator for the network which is mentioned above will be included in
the CDSS funding application which will be discussed later in this report. This person will
be located in the CDSS building and will encourage network members to maintain a
visiting or advertising presence in the building. An area will also be set aside for ‘hot
desk’ use by agencies wishing to use the premises for client contacts. Network events
such as meetings, professional development activities, etc. can also be held at the CDSS.

Current service provision and opportunities to eliminate extant weaknesses
During the region-wide forum held on 1 September, participants clearly identified the
importance of the CDSS model, particularly the structured network. When asked to
identify what would happen in the Region if nothing changed with regard to the provision
of careers and skills related activities for both those seeking work and employers, the
following were some of the points identified:
For young people:
•
•
•

Not much future for young people coming out of school
Lack of information regarding careers for students
Lack of longitudinal support for young people in the region
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•
•
•

Workload for career teachers
Young people not aware of career opportunity pathways and are unable to make
informed decisions
Young people need to be motivated – not driven because not informed

For adult jobseekers:
•
•
•
•
•
•
•
•
•

‘At risk/marginalised’ lack of support eg. dyslexia
Some groups not well connected
People being lost in and out of the system
Fear of commitment, think they have lots of time
Employees need to make connections of transferrable skills and where they can
take them
Adults do not have access to a career centre- particularly applicable to young
people changing careers
Wage structure for adults changing careers should be looked at
Un-coordinated approach to providing opportunities to the unemployed
Lack of understanding of service network

For employers:
•
•
•
•
•
•
•
•
•
•
•
•
•

Lost business opportunities
Need to import skills
Continuing lack of information for employers for decision making
Inadequately skilled staff, uncompetitive operations, low profitability
Scattered approach for employers
Time intensive process to find information
Confusion re: services
Persistent skill shortages
Employers are disengaged in terms of providing feedback about their needs
Employers are not developing pathways for their employees
Connecting schools with employers and business (work placements)
Employer confusion
Training for training sake

For agencies:
•
•
•
•
•
•

Lack of awareness of accurate labour market information
Lack of coordination of agencies
Competition in market rather than collaboration
Fragmented service provision
Duplication of services
Ineffective planning

For the Region:
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•
•
•
•
•
•
•
•
•
•

Widening the gaps
Ineffective regional spending
Perhaps another collapse in the economy
Lack of a central point wastes time and opportunities
Skill shortages and unemployment
Missed opportunity for customers and agencies
Missed opportunities & lower growth from a regional perspective
Increasing skill shortage, loss of regional business opportunities
Potential exit of employers from the region
Under utilisation of current infrastructure

As can be seen, whilst on the surface it appears that the current system is working well,
most agencies operating within this sector have identified that there are a number of
weaknesses which need to be addressed. The CDSS offers a platform for a unified,
consolidated approach to servicing a range of clients and for supporting both the service
delivery agencies and the region as whole in developing comprehensive strategies to deal
with local labour market issues.

Who might belong? Member identification
The G21 labour market is extremely diverse, with a
organisations operating within the Region. There are
providers and other related agencies operating within
space, and this complexity has been one of the major
organisations seeking assistance.

wide variety of industries and
also a large number of service
the careers and skills delivery
problems facing individuals and

In establishing the CDSS, it will be necessary to ensure that all of these groups are made
aware of the new entity, particularly the structured network component. In order to
‘entice’ them to become members of the CDSS, it will also be important to show the
value proposition which the CDSS will provide for members.
One of the services which will be provided by the CDSS is a comprehensive database of
service providers and their details. At the moment, none of the individuals involved in
the research have been able to identify all of the ‘players’ operating in the career and
skills service sector. If the service providers themselves are not aware of all of the
agencies, then it is little wonder that those seeking assistance become confused and
overwhelmed. This database will be used by the CDSS Coordinator to identify and invite
relevant providers to work cooperatively on projects as they occur. It can also be
available on the CDSS website as guidance for jobseeker and employer clients.
Some of the industry sectors which need to be invited to become members of the CDSS
include:
• Job Services Australia providers
• Other recruitment agencies
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•
•
•
•
•
•
•
•
•
•
•
•

Public and private Registered Training Organisations
Public and private secondary schools
Universities operating in the Region
Youth service providers
Industry peak bodies
Other employer organisations
Individual employers where appropriate
Community/welfare agencies where appropriate
Federal, State and Local Governments
Other Government funded agencies, such as the library network
Neighbourhood houses
Private organisations which have an interest in the careers and skills sector

Many of the organisations from these sectors have attended the forums and/or taken part
in interviews and surveys for the project, so are aware of the CDSS and its potential.
However, it will be necessary to ensure that the ‘message’ continues to be spread
throughout the Region in order to ensure that all relevant agencies/organisations are
invited to participate. To this end, it will be important to develop relevant marketing
material about the entity and its work (see the CDSS Revised Business Plan).

Outreach Services
Corio/Norlane, Torquay, Golden Plains Shire and Colac/Otway Shire have all been
identified by various stakeholders as needing additional servicing to that already
provided by local agencies.
At the moment, outreach activities are conducted by a number of providers. However,
this is done on an individual ‘as needs’ agency basis. The CDSS network model will
enable a more coordinated approach to outreach services with the capacity to co-brand
or represent multiple services.
For example, Golden Plains Shire intends to develop a community building in
Bannockburn which will have facilities for a visiting presence. The CDSS network could
coordinate this visiting service on days when the community buses run within the Shire.
A number of agencies could be present, enabling clients to make appointments on the
one day with a variety of service deliverers, such as Centrelink, Job Services Australia
agencies and RTOs. A similar process could be established for Corio/Norlane, where the
Norlane Neighbourhood House is seeking funding to extend the building to enable ‘hot
desk’ capability.
The ability to visit these locations will not only offer a more comprehensive service for
clients, it will also contribute towards improving the local labour market knowledge of
those agencies which participate.
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Website
It will be important for the CDSS to have a ‘virtual’ (ie. on-line) presence to complement
the physical one. The website will have two functions. The first relates to assistance to
clients. This area will contain a variety of important information for both jobseekers
and employers, and act as a means to direct individuals to the most relevant source for
their enquiry through an extensive, but easy to navigate, link system. Whilst a number
of sites are available for individual services at a national and state level, this site will be
specifically for the regional contacts and service providers. This provides a meaningful
explanation of ‘who’s who’ in the regional delivery of CDSS services and the menu of
options available to various jobseekers and employers.
As the website develops, it will also contain an area where, for example, a jobseeker will
be able to do some basic careers self-assessment. The website will also have a robust
enquiry system, so that an individual can lodge a question and receive a response within
a specific timeframe, eg. 24 or 48 hours. As shown in Charts 20 and 21 above, this has
been identified by employers and jobseekers as an important source of assistance for
them.
The second function of the website will be as a communication mechanism for CDSS
members. This section of the site will have the usual chat facilities and bulletin boards
for information updates, but will also have a portal facility whereby documents can be
shared and ‘virtual’ meetings conducted.
This will form part of the overall
communication plan for the CDSS.
The importance of both a physical and virtual presence for the CDSS has been identified
by those being interviewed as well as by forum participants.

Connections to other networks
As has been acknowledged by project participants, like all regional centres, the G21
Region is highly networked and most of the work happens through these networks. The
major problem is that most of the networks are informal and rely on personal
relationships. Where there are formal networks, there is often overlap and duplication
which occurs because each network tends to operate in isolation from the others, despite
the fact that many have common membership.
As well as the proposed CDSS network, there are a number of other networks in the
Region, working in related spaces. These include the G21 Economic Development Pillar,
the G21 Education and Training Pillar and the G21 Skills Taskforce. It will be important
to ensure that the CDSS does not, at best, duplicate the work of these other groups or, at
worst, work against them. At the outset, therefore, there will be a process put in place
to link these groups together. This will be through having some common representation
which will be a conduit for sharing information and ideas, as well as through having
established communication and reporting protocols in place.
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In an attempt to reduce the overlap of networks, G21 has taken the decision to subsume
the G21 Skills Taskforce into the CDSS which will be working in that same ‘skills’ space,
but with a wider charter of operations. The members of the G21 Skills Taskforce will
become members of the CDSS instead and this will provide some ‘corporate knowledge’
and history from which the CDSS can learn.
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The Work of the CDSS
As mentioned previously, there will need to be a ‘what’s in it for me’ value proposition
for organisations and individuals to become members of the CDSS. This section of the
report will examine some of the ‘value adds’ that such an entity can bring to its
members.

The Value Proposition
When asked how the CDSS would ‘value add’ to addressing these issues, forum
participants responded as follows:
For young people:
•
•
•
•
•

Parents able to access information for young people
Education system delivers skills needed in the region (e.g. TAFE)
Innovative education opportunities to meet local or national need
Employers able to influence information young people can access and the choices
they make
Curriculum influenced by industry requirements

For jobseekers:
•
•
•

Improved services for redeployed employees (confidential)
Coordinated approach with Centrelink
Satisfying mobile nature of national workforce

For employers:
•
•
•
•
•
•
•

Two-way flow of communication between employers and schools
Industry/employer reference groups involved to ensure that information held in
the centre is current being constantly updated and refreshed
Provision of ‘Strategic Advice’ to employers regarding recruitment/training/youth
services/mental health services etc.
Global perspective can be promoted to SME. What are the new emerging skills?
What do they need to do to stay competitive?
Streamlined approach for employers
Referral service for employers
Information to businesses, local, regional and international to access
opportunities

For agencies:
•

Neutral ground for sharing information and driving action
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•
•
•
•
•
•
•
•

Direction of resources and effort
Provides information about key initiatives
Provides support to the networks in the region
Professional development of networks
Regulatory body
Sharing of information/data
Brokerage service
More informed decisions

For the Region:
•
•
•

Collating data on regional needs
Informing government policy
Industry Skills Council information/knowledge transferred to the region through
CDSS

Discussions with those individuals who took part in the interviews also identified a
number of areas in which the CDSS could value add to the work already being done by
service providers.

