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Executive Summary
This report examines the viability of a ‘one stop shop’ for career and skills support
and advice for individuals, industry and Government in the G21 region, and has
been developed under the auspices of G21, which is an alliance of five Councils
(Greater Geelong, Surf Coast, Colac Otway, Golden Plains and Queenscliffe) and
more than 150 participating local organisations.
In recognition of its importance, a number of stakeholders have contributed
funding towards the project. These include:
1. G21, the Geelong Region Alliance
2. Smart Geelong Region Local Learning and Employment Network
3. City of Greater Geelong
4. Geelong Region Vocational Education Council
The information presented in this Report, and the companion Business Plan, is
based on substantial work done by the steering committee over the last four years,
as well as interviews, forums, surveys and research on local, national and
international trends.
There has been much discussion both nationally and internationally concerning skill
shortages and the resultant impact on economic growth. There are also significant
consequences for individuals trying to manage their career paths within a
framework of shifting industry needs. In a recent OECD study involving 14
countries, research found ‘career guidance services as being of value, not only to
the individuals who engage with them, but to society as a whole.
Countries around the world have developed various strategies to address their own
skills shortage issues. New Zealand is encouraging migration of skilled workers; the
US has focused on building a demand driven workforce system to address shortages
and equip workers to adapt to the competitive challenges of the 21st century; and
the UK is focusing on improving the basic skills of its workforce. In Canada, it has
been recognised that strategies can best be developed at the local level and the
Canadian Government has funded the territories and provinces for such
endeavours. However, there are barriers to communication and information on
skill shortages.
A recent conference in Tokyo described the difficulties
experienced by many countries in accessing the latest information on innovative
training policies, practices and systems reform, and noted that there are few
networks available to facilitate the exchange of information.
In this internationally competitive environment, career guidance becomes critical
and strategic. Many countries see that effective careers advice is an integral
component of addressing skills shortages and addressing employment imbalances.
The OECD defines career guidance as,
‘… services intended to assist individuals, of any age and at any
point throughout their lives, to make educational, training and
occupational choices and to manage their careers … They include
career information (in print, ICT-based and other forms), assessment
and self-assessment tools, counselling interviews, career education
and career management programmes, taster programmes, work
search programmes, and transition services.’
More than ever, Australia finds itself competing on a world market to attract
industry and a skilled workforce. Economies around the world are in growth mode
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and seeking to increase their workforces through recruitment.
exacerbates Australia’s skills shortage.

This only

Today, the focus is on building partnerships with other stakeholders to develop and
implement effective strategies to address the skills shortage issue. The comfort
and stability of one skill set for a lifetime career is quickly evaporating. As
organisations seek to fill vacancies through alternate methods, such as looking to
‘poach’ people with relevant skills from other industries, employers will need more
immediate and relevant advice on local labour market conditions, and individuals
will need more comprehensive, and more continuous, career advice.
At the State and Territory level in Australia, there are many initiatives that clearly
highlight the importance of, and concern with, skills shortages. The NT’s
Department of Employment, Education and Training’s report on Workforce NT
Report 2006, state that ‘One of the key constraints to achieving sound and
sustainable economic growth in the future is the capacity of employers to obtain
employees with the level of skills and ability they require.’ In 2006, the ACT
Department of Education and Training undertook industry consultation to gather
information on the perception of skills training through the ACT VET system. One
of the key findings was ‘a need for a one-stop-shop for employers, RTOs and
trainees/apprentices.’ State governments from around the country have endorsed
and initiated strategies to deal with skills shortages.
The G21 Region has five local Councils, each with its own strategic plan. All of
these have strong references to the skills shortages experienced by local industry.
The City of Greater Geelong expects 5,000 new employment opportunities over the
next four years and has recognised the resultant need for workforce skilling,
upskilling and reskilling. The Surf Coast Shire notes the need for ‘active
engagement between the Council, private and public training providers, the ACC
and the SGRLLEN, to undertake forward planning and a gap analysis in relation to
future projected training requirements and skills needs’.
The G21 Region has identified a number of local skills challenges. These include:
•
•
•
•

An ageing population;
High youth unemployment;
Expected significant population growth
A large proportion of the workforce is made up of small to medium
enterprises, which do not have significant human resource management
experience.

Effective careers advice is one strategy which can contribute to addressing these
issues. There are a number of ways in which careers advice can be delivered, and
a number of different client groups to whom it can be delivered. A variety of
current services provided throughout Australia were analysed in a case method
framework as part of this research. The key learnings included:
•

The importance of ensuring that potential co-located partners are chosen to
enhance service delivery and, where relevant, to ‘blend’ services.
• The need for an independent organisation which allows for the management
and brokering of services that enable future flexibility.
• The importance of maximising resources through partnering arrangements
with other service providers.
• The need for services to be delivered through a range of mechanisms
including shopfront, telephone, web-based advice and outreach.
In surveys and forums conducted in the region, there was a strong consensus that a
Career and Skills Store was required for the following reasons:
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•
•
•
•

Current career services are dispersed and disjointed
There is a lack of awareness of career options available
As a response to the regional skills shortages
To enhance the coordination and linkage of current services for a more
effective, holistic and informed approach

Respondents saw the following as key elements for the Careers and Skills Store:
•
•
•
•

matching career paths with industry needs
independent advice that supports the current programs available by
creating a central hub of information and services dealing with careers and
skill information
delivery of a wide range of information & services in order to present a
viable option as the first port of call for career information
services focused on career advice, industry skill needs and support for
employers’ labour market needs

Further comments from surveys and forums foresaw many benefits to be derived
from the Career and Skills Store for a variety of stakeholders. These included
improved self awareness with regard to career interests for individuals, a reduction
of the skills shortage in the region, improved understanding by employers of
current and future workforce needs, a source of excellence in careers education
and advice, and improved regional information through coordination, research and
centralised communication.
Most organisations surveyed anticipated some involvement between their services
and the Career and Skills Store. For some it was simply as a source of information
and advice to both themselves and their own target groups. However, for others, a
more significant relationship was envisaged. This ranged from having a part-time
‘visiting’ presence in the Career and Skills Store through to full co-location.
Comments on the location requirements for the Career and Skills Store highlighted
the need for high visibility, high foot traffic, accessibility, proximity to public
transport and other services related to career and skills support.
When examining the structure of the Career and Skills Store, three possible models
emerge based on location, service and clients. The models range from a high
traffic retail setting in a mall with tightly focused service delivery, to a much
larger setting that allows for events and co-location.
Model 1 – Retail Signpost
This model envisages the Career and Skills Store within a mall retail setting with
high foot traffic. By virtue of its busy location, the store will be highly recognised
and visible to a number of ‘impulse shoppers’. The services will be focused on
providing information on how and where to find career and skill support. Where
there is individual advice, the one-to-one support will be a mix of selfadministered testing along with short debriefs with a careers counsellor. Much of
the information will be achieved by individuals browsing, discussing and taking
away material. The store will engage a large number of individuals within the
community but will be limited in services, especially for secondary and tertiary
customer groups.
Model 2 – Meeting Space
This model provides meeting spaces such as conference space and training rooms in
a location that is within the CBD area, with medium to high foot traffic. This is
likely to be close to the malls or even located in an office space within the mall.
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This meeting space will allow for greater engagement of stakeholder groups and
associations, providing the opportunity to delve deeper into local issues on career
and skills development.
By virtue of high visibility, but outside an internal mall retail space, the individual
clientele attracted are likely to be fewer but more committed to engaging in the
process of career and skills development. Whilst setting barriers to access is not
an appropriate strategy, a large number of casual, ‘impulse shoppers’ in a retail
setting can be a limiting factor in providing meaningful one-to-one support.
The challenge for this model is to build the image of what the Career and Skills
Store stands for and who it can help. Whilst this service will be important to
students and the disadvantaged, it will also need to attract the attention of postschool leavers of all ages.
Model 3 – Collaboration Centre
In addition to the meeting space, this model provides for the co-location of other
career and skills associated service providers within the community. Whilst this
site may be within the central CBD area, by virtue of its larger size requirements,
it is more likely to be cost effective if it is located in the CBD medium traffic area.
This model will provide a wider variety of career and skills related services with
depth and synergy through co-location. This site will provide a ‘destination’ focus
for many groups and will have a greater chance of creating a ‘one-stop-shop’ image
for career and skills support.
A model with co-located services allows for strong economies of scale in managing
costs, bidding for projects, and sharing of information about national, state and
regional issues surrounding career and skills support. Co-location also provides
flexibility to modify services over time to meet the changing community needs and
respond to changing government initiatives.
This final model is the preferred model for the Career and Skills Store. It will
provide for the needs of all customer and stakeholder groups to be met and will
allow for growth and development of new services into the future. Further the
collaborative effort and synergies will allow for more effective outcomes and
economies of scale. Finally, it must be recognised that clients are looking for a
one stop shop for answers and service. Not only is this important for career
changers, but also for related client groups such as industry, employers, careers
teachers and organisations servicing disadvantaged groups.
More detail and costings for this model can be found in the G21 Region Career and
Skills Store Business Plan, which covers location, structure, governance and service
provision.
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Introduction
Countries around the world are currently grappling with the issue of skills shortages
and the resultant impact on economic growth. In their simplest form, skills
shortages result from a mismatch between industry needs and the skills available
within the labour force. Whilst much of the focus has been on economic impact,
there are also significant consequences for individuals trying to manage their
career paths within a framework of shifting industry needs.
In a recent OECD study involving 14 countries, the research found ‘career guidance
services as being of value not only to the individuals who engage with them but to
society as a whole 1 ’.

Research has found
‘career
guidance
services as being of
value not only to
the individuals who
engage with them
but to society as a
whole1’.

The skills shortage problem is clearly acknowledged by
all levels of government. Responses have included a
number of programs attached to current services as well
as stand-alone services aimed at providing support to
specific groups. However, anecdotal evidence points to
a confusing labyrinth for those managing career choices.
Notably, individuals outside the school system find it
difficult to locate career support and current regional
information to make fully informed career decisions.

Whilst there are many services available, they are
located independently making it difficult to ascertain
the variety of choices. Finding jobs and making career
choices can be a stressful time. It is in the region’s interest – economically and
socially – to make these choices easier and simpler, for both individuals and
industry.
This Validation Study seeks to examine optimum methods whereby an independent
careers advisory body can be developed and maintained to serve a wide variety of
stakeholders and customers across the G21 Region. The final report provides
validation and feasibility information about the Career and Skills Store project and
supports the companion Business Plan.

1

OECD, 2004 appendix 1
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The report has been developed under the auspices of G21, which is an alliance of
five Councils (Greater Geelong, Surf Coast, Colac Otway, Golden Plains and
Queenscliffe) and more than 150 participating local organisations working together
towards a common vision: ‘making the Geelong Region Australia's most desirable
destination for living, visiting and investing - renowned for its vibrant, cohesive
community, exceptional physical environment and vigorous economy’ 2 .
In recognition of its importance, a number of stakeholders have contributed
funding towards the project. These include:
1.
2.
3.
4.

G21, the Geelong Region Alliance.
Smart Geelong Region Local Learning and Employment Network (SGRLLEN).
City of Greater Geelong.
Geelong Region Vocational Education Council (GRVEC).

Project research methodology
In preparing for the project, members of the Steering Group have spent
considerable time discussing and evaluating the range of potential services and
stakeholders, and individual members have visited other organisations within
Victoria and interstate to evaluate the various delivery models.
The research used in preparing this report covered a range of methodologies.
These included:
•

desktop research to determine what was happening with regard to skills
shortages and careers advisory services in other parts of Australia and in
other parts of the world;

•

face to face or telephone interviews with six individuals to gather
information on various delivery models, which are covered elsewhere in this
report;

•

a forum held with eleven people;

•

surveys of eight members of the Steering Committee;

•

surveys of 90 potential stakeholders, including:
14 Council/Government representatives,
8 secondary schools,
22 other education/training providers,
11 community organisations,
6 employment agencies; and
15 industry/employer groups.
14 individuals from other sectors, who were only asked to identify
potential services and clients groups.

The Validation Study and Business Plan will be used as tools to further engage
various stakeholders in the ongoing implementation of the Career and Skills Store
for the G21 Region.

2

G21 Geelong Region Plan
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Background
The concept of a ‘one stop shop’ for learning was originally auspiced by the G21
Lifelong Learning Pillar and then moved under the control of the G21 Skills
Taskforce as a result of research done in 2005 on skills shortages within the five
Local Government areas which comprise G21 3 . This research resulted from a
Department of Victorian Communities (DVC) program to increase skilled migration,
known as the Regional Migration Incentive Fund (RMIF).
In the initial stages of the program, RMIF regions were requested to identify
employers in identified skill shortage industries. These employers were to be
contacted by DEWR to assess their willingness to use skilled migrants to fill
vacancies. The City of Greater Geelong and Colac Otway Shire believed that it was
necessary to undertake preliminary research to gather anecdotal information about
the skills issue. In September 2005, interviews were conducted with peak industry
bodies, education/training providers and employment agencies across the G21
Region. The final Geelong and Colac Skills Research Report - Part 1, November
2005 can be viewed at http://www.g21.com.au/library/pdf/5166/62.pdf.
As well as skilled migration, the Report identified the following strategies as
necessary to address skill shortages:
• reskilling existing workers,
• reskilling the existing pool of unemployed jobseekers, and
• preparing young people more effectively
to take up work opportunities.
One of the major barriers to successful
implementation of the above strategies
identified by the research participants was the
lack of effective careers advice. The Report
concluded
by
offering
a
number
of
recommendations. The recommendations with
regard to the issue of careers advice included:
•

•
•
•

3

That support is given to the establishment
of an independent careers advisory Centre
which can be used as a resource by schools,
parents, young people, businesses, industry
bodies, unemployed people of all ages,
those wishing to make a career change, and
the general community.
That the newly created Regional Industry
Career Advisor (RICA) position work out of
this Centre.
That this Centre maintains a careers library and offers advice on possible
careers and the qualifications and experience needed to access those careers.
That some staff in this Centre be qualified to administer careers testing for
those needing help in identifying their career preferences.

http://www.geelongcity.vic.gov.au/Business_In_Geelong/Publications/
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A précis of the careers information component of the Report can be found at
Appendix 2.
The concept of the Career and Skills Store involves a community response to the
skills shortage and career development issues.
This supports the growing
realisation that communities which are economically healthy are much more likely
to be healthy in other areas, such as social infrastructure and support. In order to
achieve this economic health, industry must have a supply of trained and suitable
staff, and individuals must have the opportunity to undertake relevant
education/training pathways and accessible career paths. The proposed Career
and Skills Store model will contribute to the achievement of both of these
objectives.
In trying to understand and address skills shortages, it is important to realise that
many of the traditional means of intervening in the labour market are no longer
relevant or workable. The days of ‘silo’ responses, in which Government
departments and other stakeholder groups worked in isolation on ‘their part of the
problem’, are no longer effective in addressing a complex, multi-dimensional issue.
The Career and Skills Store concept offers an innovative and comprehensive model
in which multiple stakeholders can work together to develop Regional solutions to
the local skills shortage and career planning issues.
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What are Skills Shortages?
Dr Chandra Shah and Prof Gerald Burke, in their 2003 working paper Skills
Shortages: Concepts, Measurement and Implications 4 , describe two approaches to
measuring skills shortages. The first is the ‘economic indicators’ approach which
uses market indicators, such as unemployment rates, hours of work, production
levels, and vacancy, hiring and wage rates to identify skills problems in certain
occupations.
The second approach involves employer-based surveys and
interviews. The Department of Employment and Workplace Relations (DEWR) uses
both of these approaches in their labour market research 5 .
The 2005 report Geelong and Colac Region Skills Research Project - Part 1 6 used
some of this DEWR research in its examination of the issue of skills gaps and skills
shortages and states the following:
DEWR 7 has attempted to define a “skill shortage” and how this differs to a
“skill gap”.
(a) Skill Shortages: Exist when employers are unable to fill or have
considerable difficulty in filling vacancies for an occupation or specialised
skill need within that occupation, at current levels of remuneration and
conditions of employment, and within a reasonably accessible location.
Typically shortages are for specialised and experienced workers and can
coexist with relatively high overall unemployment or within a specific
occupation. An occupation may be in shortage even though not all
specialisations are in shortage. Occupations may be in shortage in particular
geographical areas and not in others.
(b) Skill Gaps: Occur where existing employees do not have the required
qualifications, experience and/or specialised skills to meet the firm’s skill
needs for an occupation. Skill gaps apply where employers are unable to find
suitable applicants for an occupation and recruit workers who need further
training and/or experience to meet the firm’s skill needs for that occupation.
(c) Recruitment difficulties: Occur when employers have some difficulty
filling vacancies for an occupation. There may be an adequate supply of
skilled workers, but employers are still unable to attract and recruit
sufficient suitable employees.
These difficulties may be due to
characteristics of the industry, occupation or employer, such as: relatively
low remuneration, poor working conditions, poor image of the industry,
unsatisfactory working hours, remote location, inadequate recruitment or
firm-specific, highly-specialised skill needs.

The second method identified by Shah and Burke aligns more closely with the
approach taken in this report, which also draws on other DEWR research, such as
the Regional Skills Shortage Survey, Geelong and Colac Region, which followed
from the Geelong and Colac Skills Research Report - Part 1, November 2005. In
this research, DEWR surveyed 306 employers from the Geelong and Colac Region in
4

Shah, C & Burke, G (2003), Skills shortages: Concepts, Measurement and Implications, Working Paper, Melbourne,
Centre for the Economics of Education and Training, Monash University
5
http://www.workplace.gov.au/lmip/
6
http://www.geelongcity.vic.gov.au/Business_In_Geelong/Publications/
7
DEWR, Job Outlook, 2004, p.12
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2006 to determine which industries were facing skills shortage difficulties.
industries included the following:

These

Property and Business Services
Transport and Storage
Manufacturing
Communication Services
Construction
Health and Community Services
The first three industries identified significant skills shortages.
Skills shortages occur on a number of different levels and the variety of solutions
developed point to this fact. Skills are targeted at a national and State level
through skilled migration programs and by reducing barriers to inter-state
movement of skills, such as recognition of qualifications and portability of trades
across States.
There are various programs that support:
Industry – for instance, the programs offered by Department of
Innovation, Industry and Regional Development (DIIRD) and Department
of Victorian Communities (DVC).
Education streams – such as the recent streamlining of the Australian
Quality Training Framework (AQTF) and the use of programs such as
Reframing the Future to encourage innovative practices in educational
institutions.
Unemployed – for example, Department of Employment and Workplace
Relations (DEWR) Welfare to Work programs.
As the environment for each of these categories has shifted dramatically in recent
times and Australia finds itself competing on a world market, some new responses
are required. Today, the focus is on building partnerships with other stakeholders
to develop and implement effective strategies to the skills shortage issue.
Industry – while the buoyant economy is a boon and an opportunity for
some, it also brings a challenge for others, who are struggling to understand
the strategies needed to be competitive in this new environment. New
‘sunrise’ industries are developing, whilst the more traditional industries
are trying to re-invent themselves and
to raise their profile as an ‘industry of
choice’ with potential employees.
In 2005, government-funded
Building career awareness within the
enrolments accounted for:
community is a key to taking advantage
53.7% of TAFE Institute
of these possibilities.
enrolments,
a
decrease
Education streams – in order to adapt to
from 55.7% in 2002;
these new industry options, education
8.9% of Private Provider
and training providers will need to
enrolments,
a
decrease
continue to develop new methods of
from 13.5% in 2002; and
delivery.
The introduction of such
37.3% of ACE provider
things as ‘skill sets’ and the growing
enrolments, an increase
focus on Vocational Education and
from 30.8% in 2002
Training pathways in schools may often
Updated Study Area, Geelong, 2006
appear to be at odds with community
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perceptions of what comprises a ‘good education’.
These changes may need to be ‘sold’, not only to young people, but also to
parents and teachers. Education and training providers also need to
examine their interactions with mature age students for whom education is
now more common. Whilst the secondary school sector has a strong
network of careers teachers, there needs to be better information provided
to this mature age group regarding skills acquisition now and in the future.
Education and training providers are also becoming more aware of the need
to engage more fully with industry to ensure that training is meeting
industry needs. The Career and Skills Store will be a useful tool to support
education and training providers in this process.
Unemployed – as Australia moves towards full employment, with record low
unemployment, there is no longer a ready supply of available labour. For
the first time in many years, employers must offer career opportunities and
consider alternative methods of employment and training to attract
applicants. For many of those still on Government benefits, a staged
training and career process will be necessary to build the skill sets
necessary for work. Employers will also need support in developing these
options.
Not only are new careers emerging but, at the same time, people are changing
careers more often than in the past.
According to the Commonwealth
Government, ‘(t)raining can also provide the way to a second, third or fourth
career. In fact, during 2004 there were over 460,000 students in training over 40
years of age’ 8 . The comfort and stability of one skill set for a lifetime career is
quickly evaporating. As organisations seek to fill vacancies through alternate
methods, such as looking to ‘poach’ people with relevant skills from other
industries, individuals will need more comprehensive, and more continuous, career
advice.