Careers/skills advice and assistance for clients
Most interviewees believed that there would be significant benefit to their clients by a
more integrated network with better communication processes and more timely
information sharing. Comments included:

•

‘Benefits are that some RTOs specialise and therefore can refer enquiries on to
other network member. We have done this and will do this in future - referral
service, share trainers, network meetings, but we tend to do that in house’.

•

‘It will help the kids. It will link them to career information, will link them to
pathways, employers. It will provide proper assessment and referral case
management’.

•

‘We are not immune to working with other agencies. We are here to assist our
clients and that is our priority, so if we see something that is going to assist them,
then we would jump in with other providers’.

There were some concerns expressed about how the CDSS would be able to overcome the
competitive environment within which many of the agencies operate.
•

‘Practically there will be hurdles to get over, to have agencies working together.
How good would it be though, in a perfect world, to have a seamless transition
between services and have one point of intake. This is what really interests me’.
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Another area where providers felt that the CDSS could value add was in the provision of
careers counselling. This was seen as one of the most significant gaps in service
availability to clients within the Region.
•

‘Career advice and testing – many clients would definitely be interested. The
State seems to be throwing money at training but nobody does psychometric
tests. This would be particularly useful for our long term unemployed and
disadvantaged clients’.

•

‘There is particularly a shortage in counselling, genuine careers type counselling.
In some respects we are contracted to do some of that stuff, but it is beyond the
scope of our consultants. We do have ability to draw on some funding to provide
our clients with that sort of service’.

•

‘A trained careers counsellor, whether out of the schools or from somewhere,
they could make an assessment of all of the things that a 45 year old woman has
done including running the house and financial management which most of them
forget about. If they had a trained ear, they could pick up all that sort of stuff,
regurgitate that back to them’.

•

‘Not many people these days are well oriented to their career needs. They really
need to see someone who can help them with testing as well as information’.

Attendees at the forum also identified a number of things which the CDSS could do to
contribute towards improved service for clients. These included:
•
•
•
•
•

building partnerships through identifying and engaging new stakeholders, and
facilitating networks
sourcing and disseminating relevant data to stakeholders
providing a ‘voice’ to advocate on behalf of network members and their clients
promoting and modelling best practices
providing an environment where providers and industry can come together

Forum attendees and those participating in interviews believed that these things would
not occur without some centralised, coordinating entity.

Meeting the needs of employers
Meeting the needs of employers was also seen as a major expectation by forum
attendees. When asked how the CDSS could achieve this, the themes which emerged
included:
•
•

sourcing and disseminating information, including Government
developments
linking employers with schools and other relevant providers
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policy

•

providing a central point of contact for employers

These comments were also reflected in the interviews:
•

‘It’s about the connection to industry, for advice and ways to improve the labour
market and the relationship with service providers. A lot of providers don’t know
what is going on in the whole industry, they look at the small picture and they
don’t recognise that a lot of those jobs are disappearing’.

•

‘So this network could strengthen the relationship between agency and
employer’.

•

‘We need a coordinated approach through a comprehensive knowledge base – the
employer, and the people affected’.

•

‘Need to really convince employers that the network can deliver on required skills
and the timeframes within which it can be done’.

•

‘Need to know what pool of potential staff are available – this will be a really
valuable service to employers. Service will have to be capable and show it can
deliver for employers to have confidence’.

•

‘Need to engage employers in getting a strategic viewpoint’.

•

‘Some businesses and industries wouldn’t even have thought about a CDSS, but
will see the benefit when it’s available to them’.

Labour market research
The final area identified as a ‘value add’ for the CDSS was in its ability to source and
distribute labour market research. This will be a ‘two way’ process. The first will
involve sourcing both national and State information and ensuring that that information is
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made available to CDSS members. The second will be the collection and analysis of local
labour market information. This data will then be available for local stakeholders for use
in determining local strategies, as well as being fed back up to State and Federal
Departments in order to influence policy direction and implementation at the Regional
level.
This area was seen as a major ‘value add’ by project participants, who universally
identified the problems faced by agencies when the data they need is not available, or is
only available in national or State based aggregates.
A number of agencies also identified a lack of sophistication in their staff with regard to
understanding what a labour market is and how it operates. This was often cited as
being due to the high turnover of staff, particularly in the Job Services Australia
agencies. They saw the CDSS as being able to assist these staff in developing a more
comprehensive understanding of labour market data and how to analyse it.
Forum participants also saw labour market research as a very important area. They
discussed the mismatch which often occurs between Federal and State Government
policies and initiatives and the local needs of the G21 Region. When asked what the
implications of this meant, they identified missed opportunities, lower economic growth
and poor business performance as some of the outcomes of this problem.
In order to overcome the issue of poor local labour market information, project
participants felt that the CDSS could:
•
•
•
•
•
•
•
•
•

Collect and analyse regional data
Be a central repository for data and information
Collect data so that Federal and State data is applied to the region
Undertake targeted research
Conduct forums to exchange information
Utilise workforce development strategies
Be a close link with Council economic development units
Collaborate with Deakin - accessing knowledge/data
Ensure key stakeholders ‘buy in’, committing to the project

This capability of the CDSS to work with current local labour market information and to
provide a cutting edge research capacity will be a critical element in the ongoing
viability of the entity. In time, the CDSS could evolve into a major resource such as the
Hunter Valley Research Foundation in NSW.
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‘Established in 1956, The Hunter Valley Research Foundation mission is a unique, independent
regional research organisation. Committed to assisting business, government and statutory
authorities and community groups, the HVRF is Australia's longest serving private not for profit
organisation.
Our work is focused on two key areas:
Research consultancy services including surveys, economic analysis, health data collection,
facilitation and multi-client surveys. A long standing regional research program which includes the
monitoring of regional investment, economic indicators, social wellbeing, demographic analysis, use
of technology, environmental attitudes, housing affordability and weather patterns. Research output
is disseminated through publications, forums, presentations to various groups, a free enquiries
service and public library, the media and our web site.
Using funds contributed by our sponsors and contract research surpluses, the Foundation undertakes
a range of socio-economic research programs. Our research program includes economic, social,
demographic, environmental and quality of life projects which are used by regional communities to
assist decision-making.
Many of our data series have been operational since 1980 and over time key regional indicators and
data collection techniques have been significantly extended and enhanced.
Our work focuses in a number of key areas:

•
•
•
•
•

Economic indicators for the Hunter, Upper Hunter and Central Coast regions
Investment within the Hunter Region
Input-Output modelling for the Hunter Region
Social and economic wellbeing for the Hunter
Environmental attitudes monitoring’.

http://www.hvrf.com.au

Supporting CDSS Members’ Goals
If the ‘value add’ of the CDSS involves improving processes for agency clients and
employers, as well as in collecting, analysing and disseminating labour market
intelligence, then it is also important to ask what active role the CDSS will play in
supporting members’ goals. According to research participants, there are three main
areas in which the CDSS will significantly improve the ability of member organisations to
achieve their goals.

Consortium tenders
One of the possibilities which caught the attention of most of those interviewed was the
role the CDSS could play in identifying tender opportunities and bringing together
interested agencies to develop consortia bids. As noted by one interviewee, ‘This is the
latest trend - Government is more focussed on those sort of arrangements, any tender
applications, new programs, they are into partnerships, so it may depend on
organisations demonstrating partnerships. Organisations may not do it willingly but they
have almost been directed if they want funds for contracts’.
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Another person stated that ‘Yes they are working together, they don’t mind, they
understand that there is competition, but there is more collaboration. Big picture
projects – more will come on the scene, so they will miss out if they don’t collaborate, so
that becomes a driving force’.
In developing processes which will enable consortia bidding for tenders, however, it will
also be necessary to recognise that, in some cases, individual agencies will prefer to
tender in their own right, and agencies should not be deterred from doing this. A system
will need to be established to identify where group tendering is a possibility and bring
relevant agencies around the table. This will require a level of trust to be built in order
for individuals to be comfortable in stating their organisational intentions in a public
arena. Where agencies decide to ‘go it alone’ for a particular tender opportunity, then
there needs to be a process which requires them to stand down from also participating in
a consortium tender bid.

Tackling Regional Issues
There was also a great deal of interest in
the possibility of agencies working
together on major projects. These might
include CDSS members working with G21
Pillars on some of the G21 identified
priority projects, where there is a
workforce development component. Or it
might involve members working together
to tackle issues which are impacting on
their ability to meet their clients’ needs.
These projects could include things like
literacy and numeracy, or be post code specific, such as is currently occurring in both
Corio/Norlane and Whittington, where agencies are working cooperatively to address
barriers to employment. Alternatively, they could focus on a specific client group such
as retrenched workers. At the moment, the process used when a significant number of
employees are to be retrenched from an organisation involves the conduct of an
information session presented by Centrelink, DEEWR, etc, in which employees are given a
range of information about the services available to them. Anecdotal evidence points to
the fact that, for many workers, the amount of information is overwhelming and too
general. The CDSS could value add to this process through a number of potential options.
These include:
1. At the information session, workers could be given a simple checklist to complete
with regard to their needs. This could include items such as financial counselling,
job search assistance, resumé writing, etc. The checklist could also ask them to
identify whether they would prefer to seek work in the same occupation or
whether they are willing to look for other work. If they check this box, they could
then be asked if they know the other occupations in which they are interested.
Their responses to these questions would identify whether careers counselling is
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an appropriate activity for them, as well as the training paths they will need.
From the responses to these questions, the CDSS could develop a tailored
individual action plan for each worker and arrange for them to meet with
representatives of the agencies which are most likely to be able to assist them.
2. As mentioned earlier in this report, the State Government has recently announced
its Back to Work initiative to assist organisations who are about to retrench
workers as well as the workers themselves. The CDSS could form a working group
with representatives from Centrelink, the Job Services Australia providers, the
RTOs, the Gordon Institute’s Skill Up section and the Geelong Trades Hall Council
to develop a regional response to the implementation of this new program. In
this way, the benefits to both the retrenched workers and their employers could
be maximised through a more efficient, targeted approach.
3. As mentioned earlier in this report, over 1300 redundancies have been reported in
the G21 Region since July 2007. However, it must be noted that most of these
redundancies come from medium to large enterprises, rather than the smaller
employers who make up by far the largest segment of the local labour market.
The employees of these small to micro businesses are usually laid off without the
formal retrenchment entitlements paid to workers from larger businesses, and
without the information provided by Centrelink and other agencies to employees
of big businesses. Ironically the employees of the SMEs are more in need of
assistance than the workers who receive it in a timely manner. The CDSS could be
a valuable asset for these small employers and their workers. Through a targeted
advertising campaign, employers who are facing economic difficulties and need to
shed staff would have a point of contact through the CDSS which could put them
in touch with the relevant service providers to ensure that they receive
appropriate assistance in a timely manner.
As part of the development and implementation of these various project options, the
CDSS members could build in a ‘debriefing’ system which could be implemented both
during, and at the end, of each project. Through this mechanism, the project team
could develop the ‘lessons learnt’ from the project, and this could then be fed back up
to the Committee of Management. Using this action learning methodology, the CDSS
could, over time, develop more efficient and effective systems and build a more robust
capability to respond to regional issues.
Some of the comments from participants included:
•