8 8

http://www.skillsinitiative.gov.au/training.htm
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The Aging Population

‘Population ageing is occurring on a global scale, with faster ageing
projected for the coming decades than has occurred in the past. Between
1950 and 2000 the median age of the world’s population rose just three
years (from 23.6 to 26.4 years). In contrast, from 2000 to 2050 the median
age is projected to increase by 10 years, to reach 36.8 years. Globally, the
population aged 60 years and over is projected to nearly triple by 2050,
while the population aged 80 years and over is projected to experience a
more than fivefold increase’ 9 .

PROJECTED POPULATION - AUSTRALIA

As can be seen from the above quote, population aging is occurring on a global
scale. As the population ages, the oldest identified work cohort, born between
1929 and 1945 and known as the ‘veterans’, and the ‘baby boomers’, born
between 1946 and 1964 10 are either already retired or moving towards retirement.
With less young people in the population, the skills shortages already being
observed will become more acute.

9

See Appendix 3
Levy, L, Carroll, B, Francoeur, J and Logue, M 2005, ‘The Generational Mirage? A pilot study into the perceptions
of leadership by Generation X and Y’, Hudson 20:20 Series, viewed 12 June 2006,
http://au.huson.com/documents/emp_au_whitepaper_generation_mirage.pdf
10
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The International Perspective
Economies around the world are in growth mode and seeking to increase their
workforces through recruitment.

‘Research for the Quarter 2 Manpower Employment Outlook Survey involved
surveying nearly 50,000 human resources directors and senior hiring managers
from public and private organisations worldwide. 46% of respondents came
from six countries in the Americas; 30% from eight countries and territories
across Asia Pacific; and 24% from 13 countries in EMEA. Nearly 50,000
employers have been interviewed across 27 countries and territories to
measure anticipated employment trends between April and June 2007.
Employers in all of the 27 countries and territories Manpower surveyed expect
to add to their workforces in the next three months. Employers in Singapore,
Peru, Argentina, South Africa and India report the strongest Quarter 2 hiring
plans, while those in France, Italy, Austria and Belgium report the weakest
hiring outlooks. A year-over-year comparison reveals hiring is expected to
improve in 14 of 24 countries and territories. Regionally, employers in the
Americas continue to report positive Net Employment Outlooks, but hiring
demands have eased somewhat from both Quarter 1 and 12 months ago in the
U.S. and Canada. Hiring outlooks in Asia Pacific are mixed, with employers in
Singapore, Australia and Japan reporting their most optimistic Net Employment
Outlooks since the establishment of the survey in these countries. Employers in
Taiwan, India and Hong Kong report weaker job prospects compared to last
year at this time. In the Europe, Middle East & Africa (EMEA) region, all 13
countries surveyed report steady hiring activity for Quarter 2 2007. Hiring
intentions are strongest in South Africa, Ireland, Switzerland and Norway, with
employers in Germany, Italy, the Netherlands, South Africa and Switzerland
reporting their most optimistic Net Employment Outlooks since the survey
began in these countries’ 11 .

In the attempt to address their own skills shortage issues, many of these countries
offer attractive salary and conditions for Australians considering overseas
opportunities. This will only exacerbate skills shortage problems in Australia.
‘It is expected that each year some 25,000 Canadian-educated foreign students and
skilled foreign workers will be able to apply to stay in Canada permanently 12 .

In this internationally competitive environment,
career guidance becomes critical and strategic.
Many countries see that effective careers advice
is a critical component of addressing skills
shortages
and
addressing
employment
imbalances. Appendix 1 discusses results of a
number of international research projects
including a major Organisation for Economic Cooperation and Development (OECD) review
11
12

Employment Outlook Survey - UK, 2007, Manpower UK
http://www.budget.gc.ca/2007/bp/bpc5de.html
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Career guidance becomes
critical and strategic.
Many countries see that
effective careers advice
is a critical component
of
addressing
skills
shortages and addressing
employment imbalances.

which involved fourteen countries. Their results included:
The ‘growing recognition of the importance of career education and
guidance in schools, not only in helping young people to make the
immediate choices that confront them but also in laying the foundations for
lifelong learning and lifelong career development’.
‘The introduction (in several OECD countries) of profiling and portfolio
systems designed to encourage students to engage in regular review and
planning and to manage their own learning’.
The fact that ‘both career education and profiling/portfolio systems need
not, and should not, wait until secondary school: they can start in primary
school – as career education does, for example, in Denmark, the Czech
Republic and some provinces in Canada’.
The OECD outlined a working definition of career guidance as,
‘…services intended to assist individuals, of any age and at any point throughout
their lives, to make educational, training and occupational choices and to manage
their careers. These may include services in schools, in universities and colleges, in
training institutions, in public employment services, in companies, in the
voluntary/community sector and in the private sector. The services may be on an
individual or group basis; they may be face-to-face or at a distance (including
helplines and web-based services). They include career information (in print, ICTbased and other forms), assessment and self-assessment tools, counselling
interviews, career education and career management programmes, taster
programmes, work search programmes, and transition services. So the canvass is
very broad’.

At the moment, there is no one organisation in the G21 Region which offers this
comprehensive holistic service.

The United States
Similarly to Australia, the United States has tackled skill shortages through a
variety of federal and state programs.
At the Federal level, in its 2006
Performance Review and Budget 13 , the U.S.
Department of Labor stated that ‘The mission
of the Department of Labor (DOL) is to
promote the welfare of the Nation's job
seekers, wage earners, and retirees by
improving working conditions, expanding
opportunities for training and employment,
protecting retirement and health care
benefits, helping employers find qualified
workers,
strengthening
free
collective
bargaining,
and
tracking
changes
in
employment, prices, and other national
13

http://www.dol.gov/_sec/Budget2006/overview-pb.htm
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economic measurements’. It also identified four goals:
Goal 1—A Prepared Workforce
Goal 2—A Secure Workforce
Goal 3—Quality Workplaces
Goal 4—A Competitive Workforce - Build a demand driven workforce system to
address worker shortages and equip workers to adapt to the competitive
challenges of the 21st century.
In recognition of changing workforce demographics and the skills shortage problem,
and in order to achieve Goal 4, the Department of Labor has allocated US$6.4
billion towards strategies to focus training and employment initiatives (refer
Appendix 4).
There are also a number of initiatives at a State level in the U.S. For example, as
far back as 2003 in Illinois:
Department of Commerce and Economic Opportunity (DCEO) ‘Director Jack
Lavin issued the Critical Skill Shortages Initiative. The goal of this initiative is
to align regional workforce programs to provide a reliable supply of qualified
job seekers for critical skill shortage occupations. DCEO is undertaking this
initiative as one strategy in Governor Blagojevich’s Regional Economic
Development Initiative to help achieve the desired linkage between workforce
programs and economic development’ 14 .

As well as specific Government led strategies at both Federal and State levels, the
U.S. Government has taken a number of other initiatives to address the skills
shortage issue. These include:
1. The Federal Government, initiated by then Vice President Gore, has created a
partnership program between Government, industry, education and the
community sectors to develop a range of strategies to contribute towards the
reskilling of the American workforce (see Appendix 5).
2. In order to address skills shortages in the trade areas, the Department of Labor
has created the Skills to Build America’s Future Initiative (refer Appendix 6).
3. In recognition of the need for highly skilled
and qualified workers, the U.S. currently
has a quota of 10,500 for its E-4 visa which
enables Australians to work in the U.S. for
up to 24 months in jobs which require a
minimum of a Bachelor’s degree 15 .
Private organisations in the U.S. are also
engaging with the skills shortage issue. For
example, IBM Business Consulting Services has
produced a document called Understanding
and preparing for the coming skills shortage
for its clients 16 .
14
15

A
partnership
program
between
Government,
industry, education and the
community
sectors
to
develop
a
range
of
strategies to contribute
towards the reskilling of the
American workforce

http://www.commerce.state.il.us/dceo/Bureaus/Workforce_Development/
http://canberra.usembassy.gov/consular/visa-e3.html
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Canada
Canada is reported as having one of the worst skills shortage problems in the
world, with over two thirds of employers reporting difficulty in finding suitable
staff 17 . In its 2007 budget 18 , the Canadian Department of Finance states:
‘Advantage Canada recognizes that talented, creative people are the most
critical asset to a successful national economy. In Canada, we can create the
best-educated, most-skilled and most flexible labour force in the world. In the
modern global economy, the most successful nations are those that best combine
people, skills, new ideas and advanced technologies to create a competitive
edge. Canada must be well positioned to succeed in this new environment.
This means that we need to
focus on enhancing the
education and skills of
Canadians so they get the
best jobs, earn a better living
and build a stronger future
for
their
children.
Individuals, businesses and
governments must all play a
role.
Canada’s
changing
demographics and emerging
labour
shortages
also
highlight the need to provide
a helping hand to those who
require support in joining the
workforce, and to attract
skilled immigrants.
Canadians will thrive in a knowledge economy. In this budget, the Government is
acting to create a Knowledge Advantage by investing in science and technology
leadership, strengthening post-secondary education while making it more
affordable for students and their families, and ensuring that we have a skilled,
flexible and inclusive labour force. These actions will result in more people with
the right skills to succeed, more and better-paying jobs, fewer people
unemployed and a brighter future for our children’.

In order to achieve this vision, the Canadian Government has identified a number of
priorities, including:
‘Canadians want a high-quality post-secondary education system to be there to
meet their own learning needs and goals, as well as those of their children. They
understand that a strong system of higher education is a crucial source of ideas
and innovation—a source of creative energy that drives the economy and fosters
a shared, national prosperity. Canadians also know that having a post-secondary
education contributes to their own well-being and that of their communities. A
well-educated population provides an important competitive advantage for
Canada and is vital to sustaining a growing standard of living for all Canadians.

16
17
18

http://www-935.ibm.com/services/us/gbs/bus/pdf/g510-6111-understanding-preparing-coming-skills.pdf
http://www.canada.com/victoriatimescolonist/news/business/story.html?id=a6bf06c4-2fb5-46c3-ab90- 06b8cd9808a3
http://www.budget.gc.ca/2007/bp/bpc5de.html
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Advantage Canada recognized that to compete and to deliver a strong economy,
Canada must have an adaptable labour force with the right skills demanded by
employers. This is particularly important as an aging population will put pressure
on the size of the labour force. Meeting this challenge will require creating the
best-educated, most-skilled and most flexible workforce in the world and
increasing labour force participation rates to meet demand. This means that
Canadians must be able to easily access the training they need.
Canada’s New Government is taking action to increase the quantity and enhance
the quality of Canada’s labour force. The Government will introduce, beginning
in 2008–09, a new program to address the gap in labour market programming
support for those who do not currently qualify for training under the Employment
Insurance program and to encourage employers to provide more training to their
workers. The new program will ensure the availability of training and other
labour market programs that are appropriate to changing labour markets and the
evolving needs of Canadians’.

Strategies developed by the Canadian Government to address these priorities
include:
a recognition that solutions are best developed at a local level, with
funding of $1billion being devolved to the provinces and territories to
manage labour market programs and training;
changes to the migration process to encourage skilled workers to move to
Canada;
enhanced scholarships and other support for post-secondary students;
linking research to business needs, including the creation of industrial
research and development internships.

The United Kingdom
Whilst Australia could previously take comfort in its isolation and independence,
we are no longer an island when it comes to the international market for skills
shortages and are seen as a useful source of skilled labour by countries such as the
United Kingdom.

Competing to address skill shortages internationally has taken on new meaning
within the European Union, where barriers to work in neighbouring countries have
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been dramatically reduced. Addressing national skill shortages is becoming more
urgent within the United Kingdom, where it is now recognised as critical to the
sustainability of the economy. As far back as the year 2000, the UK had identified
that ‘the UK's skills shortage is having a significant impact on its productivity,
costing the country billions of pounds’ 19 .

‘The UK continues to lag behind its major international competitors, both in
terms of its productivity and skill levels. Thus, "the UK still has around 50%
fewer people qualified to level 2 than either France or Germany and only half
as many people qualified to level 3 as Germany". One in five UK adults are
functionally illiterate, and there are concerns that the economy suffers from
major skill shortages in the areas such as basic skills (literacy and numeracy),
generally transferable key skills, information technology skills and critical,
intermediate level skills’ 20 .

Some of the strategies developed by the UK Government in 2002 to ‘improve the
skills of the UK workforce and to help ensure that UK employers can recruit staff
with the skills they need included:
• setting a new target to increase post-16 participation in education and
training. By 2010, 90 per cent of all 22 year olds will have participated
in a fulltime programme fitting them for entry into higher education or
skilled employment;
• a new National Modern Apprenticeship Taskforce to encourage more
employers to get involved in Modern Apprenticeships and report to
ministers and to the Learning and Skills Council on key policy issues;
• providing £130 million to enable the Employer Training Pilots to be
extended for a second year, and expanded to around a quarter of local
Learning and Skills Council areas, to test the impact on the training of
low-skilled adults of a wider range of policy packages; and
• taking further steps to ensure that the UK immigration system helps
meet the recruitment needs of UK employers, including by extending
permanently the Highly Skilled Migrant Programme’ 21 .
In a 2006 report, UK research and recruitment company Manpower UK found that
‘Skills shortages mean that almost four in 10
(38%) employers are struggling to find workers.
The survey of more than 1,800 UK employers
Skills shortages mean that found
that
skilled
manual
workers,
almost four in 10 (38%) administrative assistants and PAs, engineers
employers are struggling to and sales representatives were the most
find workers
difficult roles to fill.
Management and
executive roles were also reported to be
harder to fill’ 22 . In November 2006, British
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http://news.bbc.co.uk/1/hi/education/807053.stm
http://www.eurofound.europa.eu/eiro/2000/10/feature/uk0010196f.html
http://www.hmrc.gov.uk/pbr2002/hmt3.pdf
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http://www.trainingzone.co.uk/cgi-bin/item.cgi?id=166681&d=680&h=0&f=0&dateformat=%25e-%25h-%25y
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immigration policy was also seeking to address skills shortages in engineering,
healthcare and teaching 23 .

New Zealand
Closer to home in New Zealand, the NZ Government reports that ‘skill shortage
indicators have risen strongly with the availability of labour appearing to become
more of a constraint for firms’ 24 .
‘The outlook for skill shortages is mixed, but there is a risk that skill shortages
will worsen. It is possible that skill shortages may ease in the year ahead if the
slowdown of economic growth continues to dampen employment growth.
However, skill shortages could instead deepen further if the recent increase in
hiring intentions is sustained into 2007. In any case, with the unemployment rate
close to its historical low of 3.6%, the labour market is likely to remain tight 25 .

Difficulty of finding skilled and unskilled staff,
1986-2006

A shortage of labour as main
constraint on expansion, 1986-2006

Source: Quarterly Survey of Business Opinion, NZIER

As can be seen, New Zealand faces a skills shortage in both skilled and unskilled
occupations. In 2004, the NZ Government developed a number of strategies to
address skills shortages. These included:
•

Job Partnerships with Industry: Partnership agreements in the hospitality,
transport, trades, retail, road and construction industries.

•

Regional Partnerships Programme: Involving training to increase the skills of
some 400 small and medium sized tourist operators.

•

Modern Apprenticeships:
apprenticeships.

•

Industry Training: To increase industry training numbers.

Extra

23

funding

http://www.workpermit.com/uk/work_permit/occupations.htm
http://www.dol.govt.nz/publications/lmr/lmr-Skills.asp
25
http://www.dol.govt.nz/publications/lmr/lmr-Skills.asp
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to

increase

the

number

of

•

Talent Visa: To encourage migration of skilled workers into New Zealand for
accredited employers 26 .

Asia Pacific
Whilst many countries acknowledge skill shortages, they are also finding it difficult
to make a meaningful impact. The pace of industry change has created challenges
in identifying future skill needs. Without new processes and networks to share
information that is accurate and timely, many find themselves chasing a moving
target.
In addressing a 2006 conference in
Tokyo 27 , Trevor Riordan, Manager,
International Labour Organisation
(ILO),
Regional
Skills
and
Employability Programme (SKILLSAP), stated that:
•

•
•
•

‘Many countries in Asia and
the Pacific are struggling to
respond to the skills needs of
their workforces.
There is an increased need to
develop the skills required for
competitiveness, productivity and jobs.
It is difficult for countries to access the latest information on innovative
training policies, practices and systems reform.
Many interesting examples exist, but there are few networks available to
facilitate exchange of information’.

For the G21 Region, the proposed Career and Skills Store would aid in addressing
these issues. The model of an integrated service delivery model, meeting the
needs of multiple clients would enable these networks and new processes to
develop, and would bring together the groups and individuals necessary to share
vital information, and to initiate significant and innovative strategies to address
these issues.

The model of an integrated service delivery model, meeting the needs of multiple
clients would enable these networks and new processes to develop, and would
bring together the groups and individuals necessary to share vital information, and
to initiate significant and innovative strategies to address these issues

26
27

http://www.dol.govt.nz/PDFs/meeting-skill-needs-govt-policy-response.pdf
http://www.ilo.org/public/english/region/asro/tokyo/conf/2006skill/r.pdf
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The Australian Perspective - the National level

Australia finds itself facing the same
challenges as other parts of the
world, in its efforts to become more
competitive on a global basis, and to
develop world class industries. In
trying to achieve these goals, it is also
seeking similar solutions to the
growing labour market imbalance.
The ageing of the population
coupled with an already tight
labour market, especially for the
more skilled occupations, will have
significant implications for business. Without sufficient skilled workers, many
businesses will have difficulty in continuing to produce their current level of
output, let alone in expanding output to keep up with the consumption wishes
of Australians and export markets. Indeed, modelling commissioned by the
Department of Employment and Workplace Relations shows that population
ageing will impact on all major industries and occupations across most
Australian regions. As the population ages, skills shortages could become even
more acute, particularly in industries where there is already a high proportion
of older workers. The number of workers who are already aged 45 years and
over is high and growing. Australia is currently undergoing a phase of
accelerating population ageing. Over the next five years the estimated impact
of population ageing is equivalent to a shortfall of 195 000 workers. In other
words, while employment is expected to continue to grow solidly over the next
five years, it is likely to be substantially less than it would otherwise have been
if the population age structure were to have remained unchanged. As labour
shortages increase, employers
will need to be innovative to
attract the shrinking supply of
The
estimated
impact
of
available talent. The workforce
population ageing is equivalent to
of the future will be more
a shortfall of 195 000 workers
diverse; it will consist of more
older workers, more parents,
more people with disabilities
and more people wanting to
work part-time; so new strategies will be needed. Some of the approaches
that employers will need to consider include creating and maintaining a more
diverse workforce, retaining mature-age employees, mentoring and coaching
new employees to improve their productivity, increasing education and training
for existing employees, improving the work/family balance for their employees
to attract and retain workers with children and/or caring for elders, providing
child care facilities in or near the workplace, modifying the workplace and
tasks so that they can be performed by employees with various levels of
disability, and taking advantage of government incentives to try out new
employees with different characteristics from their current employees 28 .

28

Workforce Tomorrow: Adapting to a more diverse labour market, a DEWR publication, 2005
http://www.workplace.gov.au/NR/rdonlyres/C41F120F-4928-49BC-9813ECC685E3DA97/0/WorkforceTomorrowBook_pt1_051111.pdf
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Appendix 7 explains the functioning of the labour market which differs from the
goods and services market in as much as additional labour cannot be manufactured
as demand increases. Appendix 8 contains Department of Employment and
Workplace Relations (DEWR) Labour Force data for Australia, Victoria, Barwon and
Geelong areas. This data shows population, employment and unemployment
figures and demonstrates a tightening labour market in which the demand for
labour is resulting in either skills shortages or mismatches between the skills held
by workers and the skills needed by employers. In Australia, the Council of
Australian Governments (COAG) noted that ‘with an aging population, there will be
relatively fewer Australians of working age’ 29 .