‘Yes, how do we, as a network, advocate for those client groups and how do we
identify employers who will also advocate and take chances and how then do we
support those employers. That will be the big challenge I think. A bit of a
collective conscience might create some of that stuff’.

•

‘I see the opportunity there to work with other providers to ensure that issues
that are not only prevalent here, but probably nationwide like the literacy and
numeracy, skills shortages, could with a collaborative approach, be worked on as
more of a community than as job network providers’.
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Professional development
A number of those interviewed discussed the ways in which the CDSS could assist in the
professional development of their staff.
Some of the areas which were identified for professional development included
presentations by industry associations, the various Industry Skills Councils, Government
representatives and agencies from other sectors involved in the career and skills sector.
In this way, each agency would have a better picture of what is occurring in the labour
market. There were also suggestions that training on how a labour market is comprised
and how it operates would also be useful. Other suggestions included more practical
development such as higher level training techniques, customer service, compliance, etc.
Agencies also felt that the CDSS could play an important role in alerting members of
development opportunities being provided by outside organisations. However, a few of
those interviewed expressed the view that there was already a large offering of
professional development opportunities and that this was not such a critical need for
their staff.

Other
Other areas in which project participants felt that the CDSS could make an impact
included assisting providers to build stronger relationships with industry, offering a
platform for various agencies to inform, advertise and promote their services so clients
gain a clearer picture about what services are available, giving local agencies ‘a voice in
what is happening in regional development’, bringing a strategic focus to the way in
which the Region addresses its workforce development issues, and sharing celebratory
stories.
‘I guess one of the things that we need to think about is some of those
celebratory stories, about where we have successes already happening.
Here is the stuff that is already happening and can be built on and it is a
learning of the network too. They hear good stories of it working and will be
more inclined to give it a try themselves’.
One of the other major areas in which most respondents felt that the CDSS could make a
major contribution was in acting as a facilitating entity in which the various members can
be brought together to examine new Government policies and initiatives to determine
how they might be best implemented in the local labour market. This should also provide
a vehicle for both State and Federal Governments to ‘roll out’ their new programs
locally.
‘The pressure is on with State Government changes. There are so many
initiatives happening that there is no filter to know what they all are and
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then to put them together in such a way that people hear them as
integrated. When you can understand the entire set of funding bodies,
services and all that and then you start to conceptualise them for people,
like you tell the stories, we put this together, this together and it is going to
contribute to our vision in this way, there is nobody doing this work at the
moment. The heat is really on now with so many new things entering, so
much of it that this project would achieve almost all it’s outcomes if it can
just make sense of that new environment’.
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Structure and Governance
In order for the CDSS to function effectively, it will be important for it to have a sound
structure and effective processes in place. Conscious of the many stakeholders involved,
the CDSS will require a consultative, transparent governance arrangement to oversight
the entity and its members.

The Working Group
In order to initiate the CDSS it was considered
necessary to bring together a temporary
working group of volunteers to develop some of
the documentation and processes which will be
needed by the organisation (see Appendix 8 for
list of working group members). Attending
working group members have contributed
extensively to the development of a
governance structure and documentation.

The CDSS Structure
Forum attendees were asked to consider the issues which will need to be addressed in
establishing the CDSS. Comments included:
•

•
•
•
•
•

Needs independence and framework - Reporting to an independent body that is
representative of the region, is neutral, wouldn’t get locked into aligning with
particular organisations ie. G21.
Vision/objectives
Co-ordinator
Understand core strategies
Interested parties – cluster stakeholder types. Work on specific issues. What they
will bring to the CDSS and the benefits for them
Industry buy-in – funds/resources – intelligence- what do they want from CDSS

In deciding on the best structure for the CDSS, there has been a recognition that an
auspicing agency will be required to oversight its operations. There has been widespread
support for that role to be taken on by the G21 Region Alliance. G21 has a strong history
of managing networked groups, as can be seen from the success of its Pillar structures.
G21 has also been auspicing the G21 Skills Taskforce since its inception in 2006, so has
extensive experience of operating in the careers and skills space. The CDSS also fits the
G21 criterion of being a facilitating agency rather than a delivery agency.
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In discussion with Andrew Scott, G21 CEO, agreement has been reached for G21 to take
on the auspicing role for the CDSS. Any funding which is received for the establishment
and the ongoing operations of the CDSS will be oversighted by G21 and managed by the
CDSS Director, who will report directly to the G21 CEO.
In agreeing to auspice the CDSS, it will be important that the CDSS does not duplicate
work already being done within the Region or become another layer of bureaucracy.
The decision has therefore been taken by G21 to subsume the G21 Skills Taskforce into
the CDSS and members of the Taskforce have been advised of this action.
The CDSS will sit within the framework of the G21 Education and Training Pillar as its
connection to the G21 Board and will also have strong links to the G21 Economic
Development Pillar. Workforce development issues are critical to the work of both of
these Pillars, so the CDSS will be a valuable asset in working with them in addressing
local priority projects.
A visual representation of the CDSS structure can be seen at Appendix 9.
In developing the structure for the CDSS, potential members have been asked to sign a
Letter of Intent (see Appendix 10) demonstrating the level of involvement they wish to
have with the CDSS. Various levels of commitment range from being a member of the
network through to wishing to co-locate in the First Stop Shop. In order to begin the
process of developing a comprehensive database of member information, each member
has also been asked to provide a profile about their organisation (see Appendix 11). This
information will be used on the CDSS website so that potential clients and other members
will have a clear understanding about the various service providers, as well as about the
various stakeholders who operate within the careers and skills space.

The Committee of Management
Whilst it will be important for the CDSS to have an independent manager who can bring
together members for cooperative work, the Committee of Management needs to be
representative of the member sectors.
As such, the decision has been made for the Committee of Management to have the
following structure:

Number

Sector

Category

1

G21 Board

- Board Liaison

3

Recruitment agencies

- Job Services Australia
- Private agencies
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5

Employer / Industry

- various Employer
Associations
- Large employer

4

Educators

- Secondary
- TAFE
- Universities
- Private RTO

2

Careers Advisors

- Careers Teachers’ Assoc.
- Private provider

1

Academic/Research

- Related research centre

1

Key Networks

- Community organisations
- Library

2

Local Government

- COGG
- Regional LGAs

2

State & Federal Government

- Program representatives:
- CIC, Skills Store

3

Community

2

G21 CEO

- These positions will be
nominated
by
the
Committee of Management
in order to ensure that
needed
skill
sets
are
available

CDSS Director (Ex-officio)

As can be seen, a number of these positions will be used for specific organisations to be
represented, eg. Local Governments and G21, whereas other positions will be elected by
members from that sector, eg. secondary schools, RTOs, etc.
It is expected that the broad nature of representation on the Committee of Management
will ensure that a Region wide perspective is taken on the issues and projects which will
be addressed through the CDSS membership.
At this stage, a decision has been made to keep the CDSS Working Group operational until
the end of 2009. This will give time for elections to be held for the Committee of
Management which will take up its new role at the beginning of 2010.
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The CDSS Charter
The workings of the CDSS and its Committee of Management will be defined by the CDSS
Charter. The original intent of the project was to develop a Memorandum of
Understanding (MOU) which would detail the legal and financial expectations of the CDSS
partners. However, with the agreement of G21 to become the auspicing agency and to
take on the fiscal responsibility for the CDSS, the development of an MOU was not seen
as appropriate.
Instead, a Charter has been developed by the CDSS Working Group and this has now been
ratified by the CDSS members. The Charter, which can be seen at Appendix 12, sets out
the aims and objectives of the CDSS and describes the operations and structure of the
entity. It also defines the structure and election process for the Committee of
Management as described above.
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Funding
In order for the CDSS to be successful, there will need to be an investment made at the
initiation stage, as well as consideration given to how the entity will be sustainable over
the long term. Many of the CDSS members are funded through Government contracts,
and these do not allow for direct funding of the CDSS by its members. Alternative
sources of funding will therefore need to be identified. There are three potential
sources from which this funding could come:
4. Government funding – this might come from Federal, State or Local Government.
5. Funding from philanthropic groups.
6. Fee for service activities which could generate funding to be used to advance the
aims and objectives of the CDSS.
The initial establishment of the CDSS will require funding for a number of items. These
include:
•
•
•

capital funding for leasing and fitout of premises
funding for ICT infrastructure
funding for salaries and oncosts for CDSS staff

As has been shown earlier in this report, it will be important for the CDSS to have a
physical presence to give a ‘face’ to the structured network component and to give some
clients, particularly employers, a place to visit for advice and direction. In order for this
to occur, premises will be required and these are currently being negotiated as part of
the co-location of G21 and the SGRLLEN.
The revised Business Plan has been designed to seek funding for an initial five years. This
period of time will enable the CDSS to become well established and to build its
reputation as a Centre for Excellence for both client servicing and labour market
research. This will contribute towards the CDSS becoming fully self-sustaining through
fee for service activities and member contributions.
This five year plan has been estimated to cost $1,148,989. However, there is also a
recognition that the SGRLLEN operates on a four year funding cycle and the estimates
below have been developed to allow for that same period of funding for the CDSS.
Estimates show that, in order to initiate and establish the CDSS over that four year cyle,
the following funding is required:
1.
2.
3.
4.
5.