To set Australia up for
tomorrow vocational and
technical training must be
relevant to every age
group capable of work

In March 2007, the Hon. Andrew Robb AO,
Minister for Vocational and Further Education,
He
addressed the National Press Club 30 .
discussed the need for current education
processes to be challenged and for a change of
image for vocational education and training.
Minister Robb went on to say:

‘It is about apprenticeships for tomorrow.
And, it is also about people in mid-career
getting ready for the rest of their career. It is
about older workers positioning themselves for a longer stint in the workforce
and ultimately a healthier and wealthier retirement. It is about skilling those
without a job to take their place in Australia’s future – including the over 50s,
many with disabilities, parents not in the workforce, other jobless and many
looking for part-time work. We need to accept that it is never too late to be
trained or re-trained; in fact, it is essential to be trained and re-trained. We
need to reverse the attitude of many employers that the need to train
themselves or their staff amounts to failure; these employers have failed if
training is not part of their business’.

Minister Robb went on to discuss the constant change being experienced by both
young and older workers and employers, and the need for constant, ongoing
training and development, stating that ‘Increasingly, a world leading feature of
Australia’s training sector is the growing influence of industry in shaping the
content of vocational and technical training’.

Within five years it has been estimated that Australia will
have 200,000 more jobs than people to fill them

The proposed Career and Skills Store would be one vehicle to assist employers and
those seeking work to understand and manage the variety of options available to
them.
In her 2006 address to the Centre for Public Policy, University of Melbourne 31 , Ms.
Julia Gillard, Deputy Leader Opposition, ALP, and Shadow Cabinet Minister for
29

http://www.coag.gov.au/meetings/100206/index.htm
http://www.dest.gov.au/Ministers/Media/Robb/2007/03/R001140307.asp
31
http://www.juliagillard.alp.org.au/news/0407/spad10-01.php
30
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Employment & Industrial Relations and Social Inclusion, discussed the problems of
skills shortage and low take up of education in some community sectors. To
address this, Ms. Gillard identified the following requirements:
•

The proposed Career and Skills Store
could form a part of the required local
infrastructure designed to address
social inclusion through the provision of
timely and effective careers advice to
disadvantaged groups

•

•

the
prioritisation
of
partnerships
between
Federal, State and Local
Governments,
working with local leaders
to
identify
local
infrastructure that could
make a difference, and
development of community
infrastructure – building
working relationships with
local government.

The proposed Career and Skills Store could form a part of the required local
infrastructure designed to address social inclusion through the provision of timely
and effective careers advice to disadvantaged groups.

In July 2006, the Australian Chamber of Commerce and Industry (ACCI) found that
employers had identified ‘availability of suitably qualified employees’ as the second
most significant constraint on business growth 32 (rated first in the previous survey in
July 2006).

32

ACCI Survey of Investor Confidence, October 2006,
http://www.acci.asn.au/text_files/surveys/Survey_of_Investor_Confidence/SOIC%20Oct%202006.pdf
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In its 2006 report, World Class Skills for World Class Industries 33 , the Australian
Industry group found the following:
•
•

•

‘Our
future
global
competitiveness
is
built around skills.
Australian firms have
clearly recognised the
importance of their
skill base to their
future
success.
‘Building the skill base’
is the strategy most
often cited (in 85% of
survey responses) for
remaining competitive
in the next three
years,
after
the
broader approach of strengthening growth opportunities.
Firms think that skill shortages will be a significant threat to their
competitiveness over the next three years. Results from the survey show that
the inability to secure skilled staff is the potential barrier to success cited most
often by employers - in 74% of responses – ahead of competitive pressures at
home and abroad’.

Access to the right skills is a key element of the success of enterprises
operating in the most innovative sectors of the Australian economy. A recent
study conducted by the Melbourne Institute for the Victorian Government
showed that the skills and capabilities of key workers play a critical role in
the growth strategies of enterprises in innovative sectors. These skills
included both graduate and sub graduate level skills. Nevertheless, skill
shortages at trade or technician level are common in Australia. One reason
for this is that the pathway to the attainment of intermediate skills is unclear
and poorly promoted. Too many school leavers are drawn to higher education
and not enough are attracted to challenging vocational training 34 .

With regard to the attempt to develop world class industries, the report found that
‘World class’ firms demonstrate the following skilling characteristics:
• ‘Their workforces are more highly skilled, including a smaller proportion of
low skilled workers;
• While all firms value employability skills very highly, world class firms put a
higher premium than other firms do on technical competence;
• While they are wrestling with skills shortages like all firms, they are
significantly less likely to have trouble finding people with the right
attitude, problem solving skills, pride in their work and appropriate work
experience; and
• There is no difference in the percentage of turnover devoted to training by
world class companies but they are more likely to have formal skills
assessment processes and workforce development plans in place.
33
34

www.aigroup.asn.au/aigroup/pdf/publications/reports/general_reports/WorldSkills_Victoria_July06.pdf
The Intermediate Skills Pool, New Apprenticeships and Skill Shortages, Curtain Consulting, 2003,
http://www.curtain-consulting.net.au/download_controlled/Skill%20formation/sub101.pdf
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•

In their efforts to become world class, Australian firms need to be
supported by a world class training system and while there are examples of
excellent skilling practice there remains scope for improvement’.

The proposed Career and Skills
Store will be a source of
information
and
support
in
bringing together stakeholders to
assist industry

•
•

•

The proposed Career and Skills Store
will be a source of information and
support
in
bringing
together
stakeholders to assist industry to
address the following points raised in
the AIG report:
•

‘There are three main implications
for future skilling identified in the

report:
– It points to a higher level of skills being required;
– Skills will need to be updated more often than they have in the past; and
– A broader range of skills will be required.
Employers have indicated that there will be a big-step up in their efforts to
meet their skill needs more effectively over the next three years.
Employers consistently commented that they increasingly need employees to
be not only technically skilled but to have high level communication skills, the
ability to work in a team and to manage and motivate others, the willingness
and ability to understand and model firm values and culture, the willingness
and ability to learn, the ‘right’ attitude and problem solving skills.
In some areas, technical skills are becoming more firm specific because of
specialisation of production processes and so need very frequent updating as
technology changes’.

29

The Commonwealth, as well as all State Governments, have put in place a number
of strategies to address skills shortages. At its September 2005 forum on ‘Skills
Needed in the Workplace’, the Department of Education, Science and Training
(DEST) found that ‘skills shortages occur for a variety of reasons:
•
•
•
•
•
•
•

‘strong economy with low rates of unemployment;
growth of new industries with few ready-skilled tradespeople available;
relocation of new industries into different regions with a different skills
base;
reduced interest in particular industries among potential job seekers;
location of industry, or project-based work, in rural or regional areas with a
small skills base;
technology changes within an industry, especially production, resulting in
new methods and therefore skills needs; and
changes in underpinning skills needs to successfully undertake trade training
for example, Year 12 mathematics for some trades’ 35 .

It goes on to state that ‘since 1999, the Australian Government has approached
skills shortages on an industry by industry basis through the National Industry Skills
Initiative (NISI) and its successor the National Skills Shortages Strategy (NSSS).
Since the commencement of the National Skills Shortage Strategy the Australian
Government has committed to assist the Electrotechnology, Engineering, Retail
Motor, Food Trades, Rural, Building and Construction, Emerging Technologies,
Retail, Road Freight Transport, Aerospace and Marine Manufacturing industries to
analyse their skills needs and identify and implement actions to attract and train
new entrants into each industry. Improving the image of industry and their
recruitment practices, engaging employers in training, and developing careers
35

http://www.getatrade.gov.au/skills_needs.htm
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education materials are some of the strategies developed under NISI to address
difficulties in attracting and retaining people to industries experiencing skills
shortages’.
It is estimated that, each year, more than 50,000 people with training
qualifications enter university, and that more than 100,000 people with
university qualifications enter training. Training can provide the way to a first
career and first qualifications while at school, either through vocational
training at school, or through an Australian School-based Apprenticeship.
Training can also provide the way to a second, third or fourth career. In fact,
during 2004 there were over 460,000 students in training over 40 years of age.
The Australian Government takes a national leadership role in training and
works with various industries, and the State and Territory governments to
advance vocational and technical education. The Australian Government will
pilot a range of new approaches to recruiting and training new entrants in
industries with skills shortages and will also assist different industry groups to
explore better ways of achieving industry skills and qualifications - more
quickly and more flexibly. Other projects will look at making better use of the
skills of older workers and retraining them to take up opportunities in new
industries 36 .

In order to stay abreast of what is happening with
regard to skills shortages, the Department of
Employment and Workplace Relations (DEWR) also
During 2004 there were maintains and distributes extensive labour market
over 460,000 students in information, including the Skills in Demand Lists.
training over 40 years of These documents incorporate ‘information on
age
occupations in shortage in particular States.
Information about the extent of shortages,
whether they are state-wide (S), regional (R) or
metropolitan (M), is provided. The lists also make use of the concept of
recruitment difficulties (D) where ‘skill shortages’ are not evident, but some
employers have experienced recruitment problems’ 37 .
One of the tools developed by the Federal Government is the website Career
Advice
Australia,
which
provides
information and resources for young
The Australian Government will
people with regard to career options and
directs them to a range of assistance pilot a range of new approaches
to recruiting and training new
including:
•

‘Local Community Partnerships
which assist schools and local
community organisations to help
individuals gain skills, experience,
professional guidance. The site
also provides access to industrybased career information through
career development support.

36

entrants in industries with skills
shortages and will also assist
different industry groups to
explore better ways of achieving
industry skills and qualifications more quickly and more flexibly

http://www.skillsinitiative.gov.au/training.htm
http://www.workplace.gov.au/workplace/Category/ResearchStats/LabourMarketAnalysis/SkillsDemand/
Skillsindemand.htm
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•
•
•

•

Regional Industry Career Advisors which ensure that individuals have access
to information about career opportunities where they live.
National Industry Career Specialists which represent the 10 major Industry
sectors and help you see the big picture.
Youth Pathways which give personalised support to help young people who
are having trouble staying in school or moving onto further education,
training or employment.
Partnership Outreach Education Model (POEM) which gives young people
who have left school another chance at learning through flexible education
and training options’ 38 .

The importance of collaboration at the national level is highlighted by the efforts
of the Council of Australian Governments (COAG) which involves representation
from all three levels of Government (ie. Federal, State and Local). At its February
2006 meeting, COAG discussed its National Reform Agenda. The Human Capital
Stream includes strategies to ‘increase the proportion of young people making a
smooth transition from school to work or further study’ and to ‘increase the
proportion of adults who have the skills and qualifications needed to enjoy active
38

http://www.careeradviceaustralia.gov.au/
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and productive working lives’ 39 , as well as the development of ‘a new National
approach to apprenticeships, training and skills recognition’ 40 . In order to achieve
these strategies, COAG has endorsed an inter-governmental approach in which
‘COAG has agreed to establish a new Commonwealth regional program in
collaboration with the States and Territories to commence in July 2006 to address
the supply of skilled labour to industries
and regions. Integrated strategies will be
Increase the proportion of developed for selected regions to identify
young people making a smooth solutions to labour market needs in regions
transition from school to work and industries of strategic importance in
the Australian economy’. The proposed
or further study
Career and Skills Store model could be such
a solution for the G21 Region.
The drive for industry and education to collaborate and work towards a joint
approach to skills shortages is best summed up
by Mr. John Hoey, Chairman of the Australian
Institute of Management (AIM) and Chairman of
the Commonwealth Bank. In his recent address Increase the proportion of
to the AIM meeting in Queensland, Mr. Hoey adults who have the skills
outlined the need for corporate Australian ‘to be and qualifications needed
more strategic and proactive in responding to to
enjoy
active and
Australia's skills shortage’ 41 . This engagement of productive working lives
industry and education will be equally important
to the success of the Career and Skills Store
model.

39

http://www.coag.gov.au/meetings/100206/attachment_a_reform.pdf
http://www.coag.gov.au/meetings/100206/index.htm#attach
41
http://www.aimqld.com.au/news/070320_skillsshortage.htm
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The Australian Perspective - the State and Territory level
Skills shortages have become increasingly important to the States and Territories.
Each has responded with a variety of programs and strategies to address their
specific skills shortage issues.

New South Wales
In May 2006, the Standing Committee on State Development, Legislative Council of
the New South Wales Government tabled a report on Skills Shortages in Rural and
Regional NSW. Committee Chairperson, Mr
Catanzariti observed: ‘The economic and social
The economic and social impacts of the skills shortage in rural and
impacts
of
the
skills regional NSW are profound – many local towns
shortage in rural and face the challenges of loss of income, loss of
regional NSW are profound
essential services and loss of young people to
metropolitan areas’ 42 . He went on to discuss
the Plan for Securing Our Skilled Workforce 43
report in which the NSW Government has allocated $7.15 million for training
resources to address skills shortages. Strategies include financial incentives to
make apprenticeships more attractive. These include:
•
•

•

Investment of $7.1 million since 2003 in pre-apprenticeship and pre-traineeship
training for 4,600 people in areas of skill shortage ranging from manufacturing
and engineering to aged care and children's services.
Improved financial
incentives
for
industry to take on
apprentices
and
trainees
through
the introduction of
payroll
tax
exemptions.
Increased
public
transport
concessions
for
travel
on
NSW
Government buses,
ferries and trains
for trainees and
first, second and
third
year
apprentices.

The NSW Government has also expanded TAFE services through strategies including
the development of 400 formal partnerships with local industries to meet local
training needs in areas of skill shortages.
42

http://www.parliament.nsw.gov.au/prod/PARLMENT/Committee.nsf/0/18e8865824f1a74fca25716b00065a0a/
$FILE/Media%20Release%20Final%20Report.pdf
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http://apprenticeship.det.nsw.edu.au/docs/skillsbase.pdf
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To increase VET in Schools programs, the NSW Government has invested more than
$20 million in the School to Work Program, preparing students in Years 9-12 for
further education, training and work.

Queensland
In Queensland, the State Government has also developed a suite of programs to
address skills shortages. Premier Peter Beattie states that ‘The Queensland Skills
Plan delivers on our commitment to create one of the most flexible, modern and
innovative education and training systems in Australia’ 44 .
The Executive Summary of the Report
states that: ‘To provide better training To
provide better training
packages for learners and employers, we packages
for
learners
and
need to move from a supply driven
employers, we need to move
training system to a system that can
respond to rapid changes in skill from a supply driven training
demands. This means fundamental system to a system that can
changes to the government’s funding and respond to rapid changes in skill
purchasing of training, a substantial demands
reform of TAFE Queensland institutes,
and the development of a more
sophisticated approach to managing and supporting the entire Queensland training
system. New vocational and education training (VET) arrangements with industry
are expected to stimulate greater demand for vocational education and training.
This will drive further innovation while increasing industry’s willingness to invest in
more training and skills development. It is crucial this training system is supported
by quality training providers whose diversity and skills continue to meet the needs
of industry, individuals and employers’.

44

http://www.trainandemploy.qld.gov.au/resources/corporate/pdf/pol_qldskillsplan_0306.pdf
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The report goes on to expand on the identified strategies. These include training
related strategies such as:
•
•
•
•
•

‘increasing the number and capacity of quality training providers delivering
apprenticeship training
developing a comprehensive professional development strategy for
Queensland’s vocational education and training sector
developing more innovative purchasing models to maximise the
effectiveness of Government’s investment in training
establishing a new state-wide Trade and Technician Skills Institute to lead
product development and delivery in key trades areas
implementing a more independent commercial governance model for TAFE
Queensland institutes’.

The Report also states that: ‘the Queensland Government will take a new approach
to working with industry and employers to ensure the training provided by
Queensland’s vocational education and training system is better targeted to
economic demands. This includes:
•

creating three additional centres
of excellence to promote skill
development in the important
The Queensland Skills Plan also
industries
of
energy,
includes a strategy for the
manufacturing
and
engineering,
introduction of Skilling Solutions
and building and construction
Queensland services to ‘provide
• establishing
23 new skills
people of all ages with face-toformation strategies to ensure a
face service on training and
collaborative
approach
to
career opportunities’
meeting the skills needs of
industry
• developing a range of industry
engagement models to enhance skills and training leadership in key
industries
• to assist the recruitment and retention of Queensland’s older workers
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•

developing a range of training products designed specifically to meet the
needs of Queensland’s small businesses’.

Importantly for this project, the Queensland Skills Plan also includes a strategy for
the introduction of Skilling Solutions Queensland services to ‘provide people of all
ages with face-to-face service on training and career opportunities’. This model
will be discussed in further detail later in this report.

South Australia
In 2003, the South Australian Government established the Training and Skills
Commission to ‘assist, advise and make recommendations to the Minister for
Employment, Training and Further Education on matters relating to higher
education, vocational education and training and adult community education’ 45 .
The report, Skills in South Australia,
states that ‘South Australia’s labour
South Australia’s labour force force continues to have lower levels
continues to have lower levels of of overall educational attainment
overall educational attainment than than the Australian average. It also
the Australian average
has a lower proportion of skills at
higher qualification levels. While the
State’s lower skill level may be a
reflection of its historical reliance on industries requiring less skilled workers, it is
also likely to reflect a sustained loss of skilled workers interstate and overseas. Our
lower skills base, combined with a smaller proportion of knowledge workers within
our workforce means we are not well positioned for a future within the global,
knowledge based economy 46 .
In 2005, the S.A. Department of Further
Education,
Employment,
Science
and
Technology (DFEEST) and Department of
Trade and Economic Development produced
a report, South Australia’s Skills Action Plan,
First Steps 47 . Some of the strategies outlined
in this report include:
•

•
•

Our
lower
skills
base,
combined with a smaller
proportion
of
knowledge
workers within our workforce
means we are not well
positioned for a future within
the global, knowledge based
economy

South Australia Works - a $22.6
million learning and work package to
increase learning, training and
employment opportunities for all
South Australians, particularly those young, mature aged and Aboriginal
people who are most disadvantaged.
Formation of seventeen local Employment and Skill Formation Networks
across the State to respond to immediate and longer term regional skill
shortages.
The Workforce Development Fund - a $1million per annum program
supporting industry-wide projects aimed at developing and implementing

45

http://www.training.sa.gov.au/tasc/
http://www.training.sa.gov.au/tasc/files/links/Skills_In_SA.pdf
47
http://www.dfeest.sa.gov.au/dfeest/files/links/SAP2005.pdf
46
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•

better workforce practices, including succession planning, upskilling,
recruitment and retention strategies.
The Workforce Information Service established to provide web-based
information about labour market, economic and demographic trends, skill
shortages and workforce development practice. It will disseminate
information and tools to Industry Skills Boards, Regional Employment and
Skills Formation Networks, industry groups and learning institutions.

The report goes on to state that: ‘DFEEST is
working in partnership with the Australian
Government Department of Employment and
Workplace Relations to improve South Australian
labour market occupational information and
data. DFEEST is also working in collaboration
with the three school sectors to improve careers
information and advice for secondary school
students by:
• developing twice yearly labour market
information fact sheets for use by students and
their advisors;
• sponsoring professional development for
advisors;
• trialling the Australian Blueprint for Career
Development in schools;
• establishing a web-based resource for career
advisors; and
• assisting Industry Skill Boards to develop strategies for informing young people
about career and work opportunities in their respective industries’.

Western Australia
In 2005, the Western Australian Government established the Skills Formation
Taskforce 48 to develop reforms to the apprenticeship and traineeship programs in
response to skills shortage issues.
The first stage of the Taskforce's work focused on
short to medium term reform.
Strategies
included:
•
•

reduction in the term or duration of
apprenticeships where relevant industrial
parties are in agreement; and
introduction
of
greater
flexibility
in
apprenticeship arrangements.