Lease costs for co-located building – 600-800 m2 @ $175.00/m2 x 4 years
Less lease contribution by SGRLLEN and G21 - $70,000pa x 4 years
Relocation and fitout costs
Website development and management for 4 years
Salaries and on-cost for Network Manager, Careers Advisor and
CDSS receptionist for first four years
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$560,000
$280,000$100,000
$ 45,000
$580,000

This means that, should the four year model be used, the total funds sought come to
approximately $1,005,000 (see the revised Business Plan for full details).

Jobs Fund
The funding source which had been identified for this component of the CDSS was the
Federal Government’s Jobs Fund.
‘The Jobs Fund is a $650 million Australian
Government Initiative to support and create jobs and skill development through projects
that build community infrastructure and social capital in local communities’49.
The component of the Jobs Fund which was relevant to the CDSS is the Get Communities
Working stream. According to the original Jobs Fund Guidelines:
‘Get Communities Working aims to ensure that communities already
suffering
entrenched
disadvantage,
vulnerability
or
exceptional
circumstances, are in the best possible position when times improve. This
will be achieved by building local capacity, networks and skills through the
creation of jobs and the provision of work experience and training
opportunities for job seekers that are relevant to the labour market and
skills in demand.
This stream is focused on the delivery of innovative employment and social
projects to build capacity, improve community amenity and provide
opportunities for disadvantaged job seekers. Ultimately this stream and its
associated projects will link people with training and employment by
creating jobs and opportunities in communities affected by the economic
downturn’50.
The specific item which most closely met the CDSS funding application was:
•

‘assistance to help establish service hub models in areas of entrenched
disadvantage or areas affected by the global financial crisis - e.g. assistance with
co-location of staff from a range of relevant agencies and jurisdictions, the setup
of improved and integrated referral processes and concurrent servicing
arrangements, local transportation and access to a venue for workshops, training
and community meetings’51.

The Jobs Fund has recently been retargeted to ‘include a number of broader initiatives
and to align with the recommendations from the final Keep Australia Working Report,
released on 16 October 2009’52. According to these new guidelines:

49

DEEWR Jobs Fund Guidelines, p. 1
ibid, p. 10
51
ibid, p. 10
52
http://www.keepaustraliaworking.gov.au/pages/JobsFund.aspx
50
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‘Funding of $41 million is available under the Get Communities Working stream
in Round 2. This stream will focus on Intermediate Labour Market models,
including social enterprises. Intermediate Labour Market projects create jobs
and offer work experience and training opportunities that prepare and
transition participants for work in the mainstream labour market. This stream
is focused on the delivery of projects to build community capacity, improve
community strength and amenity and provide opportunities for disadvantaged
job seekers. Ultimately this stream and its associated projects will link people
with training and employment by creating jobs and opportunities in
communities affected by the global recession. Examples of the types of
projects that could be funded under this stream include but are not limited to:
• Intermediate Labour Market projects which create jobs and training
opportunities for disadvantaged job seekers that are relevant to the
labour market and skills in demand
• catering and hospitality programs in disadvantaged areas with workers
undertaking training in food preparation and handling of food
• seed funding could be provided to help establish, expand or retain social
enterprises in areas where there is a strong business case for a particular
enterprise
• labour pool projects for disadvantaged job seekers such as not for profit
labour hire agencies
Should G21 seek to source funding from this program, then work will need to be done to
demonstrate how the CDSS will meet the eligibility criteria by assisting in the creation of
jobs.

The State Government Interdepartmental Committee (IDC)
The second source of potential funding is the State Government’s Interdepartmental
Committee which has been established to work with G21 on implementing its priority
projects, one of which is the CDSS.
The project Interim Report discussed the Ballarat Learning Exchange, otherwise known as
the BLX and the That Place careers library which it houses. Both of these organisations
receive funding for salaried positions from the Department of Education and Early
Childhood Development (DEECD) and, given the service that the CDSS will provide to the
secondary school sector, it would be worth approaching this Department through the IDC
to discuss potential funding assistance.
The Department of Planning and Community Development (DPCD) is another potential
source of funding. According to the Department’s website:
‘The Department of Planning and Community Development (DPCD) was
established in August 2007 to lead and support the development of liveable
communities.
The Victorian Government is committed to delivering
improvements in urban planning and development, particularly in the outer
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suburbs and regional areas where we are expecting strong growth.
DPCD is putting the needs of these growing communities front and centre.
This ensures we are building strong communities that are well planned, well
designed and help Victoria continue to be one of the most liveable States in
the world’53.
DPCD administers a number of grant programs which are designed to strengthen
communities. The grants are based on three features of strong communities:
‘Planning
This approach recognises that sound planning, consultation, partnership
development, governance and management arrangements underpin lasting
community strengthening. Examples include applying for funding to assess
the feasibility of a drop-in centre for young people or developing a
community action plan.
Strengthening communities
This is a way of supporting organisations, networks and partnerships to
implement projects that advance the interests of their communities.
Examples include establishing a network to link up immigrant artists to
improve education and employment opportunities, or setting up a website to
help young people living with violence or domestic abuse.
Building community infrastructure
This approach supports the development of new facilities or upgrades, and
makes better use of existing facilities to meet community needs or respond
to changing trends as communities grow over time. Funding might be used to
build a youth resource and activity centre or to create a community hub that
can be used by community organisations and service providers’54.
The DPCD’s Victorian Community Support Grants ‘aim to build stronger, more active and
inclusive neighbourhoods and communities. These grants will support communities to
build on their assets which range from local skills, knowledge and the strength of social
connections and networks through to facilities, buildings and other infrastructure. By
developing and improving their assets communities will be better placed to respond to
the many challenges and opportunities facing Victorians such as population growth,
climate change, disadvantage and rapid economic change. The program supports
projects that:
•
•
•

53
54

are community-driven with broad local consultation, support and engagement
create and improve opportunities for people to participate in community
activities
deliver practical benefits for communities

http://www.dpcd.vic.gov.au/web14/dvc/dvcmain.nsf/headingpagesdisplay/about+dpcd
http://www.dpcd.vic.gov.au/web14/dvc/dvcmain.nsf/headingpagesdisplay/grants+and+funding
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•
•

involve collaboration between organisations and groups in addressing shared
priorities, and
lead to long-term and lasting change’55.

Philanthropy Australia
The third potential source of funding is through one of the various philanthropic
foundations. Philanthropy Australia is the peak body for a range of groups and their
website provides a significant amount of information56.
The process involves identifying a suitable philanthropic group which may be interested
in providing funding assistance for the CDSS and then making an application to them.
Philanthropic groups fall into a number of categories including:
•
•
•

Foundations and trusts
Community foundations
Business foundations.

One of the community foundations is the Foundation for Rural and Regional Renewal,
which identifies itself as ‘well placed to use new approaches to regional and rural
development as it facilitates partnerships and mentor's relationships which may
otherwise not have happened. The foundation supports the development of regional
community foundations, and uses seed funding and challenge grants to move regional
development project funding into a more dynamic context’57.
This group may be worth approaching to establish whether the CDSS would fit within
their grant parameters.

Fee for Service
The final source of potential funding for the CDSS is through fee for service activities.
These might include:
•
•
•
•
•

careers counselling services for Job Services Australia clients
careers counselling service for members of the public
rental of training and meeting rooms within the First Stop Shop
undertaking commercial research projects which may be funded by Government
Departments or industry bodies
the sale of local labour market information to non-members of the CDSS.

55

DPCD, September 2000, Victorian Community Support Grants Guidelines, p. 3
http://www.philanthropy.org.au/index.html
57
http://www.frrr.org.au/
56
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The range of fee for service activities needs to be explored and developed further in
order to ensure that the CDSS is best placed to maintain its financial sustainability into
the future.
As shown above, there are a range of potential funding sources which need to be
explored in more depth. The Letters of Intent being returned by member agencies will
demonstrate the strong level of support within the Region for the CDSS, and these should
be used as part of any funding application.
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CDSS Action Plan
In order expedite the effective implementation of the CDSS a number of activities will
need to be undertaken in the first year of operation. Below is a suggested action plan:

1. Finalise arrangements for, and conduct, Committee of Management elections.
2. Follow up with stakeholders for return of Letters of Intent and Member Profiles.
3. Identify additional stakeholders who should be part of the CDSS and invite them to
join.
4. Identify an appropriate resource to develop a new, more appropriate name,
‘brand’, ‘image’ and marketing plan for the CDSS. This might be done through
the Gordon Institute’s Marketing course as was done with the development of the
G21 Skills Taskforce’s Employers’ Helping Hand.
5. Source funding and web developer to begin building the CDSS website.
6. Establish protocols for communication with other relevant networks.
7. Establish reporting requirements with G21 and the G21 Education and Training
Pillar.
8. Meet with representatives from various sectors to identify:
a. What assistance or support they would like from the CDSS to improve their
service delivery, eg. what strategies would assist the secondary school
careers teachers to improve the advice they are able to give to their
students?
b. What support they are prepared to offer other members of the CDSS.
c. What projects they would like to see implemented and how they would
like to be involved.
d. How best to manage the outreach programs for various locations.
9. Identify sources of local labour market information which is already being
collected and negotiate with those agencies for CDSS access to that information.
10. Identify gaps in the availability of local labour market information and negotiate
with CDSS members to develop strategies to address these gaps.
11. Develop a process for storage, analysis and dissemination of local labour market
information.
12. Identify major projects with which the CDSS might be involved and source
appropriate funding and member consortia for them.
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Conclusion
This CDSS project has been the culmination of a number of years of work through a range
of preceding projects, which have been detailed in the project Interim Report. With the
change of Federal Government and a more intense focus on how Governments can work
more closely with local communities, the time is now right for the G21 Region to move
forward with the implementation of the CDSS.
The two forums conducted as part of the project have shown that there is a strong
interest in the CDSS from a large number of service providers, and the surveys completed
by employers and jobseekers have demonstrated the need for this more integrated
service delivery.
The decision by G21 and the SGRLLEN to proceed with co-location has been a catalyst for
the development of the First Stop Shop component of the CDSS and the identification of
premises in Spring Street has enabled planning to proceed with this phase. There has
already been some interest expressed by other agencies in the possibilities of colocation.
As the formal project comes to an end, the CDSS itself is now beginning to gather
momentum. The Working Group has developed a range of documents including a CDSS
Charter, member profile and Letter of Intent and these have been distributed to a wide
range of potential members. Responses from these are now beginning to be received and
these will form supporting documentation for any funding applications.
In developing the CDSS, it will be critical to ensure that everything possible is done to
build on the excellent work which has already been undertaken by a range of agencies to
build stronger relationships. This will need to continue in an environment of goodwill
and cooperation if the CDSS is to realise its potential as the facilitating entity for a more
vibrant and integrated careers and skills sector within the G21 Region.
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Appendix 1 –CDSS Forum Outcomes
The CDSS forum was conducted on 1 September 2009, and attended by

CDSS Forum Activity 1
The first activity involved participants exploring the CDSS network under four different
aspects:

1. How would the future look if the region continued to deliver career support
and development in the same manner as it has in the past
2. How would the future look if CDSS was successful
3. How will the CDSS value add to stakeholders and the region
4. What strategies will need to be considered in order for the value-adds to
be successful
This activity was done for three separate areas of focus:
• Career / skills support for agencies
• Meeting employer needs
• Local labour market research
The following tables represent the input from all participants at the forum.

Activity 1: Career/skills support for agencies
No change in the future
•
•
•
•
•
•
•
•
•
•
•
•

Not much future for young people
coming out of school
Lack of information regarding
careers for students
Adults do not have access to a career
centre- particularly applicable to
young people changing careers
Wage structure for adults changing
careers should be looked at
Lack of a central point wastes time
and opportunities
Un-coordinated approach to
providing opportunities to the
unemployed
Young people still at school
Lack of understanding of service
network
Skill shortages and unemployment
Competition in market rather than
collaboration
Lack of longitudinal support for
young people in the region
‘At risk/marginalised’ lack of
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•
•
•
•
•
•
•
•
•
•
•
•
•
•

Missed opportunity for customers
and agencies
Ineffective planning
Widening the gaps
Ineffective regional spending
Lack of awareness of accurate labour
market information
Continued skill shortages
Perhaps another collapse in the
economy
People being lost in and out of the
system
Status quo
Lack of coordination of agencies
Workload for career teachers
Young people not aware of career
opportunity pathways and are unable
to make informed decisions
Fear of commitment, think they have
lots of time
Employees need to make connections
of transferrable skills and where they
can take them

•
•
•
•

support ie. dyslexia
Some groups not well connected
Fragmented service provision
Competition remains
Duplication of services

•

Young people need to be motivated –
not driven because not informed

More opportunities for young people
Fantastic opportunities for career
teachers providing them with a
referral point/focus
Up to date local labour market
information for career teachers,
students, families, service providers
etc.
Complete knowledge in a central
point about all service providers,
career opportunities and jobs
Coordinated approach
Widespread knowledge of support
services and labour market
opportunities
Reduced skill shortages
Central data collection readily
available
School system influenced –
structured workplace learning
School curriculum practice
Shared knowledge of student needs
Resources for parents
Improved linkage to some key targets
ie. recently unemployed
Competition remains but
collaboration exists where possible
Professional development for
agencies
Reduce unemployment
Address skill shortages
Improved networking increases
workforce satisfaction

•

RTO’s delivering funded government
training increases
Better returns for
humans/organisations
Supply is better to meet demands
More effective regional planning
Identification of specific individual
needs
More outcome focus
Accurate statistics and reliable
information
User friendly information
Provision of information regarding
casual versus ongoing career path
Improved matching of highly
skilled/mature workers to jobs
because of the quality of the
information
Point of referral for at risk kids
Meeting point for career teachers and
VET
Coordinating dissemination of
information
Coordination of agencies
Professional development for
industry, careers teachers, RTO’s etc
All employers do annual ‘skills
audit’
MOU idea some formal knowledge
and commitment
Organisation needs to commit
financial support

CDSS works well in the future
•
•
•

•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

How will the CDSS value add?
•
•
•

Successful job placements
Assist informal labour market as
people will know more as they move
around
Provides more consumer confidence
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•
•
•
•
•
•
•
•
•

•
•
•
•
•
•
•
•

•
•
•

Parent resource
Information service – neutral and
accessible
Relevant, comprehensive information
for career advisors

•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Informed decision making
Better use of resources- less
duplication
Improved opportunities for
‘disengaged youth’
Assist employers to make informed
decisions – looking stronger as a
region to be able to assist in this area
Influencing school policy
Knowledge base of local trends and
networks
Promote collaboration
Influence government policy
Promote change
Enhances growth and development in
the region
Collects information in advance of
when it’s required- proactive
Influence on agencies from better
regional knowledge
Identify areas to support developing
skills
Social benefits of better employment
and reaching potential
Social capital and community
capacity
Better integration of migrant
population

•
•
•
•
•
•
•
•
•
•

•
•

•

Better link to students with industry
ie. job experience
Supports collaboration
Increases outcomes for agency
clients
More up to date information/data
Communication across
organisation/agencies
Enhancing knowledge and
professional development
All of our community will be able to
utilise the information
CRC located at CDSS
Service for older unemployed
Service provision for disengaged kids
who have left school and have been
out of the system for a number of
years
Information link for careers teachers,
employers, RTO’s etc.
By marketing the opportunities
available in the region so that young
people understand the range of
opportunities
CDSS needs to market reason for
seeking training and upskilling
education

Strategies to ensure successful value add
•
•
•
•
•
•
•
•
•
•

Partnerships
Ongoing checking/monitoring of
services
Ensure all stakeholders are identified
and engaged
Data collection of industry trends,
job needs analysis, local and
international information
Facilitating networks
Data dissemination
Partnerships
Coordination
Advocacy – regional youth education
and industry
Best practice – showcasing to
others/modelling
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•
•
•
•
•
•
•
•
•
•
•
•

Define zone of mutual benefit
between competitors
Facilitation of resources
Comprehensive database of contacts
to ensure information is shared
Website
Easy for industry to participate (time
and money)
Building trust between partners
Safe environment – some type of
return
Establish and define boundaries
Innovative partnerships
Lobby groups
Expert to oversee this process
Make it enticing to provide

•
•
•
•
•

Promotion
Best practice in other areas – action
research based approaches
More jobs at CDSS
COGG involvement
Establish information service

•
•
•

information (incentives?)
Need the facility
(meeting/conference rooms)
Well resourced website
Facebook and social media - modern
communication methods

Activity 1: Meeting Employer Needs
No change in the future
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Skills shortages
Lost business opportunities
Need to import skills
Status quo
Information gained through schools
Do get information through GCTA
ERG, RICA, GRVEC (LCP)
Many agencies (confusion in
schools)
LLEN
Very little happens now
Skill shortages
Continuing lack of information for
employers for decision making
Inadequately skilled staff ->
uncompetitive operations -> low
profitability
Missed opportunities & lower growth
from a regional perspective
Increasing skill shortage, loss of
regional business opportunities
Competition between JSA and
private providers
Lack of choice for young people and
adults
Young people choosing dead-end
careers

•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Disparate knowledge rather than
shared
Scattered approach for employers
Parents don’t know where to go for
information
Reactive approach
Time intensive process to find
information
Confusion re: services
Persistent skill shortages
Employers are disengaged in terms
of providing feedback about their
needs
Employers are not developing
pathways for their employees
Connecting schools with employers
and business (work placements)
Skills shortages
Employer confusion
Training for training sake
Potential exit of employers from the
region
Roll on effect
Under utilisation of current
infrastructure

CDSS works well in the future
•
•
•

Better linkage of training to industry
needs
Improved access to up-to-date
information
Improved ability to navigate the

Page | 104

•
•
•
•
•

Improved HR/Strategic Planning
No skills shortages
Highly skilled local workforce
Low unemployment
Pathways for transitioning workers

•
•
•
•
•
•
•

system
Point of contact for information
regarding national training packages
Liaising with RTO’S, schools and
tertiary institutions
Everyone will be educated
Resource available to all employers
All employers to complete annual
skills audit
Employers having opportunity to
inform future employees of
transferrable skills
Connected well informed –
employers, employees, students and
RTO’s/Schools/Universities

How will the CDSS value add?
•
•
•
•
•
•

•

•

•
•
•
•

Collating data on regional needs
Informing government policy
Neutral ground for sharing
information and driving action
Improved services for redeployed
employees (confidential)
Two-way flow of communication
between employers and schools
Industry/employer reference groups
involved to ensure that information
held in the centre is current being
constantly updated and refreshed
Provision of ‘Strategic Advice’ to
employers regarding
recruitment/training/youth
services/mental health services etc.
Global perspective can be promoted
to SME. What are the new emerging
skills? What do they need to do to
stay competitive?
Streamlined approach for employers
Parents able to access information for
young people
Coordinated approach with
Centrelink
Employers able to influence
information young people can access
and the choices they make
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•
•
•
•
•

Improved access to workplace
learning (getting students into the
workplace to train)
Clients are transferred between
service providers
Skill shortages addressed
Training relevant to needs
More targeted training
Partnerships work – better results

•
•

Direction of resources and effort
Curriculum influenced by industry
requirements

•

Industry Skills Council
information/knowledge transferred to
the region through CDSS
Industry Skill Council knowledge
transfer
Education system delivers skills
needed in the region (e.g. TAFE)
Satisfying mobile nature of national
workforce
Referral service for employers
Information to businesses, local,
regional and international to access
opportunities
Innovative education opportunities to
meet local or national need
Provides information about key
initiatives
Provides support to the networks in
the region
Professional development of
networks
Regulatory body
Sharing of information/data
Brokerage service
More informed decisions

•
•
•
•
•
•
•
•
•
•
•
•

Strategies to ensure successful value add
•
•
•
•
•
•
•
•

•

Develop a regular, central,
confidential database
Disseminate information to key
stakeholders
Track policy developments
Networking meetings
Field officers constantly ‘going out’
to gather and provide information
Agencies to be at the centre on a
regular basis and available to provide
specialist advice
High quality staff
Getting out to smaller employers and
preparing /educating them on
opportunities available for them to
employ and upskill staff
Physically get to them

•
•
•
•
•
•
•
•
•
•
•

Workforce Planning Assistance
Industry engagement
Credible staff
Access to good regional, national and
international trends
Engagement with Centrelink
Data collection, analysis and
dissemination
Engagement of Federal government
and state and COGG
Promotion
Linking employers with schools,
employment services, training
providers and “Access Point” pilot
Effective communication networks
Commitment to participate (long
term)

Activity 1: Local Labour Market Research
No change in the future
•
•
•
•
•
•
•
•
•
•

Policies and initiatives don’t match
regional needs well
Skills gap
Missed opportunity
Lower growth
Poor business performance
Lower income
Less regional attraction
Fragmented
How to get information is still
unclear
Incomplete information that is being
used for policy

•
•
•
•
•
•
•
•

Status quo
Potential for misinformation or no
information
Fragmented knowledge
Reliance on ABS
No one clear and consistent register
of skill shortages and labour
information
Held in vested interest hands
Poor client services
Lack of up to date regional
government
Reactive

CDSS works well in the future
•
•

Clear and agreed upon picture of the
local situation
Dispel the myth of ‘small town’
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•
•
•

Up to date information
Timely ability to respond to trends
Most appropriate service can deliver

•
•
•
•
•
•
•

Attract new business
Diversity of opportunities
Stable workforce
Consolidated database
Clearer understanding of
informational needs
All parties more informed
Facilitate industry visits for groups of
students

How will the CDSS value add?
•
•
•
•
•
•
•
•

Gather data and intelligence
From above develop strategies for
maximum local impact
Disseminate information to key
stakeholders
Inform government policy
Identify synergies of workforce skills
across industry sectors
Overarching direction of where
opportunities will be and training
needs to happen
Assisting with synergies between
training providers
Identify “real” gaps and skilled
migration response

•
•
•
•

•
•
•
•
•
•
•
•

on skills shortages
Proactive
Resource for education, training and
employment
Long term strategic planning
Financial investment
proactive

Support the information exchange
Website with up to date data
Better/current information flows
Communication with all education
sectors- state, independent and
catholic
Provide schools with information to
disseminate to kids and parents
Shopfront- employers can market as
employer of choice
Facilitation for organisations to
utilise resources and places available
Better use of resources
Meet
needs
of
participants,
stakeholders etc. of the region

Strategies to ensure successful value add
•
•
•
•
•
•
•
•
•
•

Collecting and analysing regional
data
Central repository for collecting data
and information
Collect data so that Federal and State
data is applied to the region
Lobbying/driving educational forces
Better access to information
Targeted research
Local database
Forums to exchange information
Utilise workforce development
strategy
Develop website
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•
•
•
•
•
•
•
•

Experienced team on the phone
Close link with COGG economic
development
Marketing/promotion of knowledge
Data collection and dissemination
Collaboration with Deakin- accessing
knowledge/data
Right research/data
Government support for business
Ensuring key stakeholders ‘buy in’,
committing to the project
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CDSS Forum Activity 2
The second activity involved participants brainstorming and recording ideas on the
following topics:
1. Initial structure
2. Governance
3. Engaging stakeholders

Activity 2:
Initial Structure
•

•
•
•

•
•
•
•
•
•
•

•
•
•

Needs independence and frameworkReporting to an independent body
that is representative of the region, is
neutral, wouldn’t get locked into
aligning with particular organisations
ie. G21. Documentation MOU is
required to avoid a conflict of interest
between networks. Also an advisory
committee or group to report to G21
is recommended
Identify someone to do the work and
define goals – project officer
Identify a timeframe
Marketing strategy – Media Liaison
Officer to communicate both
externally and internally
Form of commitment- MOU
‘Baby steps’ – start with something
small
Real estate
Engage employers (set an initial
target)
Established scope of work
stakeholder analysis
Tender writing skills
Is there any current model we can
learn from? Why it did or did not
work – Perth model collapsed.
Vision/objectives
Co-ordinator
Website developed and promoted
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•
•
•
•
•
•
•

•
•

•

•

•

Meeting space/office
Access capital funding
User pays facility – accessibility
Understand core strategies
Working group – expertise &
representation
Resources – time, people, money
(memberships), physical
Establish governance – highest level
of key stakeholders = government,
education, employers, visiting
services
Visit successful existing centres
Interested parties – cluster
stakeholder types. Work on specific
issues. What they will bring to the
CDSS and the benefits for them
Develop MOU, structure etc.
Chasing initial funding,
philanthropic, charitable foundations
Collect evidence to support potential
sources of support – research –
Deakin, Data and Analysis
Industry buy-in – funds/resources –
intelligence- what do they want from
CDSS
Relationship building, information
gathering. Understand what is
valuable for all stakeholders.

•

Employ marketing officer and
researcher

Governance
•
•
•

•
•
•
•
•
•

•
•
•
•
•

•
•

MOU?
Clear vision and values – regional,
national, communities
Initially – auspice to hold funds
(need funds for a minimum of 2-5
years) in early stages
Lead agent gives government
confidence they can manage funds
Three levels of government
RDA BSW board
Auspice – Public not private,
credible, track record, neutral
Structure to bring together experts
MOU between all stakeholders –
expectations, rules, legalities, shared
vision, contribution of resources,
privacy
Demonstrate value to funding
Rules for entry into CDSS –
membership? Fee attached?
Consider other models – Bendigo,
Ballarat, Perth
Policies, processes, structure
Not for profit company – Board of
directors, high level of key
stakeholders, no vested interests
Management of funds
ASIC – reporting legal requirements

•
•
•
•

•
•
•
•
•
•
•
•

•

Develop KPI’s to monitor and report
the success of the entity
Funding through JSA/training,
Centrelink
Member ship –workable number
Appropriate at state level
(ministerial?) – Do we need
government money?
Agreed goals between
participants/stakeholders
Documented
Terms of reference ie.
privacy/dispute resolution
Determine where the funding comes
from
Inclusive and cater for competitive
demands/commercial interests
Principles of neutrality – research
transparency
Identify measures of success (KPI)
Advisory group is not to tender for
competitive contracts. This is left to
individual organisations
G21 – Advisory group- members of
CDSS – separate entity funded to
ensure services agreed to are
delivered. Need to have body
‘accountable’ and ‘responsible’
reporting to G21

Engaging Stakeholders
•

Students – web portal,
representatives, consultants, contacts,
face to face, Facebook,
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Who

•

RTO’s – providers of upskilling
programs

•
•
•
•
•

•
•
•
•
•
•
•
•
•

secondary/tertiary institutions,
researchers
Careers Advisors – web portal
Job seekers – web portal
Parents – web portal
Researchers – networks
Community/neighbourhood houses,
libraries, training providers – all web
portal
Three levels of government –
governing body
Employers – web portal,
representatives
Disabilities –consultation,
representation
Information on portal to be updated
regularly
Have online careers and reference
Outreach services – library based?
Library of information from
shareholders for users
Develop Value Proposition and sell
this to stakeholders
Build on established networks

Agencies

•
•
•
•
•
•
•
•
•
•
•
•

Centrelink – CIC, social payments
RDV
DPCD
DIIRD – workforce participation,
Skills Vic.
DEEWR- Job Services Australia,
DEWFR
DEECD- Schools, RTO’s
City of GG – Economic Development
Youth Services – Community
Development
Surfcoast Shire, Golden Plains Shire,
G21 Councils
Private Schools - CEO, Independent
Neighbourhood renewal
Neighbourhood houses
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•

•
•
•
•
•
•

•
•
•
•
•
•

Anyone who administers programs
ie. JSA, local government, Skills
Vic, ITABS
Careers Council of Australia
Secondary Colleges, Primary
schools- grade 5
Parents of children in this age group
Age group of clients
Centrelink, ACE, Careers course
advisors within RTO’s, Universities
Employer groups ie. VECCI,
industry associations, membership
bodies, CPA’s, Trades Hall
Community based (NFP)
organisations
Shires
Individual employers
Recruitment companies
Deakin University, TAFE
Disability organisations

How
• Forums, information sessions,
ERG’s, events, online forums
• Media campaign – get coverage
(radio, newspaper, magazines, web)
• Positive image – marketing, PR,
community engagement
• RSPI – Regional Strategic Planning
Initiative
• G21
• Travelling roadshows
• Face to face
• Targeted research
• Geelong Business News
What
• Ongoing engagement (challenges) –
monitor the movement in outside
community – changes to who’s out
there and what they are contracted to
deliver.
• Get new operators on board

•
•
•
•
•
•

Pathway/Transition providers
CRS
Deakin/Gordon/RTO’s
Chamber of Commerce
Peak Industry Bodies
Large employers ie. Shell, TAC,
Barwon Health
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•
•
•

Ongoing benefits for stakeholders
Time efficient, measurable, effective
Providing accurate, relevant data
collection

Appendix 2 –CDSS Forum Attendees
ACFE

Georgina Ryder

AGB Group

Chris Mawson

AGB Human Resources

Robert Dejanovic

Ai Group

Maria Zaluski

Barwon Water

Anthony Merrett

Barwon Youth

Darryl Patterson

Barwon Youth

Michael Skepper

Barwon Youth

Mary-Cath Murray

Barwon Youth

Darci Murray

Belmont H.S.