The Taskforce also established industry working
groups in the automotive, hospitality, building
and construction, and metals industries.
Issues identified include the need to:
48

http://www.stb.wa.gov.au/taskforce/taskforce
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The Western Australian
Government established
the
Skills
Formation
Taskforce to develop
reforms
to
the
apprenticeship
and
traineeship programs in
response
to
skills
shortage issues

•
•
•
•
•
•
•
•

make it easier for adults to gain a trade qualification by recognising their
current skills
be able to complete apprenticeships based on competence rather than time
remove barriers to taking up and completing apprenticeships
improve career pathways in the trades
provide part-time and school-based apprenticeships
change the structure of off-the-job training
bring together the apprenticeship and traineeship systems
achieve greater national consistency.

Tasmania
The Tasmanian Government's Skills for Growth initiative provides $12.6 million over
four years, beginning in 2005, to ‘directly address skill shortages that are currently
constraining growth by:
•
•

building workforce capacity in the trades and other growth industries, and
providing skill development, upskilling and broadening of skills in industries
where there are substantial work and career opportunities’ 49 .

Some of the strategies in this program include:
1. ‘Offering a range of innovative options for mature aged and young people to
help them gain trade qualifications and improve their career prospects,
including:

49

http://www.education.tas.gov.au/tlsa/skillslink/general/skillshortages
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•
•
•
•

training as an adult apprentice through an accelerated program;
having current skills recognised;
refreshing skills if they have not worked in their trade for some time; and
cross-skilling into another trade
through additional training.

2. Working with peak industry bodies and
TAFE Tasmania to develop, promote,
implement and evaluate training and
skills recognition models which will
provide pathways for people to attain
trade qualifications in industries which
are experiencing a shortage of skilled
tradespeople.

Working with peak industry
bodies and TAFE Tasmania to
develop, promote, implement
and evaluate training and
skills recognition models

3. Providing short, sharp training programs to meet specific industry skill
requirements. This is targeted at a range of participants including:
•
•
•
•

industries of strategic importance;
existing workers in industries where there are identified skill shortages;
small business owners and their employees; and
equity groups to provide skills that will increase their capacity to actively
participate in the workforce.

Providing affordable
training to targeted
industries

4.
Providing affordable training to targeted
industries, stimulating demand driven training for
existing employers, lifting the State's skill profile
and ensuring that government funded training
delivers maximum outcomes for industry.

5.
Providing migrants and refugees with
opportunities to develop a wide range of skills and
knowledge to support their participation in work and training to maximise their
employment outcomes’.
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Australian Capital Territory
In 2006, the ACT Department of Education and Training undertook industry
consultation to gather information on the perception of skills training through the
ACT VET system.
They found that:
•

•

•

‘there is pressure on industry to
meet the needs of clients who There is pressure on industry to
demand flexible, multi-skilled meet the needs of clients who
workers who will require a new
demand
flexible,
multi-skilled
mix
of
skill-sets
across
workers
who
will
require
a new mix
qualifications
and
Training
of skill-sets across qualifications and
Packages
recruiting difficulties in finding Training Packages
appropriate people have been
compounded by a lowering of
standards in order to fill available spaces from a diminishing pool of talent.
Employers want potential employees to possess “employability skills”
the unwillingness and/or inability of industry to provide training opportunities
is an impediment to providing the necessary skills within industry’.

One of the key findings was ‘a need for a ‘one-stop-shop' for employers, RTOs and
trainee/apprentices to contact about all training issues. Employers felt that they
needed to be educated about their training responsibilities, the competency based
system and what constituted reasonable expectations of trainee/apprentice
performance and behaviours’ 50 .

50

http://www.decs.act.gov.au/services/TrainingIC.htm
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Northern Territory
The NT Department of Employment, Education and Training’s report Workforce NT
Report 2006 51 , states that:
‘High demand for both skilled and unskilled workers has continued as a
consequence of a solid economy, resulting in a shortage of skills across a range of
trade and professional occupations, and a shortage of labour for semi-skilled and
unskilled work.
One of the key constraints to achieving sound and sustainable economic growth
into the future is the capacity of employers to obtain employees with the level of
skills and ability they require. Similarly, job opportunities and career prospects for
skilled workers need to be available to ensure that these skills are retained in the
NT.
A comprehensive understanding of skill shortages and labour demand in the NT is
necessary to enable government and industry to develop appropriate responses to
address the needs. Responses may include training for current and future skill
requirements, informed allocation of resources and the development of strategies
for areas of greatest need’.
As well as using the option of skilled migration to address skill shortages, the
report goes on to state: ‘To assist in achieving the number of VET graduates
required for the labour market in the future, employers are increasingly engaging

51

http://www.deet.nt.gov.au/employment/workforce_nt/2006_report.shtml
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new staff through apprenticeships/traineeships or are encouraging existing staff to
use this pathway to be up-skilled and gain a nationally recognised qualification.
Employers are actively encouraged to take advantage of the NT and Australian
Governments incentives available for the employment of apprentices/trainees, and
to access NT Government funded training delivered by registered training
organisations’ 52 .

Victoria
In 2006, the International Centre for Career Development and Public Policy held its
symposium on Future Directions for Human Capital in Australia. The purpose and
aims of the forum included:
•
•
•
•
•
52

‘To examine the application of career development services to the creation of
effective workforce development strategies.
To examine how career development services can be better used to respond to
workforce development challenges and support workforce development goals.
To make the links between career development and workforce development
clear for all stakeholders (governments; policy makers; employers; trade
unions; practitioners; parents; learners and workers).
To further develop an international vision for workforce development and
career services delivery.
To further develop a national vision and an action plan.
http://www.deet.nt.gov.au/employment/workforce_nt/docs/workforce_nt_2006/workforce_nt_report_chapter6.pdf
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•

To learn from the promising practices and action plans of other countries’ 53 .

In addressing the symposium, Ms. Helen
Silver, Deputy Secretary, Policy and Cabinet,
To increase productivity and Department of Premier and Cabinet for
participation, we need to Victoria,
stated
that
‘To
increase
improve the competitiveness productivity and participation, we need to
of our businesses and build improve the competitiveness of our
businesses and build the capabilities of our
the capabilities of our people
people’.
To do this, the Victorian
Government, through the National Reform
Agenda: Education and Training intends to:

•

53
54

‘Increase the proportion of children entering school with basic skills for life and
learning’
• Increase the proportion of
young people meeting basic
Increase the proportion of young
literacy
and
numeracy
standards,
and
improve
people making a smooth transition
overall
levels
of
from school to work or further study
achievement’
• Increase the proportion of
young people making a
Increase the proportion of adults who
smooth
transition
from
have the skills and qualifications
school to work or further
needed to enjoy active and productive
study;
working lives
• Increase the proportion of
adults who have the skills
and qualifications needed to
54
enjoy active and productive working lives’ .

http://www.iccdpp.org/Symposia/IS2006Australia/tabid/87/Default.aspx
http://www2.iccdpp.org/Portals/1/Documents/Symposia/Sydney2006/docs/Helen%20Silver.pdf
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Two of the strategies which are of particular interest to this project are the
Victorian Government’s Regional Migration Incentive Fund program and the
Maintaining the Advantage: Skilled Victorians
initiative.
The Regional
(RMIF)

Migration

Incentive

Fund

This program has been
developed as one means by
which skills shortages can be
addressed
through
the
facilitation
of
skilled
migration

In Victoria, the RMIF is managed by the
Department for Victorian Communities (DVC).
This program has been developed as one means
by which skills shortages can be addressed
through the facilitation of skilled migration.
The G21 Region, comprising City of Greater
Geelong, Colac Otway Shire, Borough of Queenscliffe, Surfcoast Shire and Golden
Plains Shire, was identified as one of the Victorian regions for the RMIF, with the
City of Greater Geelong acting as the auspicing agency. As has been mentioned
earlier in this report, the RMIF program was the catalyst for the skills shortage
research conducted in 2005, which identified effective holistic careers advice as a
critical factor in overcoming skills shortages.
Maintaining the Advantage: Skilled Victorians
In 2006, the Victorian Government produced the Maintaining the Advantage:
Skilled Victorians initiative. This suite of programs was aimed at improving
education, training and employment outcomes to enable Victoria to compete
successfully in a global market and to ensure a robust economy for the State.
The initiative is comprised of four sections:
1. ‘Starting earlier – by providing greater opportunities for students to
participate in vocational education and training while at school;
2. Learning longer – by encouraging new entrants, existing workers and adult
learners to develop skills throughout working life, we will retain workers,
meeting the future needs of industry;
3. Getting smarter – by giving access to all Victorians
to increase their skill levels, particularly in the
growing
economy
increasingly
driven
by Starting earlier
innovation, we can take advantage of increased
social and economic opportunities in higher-skilled Learning longer
and better paid work; and
4. Making it easier – by providing individuals and Getting smarter
employers with easy access to information about
training options, we will ensure that our training
Making it easier
system can respond to future skill needs in a
timely and efficient way’ 55 .
In order to achieve this, the Victorian Government will ‘invest $241.47 million over
four years in new and expanded education and training initiatives to increase the
skills of our workforce, to ensure economic growth and competitiveness, and so

55

Maintaining the Advantage: Skilled Victorians, 2006, page 25
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that we can continue to add to our stock of highly skilled workers in priority
industry areas’.
The initiative also involves investment of $2 million to introduce Industry Skills
Advisors in high-priority areas.
It further aims ‘to encourage all Victorians to
update existing skills or undertake new training, by providing high-quality
information about training options’ 56 . One of the strategies identified as part of
this initiative is the creation of thirteen Skills Stores across Victoria that ‘will
provide a public access point for the education and training system and a point of
reference for school careers advisers’.
Geelong has been identified as one of the sites for a Skills Store. This could
become a crucial part of the Career and Skills Store, thereby enhancing the
functioning of both.

56

Maintaining the Advantage: Skilled Victorians, 2006, page 38.
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The Australian Perspective - the local level

G21 is an alliance of
five Councils and more
than 150 participating
local organisations

As mentioned earlier, G21 is an alliance of five
Councils (Greater Geelong, Surf Coast, Colac Otway,
Golden Plains and Queenscliffe) and more than 150
participating local organisations which works to
address issues promoting the growth of the Region
through engagement of a range of stakeholders in
the G21 Strategic Plan 57 .