Peter McKenzie

Centrelink

Kevin Dunstan

Centrelink Career Information Centre

Helen Foord

City of Greater Geelong

Janet Bourke

Deakin

Julie Hope

DEECD

Arda Duck

Diversitat

Judy Jamieson

ECVTV/Skillspace

Steve Dohl

Encompass Community Services

Elaine Robb

G21

Andrew Scott

G21 Geelong Regional Alliance

Ed Coppe

Geelong Chamber of Commerce

Donna Hopgood

Geelong Chamber of Commerce

Lawrie Miller

Geelong Manufacturing Council

David Peart

Geelong Skills Store, Gordon

Kerry Barrett

G-Force

Linda Kelly

G-Force

John Hansen
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Golden Plains Shire

David Cotsell

Gordon TAFE

Stella Garcia

Gordon TAFE

Debbie Verras

Gordon TAFE

Gerald Brennan

GRVEC

Lynne Clarke

Hand Brake Turn

Terry Mervin

Journey Management

Lesley Flower

Mentor

Chris Nicholls

Newcomb S.C.

Phil Wight

Oberon H.S.

Kaye Barry

People at Work

Paul Baranski

Regional Development Victoria

Ian Seuren

SGR LLEN

Jamie McKinnon

Skills Victoria

Angela Elson

Skills Victoria

Kathryn Heagerty

St. Ignatius College

Bruce Connor

St. Joseph’s College

Catherine Farrell

Surfcoast Shire

Robyn Stevens

Tracy Group

Alice Pye

Tracy Group

Jason Butcher

VicRoads

Chris Waite

Workforce Participation, DIIRD

Barbara Hahs
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Appendix 3 –Melbourne: A Social Atlas
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Appendix 4 – Forum Presentation

What’s the G21 Plan Telling Us?
Our Region’s $9.66 Billion (GRP) economy is:
•

in transition;

•

under pressure from labour abundant nations;

•

refocusing its labour, land, capital and technological knowledge assets;

Our Region’s economy has:
•

36% of Economic Output, 16% of GRP and 11% of direct jobs
“at risk” (November 2006)

•

19% of Economic Output, 30% of GRP and 32% of jobs in
“areas of comparative advantage” (November 2006)

•

45% of Economic Output, 54% of GRP and 47% of jobs
“stuck in the middle” (November 2006)

What’s the G21 Plan Telling Us?
Our Region’s $9.66 Billion (GRP) economy is:
•

in transition;

•

under pressure from labour abundant nations;

•

refocusing its labour, land, capital and technological knowledge assets;

Our Region’s economy has:
•

36% of Economic Output, 16% of GRP and 11% of direct jobs
“at risk” (November 2006)

•

19% of Economic Output, 30% of GRP and 32% of jobs in
“areas of comparative advantage” (November 2006)

•

45% of Economic Output, 54% of GRP and 47% of jobs
“stuck in the middle” (November 2006)

Index of Industry Performance
300

100 = Average

250

200

150
100

Index of Comparative Advantage
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Fabricated metal products

Other machinery & equipment

Miscellaneous manufacturing

Marginal Gain / Dollar

Clothing, footwear & leather products

Retail trade

Wood & wood products

Transport machinery & equipment

Accommodation, cafes & restaurants

Wholesale trade

Rubber & plastic products

Agriculture, hunting & trapping

Other food manufacturing

Forestry & fishing

Value Add / Employee

Paper, printing & publishing

Cultural & recreational services

Textiles

Meat & dairy products

Basic metals & Products

Chemical & chemical product

Personal & other services

Property & business services

Beverage, malt, tobacco manufacturing

Construction

Transport & storage

Non-metal mineral products

Education

Petroleum & coal products

Health & community services

Finance & insurance

Mining

Repairs

Communication services

Electricity, gas & water supply

0

Government administration & defence

50
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Index of Comparative Advantage
Industry Protection (%)
Proportion of Employment

Fabricated metal products

Clothing, footwear & leather products

Other machinery & equipment

Miscellaneous manufacturing

Transport machinery & equipment

Wood & wood products

Retail trade

Accommodation, cafes & restaurants

Agriculture, hunting & trapping

Rubber & plastic products

Wholesale trade

Other food manufacturing

Paper, printing & publishing

Forestry & fishing

Cultural & recreational services

Meat & dairy products

Textiles

Chemical & chemical product

Basic metals & Products

Personal & other services

Beverage, malt, tobacco manufacturing

Property & business services

Government administration & defence

Transport & storage

Non-metal mineral products

Construction

Petroleum & coal products

Health & community services

Education

Finance & insurance

Communication services

Repairs

Mining

Electricity, gas & water supply

100 = G21 Average

Index of Comparative Advantage
(Sub Sections A,B,C)

700

600

500

400

300

200

100
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Skills Shortages / Gaps Index (Colac Otw ay)
Skills Shortages / Gaps Index (Geelong)

Positive:
Negative:
Areas of Comparative Advantage
Areas of Comparative Disadvantage

Response:
Transition;

Fabricated metal products

Clothing, footwear & leather products

Other machinery & equipment

Miscellaneous manufacturing

Transport machinery & equipment

Wood & wood products

Retail trade

Accommodation, cafes & restaurants

Agriculture, hunting & trapping

Rubber & plastic products

Wholesale trade

Other food manufacturing

Paper, printing & publishing

Forestry & fishing

Cultural & recreational services

Meat & dairy products

Textiles

Chemical & chemical product

Basic metals & Products

Personal & other services

Beverage, malt, tobacco manufacturing

Property & business services

Government administration & defence

Transport & storage

Non-metal mineral products

Construction

Petroleum & coal products

Health & community services

Education

Finance & insurance

Communication services

Repairs

Mining

Electricity, gas & water supply

100 = Average
200

Index of Skills Shortages and Skills Gaps

180

160

140

120

100
80

60

40

20

Data Source: REMPLAN Data, 2005; Geelong and Colac Region Skills Shortage Report, 2005

Index of Comparative Advantage

Enhance Efficiency, Marketing Effort and
Products/Services Innovation in areas of
Comparative Advantage.

Skills Gaps and Skills Shortages limit the capacity of
organisations to achieve this.

Organisational Culture underpins effective responses to
the changing economic environment.

Appendix 5 – CDSS Invitation to Co-locate
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Appendix 6 – Spring Street Site Drawing
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Appendix 7 – Spring Street Layout Concept
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Appendix 8 – CDSS Working Group

Organisation

Name
Julie Hope

Deakin University Student Access and Equality

Maria Zaluski

AiGroup

Michael Skepper

Barwon Youth

Bruce Connor

St Ignatius College

Donna Hopgood

Geelong Chamber of Commerce

Steve Dohl

ECTV/Skillspace

Peter McKenzie

Belmont High School

Centrelink

Centrelink Career Info. Centre

John Hansen

G-force

Judy Jamieson

Diversitat

Barbara Hahs

Workforce Participation/DIIRD

Georgina Ryder

ACFE

Phil Wight

Newcomb S.C.

Chris Mawson

AGB Group

Kaye Barry

Oberon High School

Lawrie Miller

Geelong CC

Elaine Robb

Encompass

Robert Dejanovic

AGB Group HR

David Essex

Division of Student Life, Deakin University
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Appendix 9 – CDSS Structure
Other
networks

Other
networks

Other
networks

CDSS Advisory
Group – oversights
project and
interacts with
Goverments – will
disband at end of
project

CDSS Charter

CDSS
Committee
of
Management – this will be the
permanent Committee which
will oversight the various
components which make up the
CDSS.
CDSS Working Group
– a temporary group
set up to initiate
the CDSS structure
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Other
networks

Other
networks

Other
networks

The CDSS Structured Network

The CDSS outreach
service – Torquay,
Colac, Golden
Plains,
Corio/Norlane

The CDSS Centre –
will hold the colocated elements of
the CDSS, starting
with G21 and the
SGRLLEN

The CDSS
website

Appendix 10 – CDSS Letter of Intent

Print on organisation’s letterhead

Letter

of

Intent

between

(organisation)

and the G21 Alliance
Date: ___________
This letter of intent dated ______________ is between:
Name of organisation
and
the G21 Alliance

Purpose
This Letter of Intent is provided to demonstrate the level of commitment of (name of organisation) to the
Career Development and Skills Service, which is auspiced by G21.
In agreeing to be a member of the Career Development and Skills Service, (name of organisation)
commits to being involved at the following levels (please tick the items you wish to commit to):

Be a member of the CDSS network

Work with the CDSS to coordinate our outreach services with other agencies

Would consider contributing funding to projects which are relevant to us

Interested in co-locating in the ‘First Stop Shop’

Interested in having a ‘ visiting presence’ in the First Stop Shop
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Interested in having our organisation’s advertising material displayed in the
First Stop Shop
Would like to be part of the CDSS Committee of Management

Nothing in this Letter of Intent shall be construed as creating any legal or financial relationships between
the parties. This Letter of Intent will be construed only as a statement of intent to foster genuine and
mutually beneficial Regional collaboration with regard to the careers and skills service provision in the G21
Region.

In acceptance of this letter of intent
___________________________________________________________________
Signed
on behalf of
(name of organisation)

_______________________________
Date
_______________________________
Signature
_______________________________
Print full name
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[

Appendix 11 – CDSS Member Profile

CDSS Member Profile
Name of organisation:

Primary contact person:

Name:
Phone number:
Email:

Background of organisation:

Office locations:

Postal address:
Office phone:
Office fax:
Organisation’s website:
Geographic areas serviced:

Number/type of staff:

Description of client group/s:

Services delivered:
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Appendix 12 – CDSS Charter
Purpose and Alignment
The purpose of the CDSS is to contribute to the economic viability of the G21 Region. The CDSS
will achieve this objective through improved career and skills development within the G21
region. This will be done via improved collaboration and knowledge of regional services for the
benefit of jobseekers, students, employees and employers.
The CDSS will support regional strategies in career and skills development that align with the
G21 Region plan and in accordance with funding requirements.

Goals and Expectations
The CDSS has the following goals:
Improve Regional Capacity for Career Advice - to assist individuals of all ages in career
advancement and transition by providing individualised support and pathways to information
and options.
Supporting Employers’ Labour Needs Regionally – Improve the process and capacity for employers
to find skilled employees in the G21 region.
Coordinating & Maximising Service Network – A formalised network of service delivery agencies
and stakeholders in the career, skills education/training and employment sector which can
develop a regional capability to:

•
•

•
•
•

provide multi-agency regional responses and the provision of more integrated outreach
services in disadvantaged areas in the Region,
collaborate to greater effect to support skill requirements for larger employers,
organisations, and/or industries in the G21 region and for those considering a move to the
G21 region,
develop strategies to provide increased services and/or specialised career & skills support
services as the need arises in the region,
respond to specific barriers to career & skills development which may arise in particular
areas, industry sectors or sectors of the community within the G21 region, and
build a stronger workforce.

Improved Understanding of Local Industry Skill Needs – through local research and active sharing
of labour market intelligence and skill requirements within the G21 region.

Guiding Principles
Our strength comes from collaborative inter-agency practices managed in a transparent process
that builds trust between stakeholders and members
We identify opportunities within the G21 region to increase the benefits of partnership and
collaboration
We will actively seek to fill identified service gaps through collaborative agreement to provide
the maximum benefit for clients
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We will undertake evidence based planning that is informed by and integrates with local,
regional and national planning processes to improve career and skill development to meet
regional needs
The CDSS network will actively interact with other sectors of the community, including the
welfare sector to ensure that a holistic service is provided to clients
The CDSS will actively support the work of Government agencies such as Centrelink
Members will actively engage to support the overall goals of the CDSS. However, we
acknowledge that some members will at times, have a business/agency requirement to
actively compete in some service provision, bid and/or development of service. Where it is
appropriate, members will disclose any interest they have in a matter under consideration or
for decision by the Committee of Management. A register of pecuniary interest is to be lodged
at the commencement of any Committee of Management meeting for members to record any
disclosure. Where the Chair considers that the interest may potentially compromise decision
making, the member will be requested to take leave from the meeting whilst the matter
proceeds. Dependent on the matter under consideration, where a member discloses a vested
interest, the Chair may canvass the views of the meeting as to whether there is concern in the
relevant member participating in the discussion.

Communication & Relationships
Our Community of Interest – Any organisation involved in support, delivery of services or
representation of policy provision for career development and skill progression for employment
and matching to employer skill requirements, can participate in the work of the CDSS and
receive information from and communicate with the CDSS. The role of the CDSS will include
the collection, analysis and dissemination of the information received from both within and
outside the Region.
Governance Relationship – The CDSS will function under the auspices of the G21 Board and
report to G21 through the G21 Education and Training Pillar. For day to day operations, the
CDSS Director will report directly to the G21 CEO.

The CDSS will endeavour to have a G21 Board member as a member of the Committee of
Management
Other Pillars of G21 – The CDSS will seek to establish common understanding across relevant G21
pillars and achieve a shared effort to improve regional support in career and skills
development for the benefit of jobseekers, employees and employers.

The CDSS Network
• Membership of the CDSS will be open to any agency or individual whose core business relates
to the career development and/or skills service sector.
•

Membership of the CDSS will be free to all members although, in the future, the members
may vote to charge a membership fee.

•

The day to day operations of the CDSS Network will be oversighted by an appointed Director.
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•

The CDSS Network will meet to discuss its business on a quarterly basis, although other
meetings may be held more frequently.

•

The work of the CDSS will be oversighted by a Committee of Management elected from the
membership.

The Committee of Management
This group will provide a range of career & skills service knowledge, leadership and the
capacity to represent stakeholder interests to guide operationally and strategically the
operational activities of the CDSS.
The CDSS Director is an ex officio member of the Committee of Management and assumes the
administrative responsibilities to resource and support the Committee of Management to
develop and implement the CDSS business plan on an annual basis.
The Committee of Management will formally endorse the annual business plan and present to
G21 for final endorsement by the G21 Board.
The Committee of Management notes the delegation to the G21 CEO of the capacity to expend
funds as approved in the budget, and oversee operational matters pertaining to staff and
project performance.

Appointment of Committee of Management
Expectations – Committee members will commit to function in a manner that creates:

Transparent and informed decision making
Fair and equitable discussion without prejudice
Strategic thinking and planning across the career and skills services sector
Robust and respectful relationships
Open and constructive communications
Acceptance of diversity in individual, agency and sector positions
Reliable and responsible engagement with colleagues
It is expected that members will attend all scheduled Committee of Management meetings. If
through absence there is a proposed delegate, it is the member’s responsibility to fully brief
the delegate when this occurs. Delegates are subject to the same expectations and
responsibilities as appointed members.
Committee of Management Profile - the Committee of Management will contain a membership
profile that ensures a range of career and skills services knowledge and experience;
leadership; capacity to represent either employment related services that encompass
community, private and public sectors or key stakeholder interest such as education,
recruitment agencies, industry associations and career & skills related research.

The membership profile is:
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Number

Sector

Category

1

G21 Board

- Board Liaison

3

Recruitment agencies

- Job Services Australia
- Private agencies

5

various
Associations

Employer / Industry

Employer

- Large employer
4

Educators

- Secondary
- TAFE
- Universities
- Private RTO

2

- Careers Teachers’ Assoc.

Careers Advisors

- Private provider
1

Academic/Research

- Related research centre

1

Key Networks

- Community organisations
- Library

2

Local Government

- COGG
- Regional LGAs

2

State
&
Government

3

Community

2

G21 CEO

Federal - Program representatives:
* CIC, Skills Store
- These positions will be
nominated
by
the
Committee of Management
in order to ensure that
needed skill sets are
available

CDSS Director (Ex-officio)
The membership profile (excluding ex-officio) is 25 which provides for a quorum of 50% plus
one. This means attendance for Committee of Management meetings is 13 members.
Criteria - the following criteria will inform the appointment to the Committee of
Management, and members will demonstrate their:

Capacity to contribute to strategic planning
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Understanding of strategic influence and high level implementation to influence, so that
priorities and decisions can be effectively implemented
Experience as a leader/champion in progressing integrated career and skills agendas
Capacity and willingness to engage own networks to progress the CDSS agenda and G21
direction, and generate opportunities for impact on policy and funding environments
Commitment to a prospective regional outlook which is inclusive and considerate of all its
constituent communities
Procedure - the selection procedure will occur as follows:



There will be three different sets of selection processes which are dependent on the
nature of the sector.



Where positions have been identified for specific agencies, eg. CIC, Skills Store,
industry associations, etc., these organisations shall be invited to nominate their
preferred representative.



Where positions have been identified for a sector with multiple members, eg. JSAs,
RTOs, Careers Teachers, etc., these organisations shall be invited to work together
to identify an individual to represent that sector on the Committee of Management.



For the three community positions, the Committee of Management shall identify
suitable individuals possessing the required skills, but not necessarily coming from a
particular sector, and invite those individuals to become part of the Committee of
Management.



A general notice will be issued to CDSS network members to advise that expressions
of interest are invited from prospective candidates to take up positions on the
Committee of Management.



The Committee of Management will formally record the appointments at its next
scheduled meeting. The Chair will inform candidates of their appointment and
arrange for their induction. Prospective candidates may observe a meeting prior to
their appointment at the Chair’s discretion.

Terms of Appointment - the term of appointment will not exceed three years. The Committee
of Management may elect to set specific terms for identified categories (i.e. one year, two, or
three years) to mitigate against disruption and discontinuity of its business. Alternatively, the
Committee of Management may set three year terms to commence on different years to
achieve a similar outcome.
The Committee of Management Structure – The Committee of Management will appoint a Chair
and Vice Chair from its membership, through in internal expression of interest process.

Committee of Management Operation
Working Groups – The Committee of Management will establish working groups or sub
committees at its discretion and determine their focus and duration. All groups under the
Committee of Management are to have agreed terms of reference that are noted by the
Committee of Management.
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Reports – The Committee of Management will determine its schedule at the commencement of
each financial year with key inclusion being receipt and approval of:

Annual business plan
Financial reports against budget
Bi-annual activity report against annual plan
Advice of completed external reporting as required
Annual review/reflection and subsequent planning session
Annual membership forum
The Committee of Management will require that appropriate systems and processes are
in place to ensure that all financial and performance reporting is completed as required
by funding bodies
Meeting Agendas – the Director will coordinate the preparation of a draft for the Chair’s
consideration. Members will be consulted as to items for agenda four working days prior to the
proposed meeting.

An agenda and any listed papers will be distributed three working days prior to the proposed
meeting. Members listing items will indicate the proposed level of action as for information,
discussion or decision. In discussion with the Director or Chair, members may be requested to
provide a briefing for inclusion in the meeting papers.
Minutes will be undertaken by staff and circulated once approved by the Chair within two
weeks of the meeting
Meeting Frequency - the Committee of Management will meet on a monthly basis excluding
December unless agreed to by the members. The Committee of Management will from time to
time establish time-limited working or task groups to address issues or develop projects on its
behalf.
Out of Session Process – in order to streamline decision making and meet challenging timelines
where appropriate, an out of session process will be used to seek decisions from members
between meetings. This will be used at the discretion of the Chair.

Dispute Resolution
Where a member of the Committee of Management considers that there is an outstanding issue
or serious contravention of the Charter, the member is to approach the Chair to seek
resolution.

Review of Charter
A review of the Charter will occur at the first meeting of each year.
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