City of Greater Geelong
In its Geelong Economic Development Strategy: 2005-2010 58 , the City of Greater
Geelong describes its economic expectations:
‘Based on national growth assumptions, 5,000 new employment
opportunities will be created in Geelong over the next four years.
Employment growth is expected to come from sectors such as retailing,
health, education and property and business services. Whilst manufacturing
brings enormous wealth to Geelong in terms of regional turnover and
employs a significant number of workers, this
sector is not likely to generate a large
number of new job opportunities in the 5,000 new employment
future as technological advances influence opportunities will be
production processes. To remain globally created
in Geelong
competitive Geelong must diversify its
over the next four
existing economic base and look to new
growth sectors that rely on higher skill years
levels, promote economic prosperity and
generate wealth. Superior infrastructure is
required to facilitate development. The social and environmental aspects of
the Region will play a major role in attracting investment, highly skilled
workers and new residents to the Region’.
The Report goes on to state that ‘Workforce skilling, upskilling and reskilling are
essential elements of Geelong’s future economic performance. The ability of the
local labour force to supply relevant skills to industry is a fundamental criterion in
the attraction and servicing of existing and new investment’.

57
58

http://www.g21.com.au/
http://www.geelongcity.vic.gov.au/library/pdf/5175/95.pdf
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Surfcoast Shire
The Surfcoast Shire’s Economic Development Strategy - 2005 Update 59 , states:
‘Surf Coast has a relatively diverse
economic
base.
The
major
Pre and post compulsory
employment sectors are agriculture,
education, and access to retail, tourism and hospitality,
quality and flexible training manufacturing,
construction,
and further education, are education, property and business
critical
components
of services, health and community
creative
and
vibrant services. Employment is dominated
by managers and administrators,
communities
professionals, associate professionals
and people involved in trades and
related activities. The Shire has a relatively high number of people involved
in skilled activities. Pre and post compulsory education, and access to
quality and flexible training and further education, are critical components
of creative and vibrant communities. Lifelong learning is fundamental to
personal development and the sustainable development of robust industry
and business sectors. An ongoing issue for industry and business will be the
availability of appropriately skilled employees. This is likely to manifest
itself in the health and well-being sectors, retail and hospitality and
building and construction sectors. This is an issue that will need to be
monitored with industry and training providers, given the population growth
projections for the Shire and the impact that will have on various service
and business sectors. The monitoring will relate to both demand side issues
(where the demand for skills will manifest) and supply side issues (the
availability of appropriately skilled employees within the sectors). Detailed
information is not presently available on the interface of future demand
and supply trends and the specific
further training and education needs.
learning
is
This is an area for active engagement Lifelong
fundamental
to
personal
between the Council, private and
and
the
public training providers, the ACC and development
sustainable
development
of
the SGRLLEN, to undertake forward
planning and a gap analysis in robust industry and business
relation to future projected training sectors
requirements and skills needs’.

Colac Otway Shire
The Colac Otway Shire’s Economic Development and Tourism Strategy, 2004 60
states:
‘The education providers in the Colac Otway Shire have an open approach
to collaboration, which facilitates a strategic approach to dealing with
education and training issues. The interaction between schools and industry
has been enhanced through the appointment of an industry liaison position
59
60

http://www.surfcoast.vic.gov.au/Economic%20Development/Documents/ED_Strategy2006%20.pdf
http://www.colacotway.vic.gov.au/Files/EDandTStrategy.pdf
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in the VCAL area, funded through the South West Local Learning and
Employment Network (SWLLEN). This has assisted in overcoming the
progressive reduction in school resources that are available for vocational
activities. A common comment during consultation was concern regarding a
lack of understanding in schools of the career options available in local
businesses, and the perceptions of types of jobs that are provided by local
business, particularly in the food
processing and manufacturing
sectors.
From
an
industry Education providers in the Colac
perspective comments were made Otway Shire have an open
regarding the need for local approach to collaboration, which
students to be prepared with facilitates a strategic approach
“basic” industry and business to dealing with education and
skills
before
entering
the training issues
workplace, which could be
achieved through greater contact
between industry and secondary schools. A major issue for business and
industry in Colac is the availability of appropriately skilled employees. This
particularly relates to food processing, timber processing and
manufacturing, and services sectors (hospitality and tourism) and some
allied health areas. Over 50% of business respondents to a survey
undertaken as part of the examination of options for provision of expanded
tertiary education options in Colac Otway Shire indicated they were having
trouble finding people with the right qualifications and skills. This issue is
further compounded by the relatively high number of employers in the
Colac Otway Shire indicating that they intended to expand, and would
therefore have more demand for employees, and the low levels of
unemployment in the Shire’.

Golden Plains Shire
‘Golden Plains Shire is located in south-western Victoria, about 15
kilometres north-west from Geelong and 100 kilometres west from
Melbourne. In 2001, the total population of the Shire was estimated at
15,101. It is expected to increase by almost 4,900 people to 20,018 by
2016, at an average annual growth rate of 1.90%. This is based on an
increase of around 2,500 households
during the period, with the average
With the construction of the number of persons per household
Geelong Ring Road, it is also falling from 2.88 to 2.57’ 61 .

expected that a significant
industry presence will form
along the perimeter. This will
mean that more economic
planning will be needed to
ensure a sufficient pool of
appropriately skilled labour

61

Historically, Golden Plains has been a
residential Shire with the working
population mainly commuting to
Geelong and Melbourne. However, as
the population of the area has grown, a
number of businesses have moved into
the Shire. With the construction of the
Geelong Ring Road, it is also expected
that a significant industry presence will

http://www.id.com.au/goldenplains/forecastid/default.asp?id=266&pg=2
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form along the perimeter. This will mean that more economic planning will be
needed to ensure a sufficient pool of appropriately skilled labour for the Shire.

Borough of Queenscliffe
The 2006 Borough of Queenscliffe Strategic Plan states:
‘Current predictions by the Department of Sustainability and Environment
suggest that, by 2021, more than 50% of the people in the Borough will be
aged 60 and over. This means that a very high proportion of our population
will be on retirement incomes. These incomes will tend to be lower than
those of working age families (and could diminish over time). This will pose
problems for the sustainability of existing local services. Other things being
equal, the Queenscliffe economy would be more robust and sustainable if
working age families formed a higher proportion of the population than
currently expected. In general, the factors that will encourage more
working families to live in the Borough include: Access to quality
employment, including the potential for self-employment’. The Plan goes
on to say ‘Queenscliffe is a small municipality in the regional context. The
residents of the Borough are reliant on services and employment elsewhere
in the region. In these circumstances it is vital that, where appropriate, we
work as part of a regional team to improve regional investment and
sustainable development outcomes’ 62 .
The proposed Career and Skills Store could be a valuable resource for all of the
Local Governments within the G21 Region. It could be promoted to residents as a
source of labour market and careers information, and could work with Councils to
research local labour market needs. It could also provide outreach services for
those who are unable to access the centralised shop front.

62

http://www.queenscliffe.vic.gov.au/Files/Qcliffe_EconomicDevelopmentStrategy.pdf

50

The G21 Strategic Plan
The G21 Strategic Plan outlines a number of challenges faced by the Region. These
include:
1. ‘In 2006, the estimated residential population is 266,000. By 2051, the total
regional population is expected to be at least 400,000. The G21 region has
an aspirational target of 500,000 by 2051. The population increase will be
driven by migration to the region. The birth rate will remain approximately
the same whilst the death rate will increase by around 35% between now
and 2031. People 65 years and older will be 38% of the population
compared to 29% for Australia. There will be 14,000 fewer people in the 0
to 44 age group by 2051.
2. Disparity between advantaged and
disadvantaged groups in the G21 Disparity between advantaged
region is very high. This is reflected
and disadvantaged groups in
by large differences in the family
the G21 region is very high.
status, education, skills, income,
economic
resources
and This is reflected by large
in the family
employment levels of groups in the differences
status,
education,
skills,
community. There is an 18% gap
between the most advantaged and income, economic resources
disadvantaged areas in the region, and employment levels of
with the highest and lowest socio- groups in the community
economic index scores being 8.6%
above and 9.4% below the national
average. There is also a 21% gap
between education and skilled occupation status in the region, with the
highest and lowest scores being 10.1% more and 11.0% less than the national
average.
3. 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
categorized 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.
4. There is lower than average representation of people with post-secondary
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 leaves school early
in the Geelong region. 73% of 20There is lower than
24 year olds in the Geelong region
average representation
have completed year 12 or
of people with postequivalent. The State Government
secondary qualifications,
has set a target of 90% by 2010.
university
degree
or
35% of students in the region go to
university, of these around 30%
higher
drop out by the end of the first
year.
The most common
employment outcomes for school leavers not in further education or
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training are: sales assistant, food service/hospitality, administration,
building and construction.
5. Monash University forecasts industry GDP growth to 2013 to be 3% per
annum which is below Victoria at 3.5% and Australia at 3.4%. Over 20 years,
this 0.5% downward forecast equates to ‘losses’ of $850m in GRP; 6,600
jobs; $450m in wages. Manufacturing and associated supply chain industries
are most affected and currently account for 16.21% of GRP and 11.2% of
jobs.
Whilst retail is
strong as an employer at
The
G21
Strategic
Plan
18.54% of jobs or 11.05% of
identifies four areas which
GRP it is overrepresented
at 5.9% of our industry
need to be addressed. These
structure compared to
include:
4.7% nationally. The higher
than
average
retail
• Protect and enhance our
employment returns lower
environment.
than average wages and
• Create sustainable
multipliers.
Monash
settlements.
forecasts an increasing gap
• Strengthen our
between average annual
communities.
population growth of 1.0%
and employment growth of
• Refocus our economy
0.7%. 55,000 new jobs will
need to be generated in
the region by 2050 to accommodate population growth. Unemployment in
the region was 1.25% higher than the State average over the past 4 years.
Youth unemployment for the same period is 2.5 times higher than the State
average’ 63 .
In order to achieve the desired future for the Region, the G21 Strategic Plan
identifies four areas which need to be addressed. These include:
•
•
•
•

Protect and enhance our environment.
Create sustainable settlements.
Strengthen our communities.
Refocus our economy.

The section of the Plan dealing with Refocusing our Economy states that ‘Skills
gaps and skills shortages in the region’s workforce present a major barrier to
economic growth’ and goes on to identify the fact that ‘The G21 region lacks a
central point of contact for referral and advice for employment, training and
career opportunities’ 64 . This is a major driver for the Career and Skills Store
concept, which would enable customers and other stakeholders to access a central
point of assistance and/or referral, and which could streamline services as a result
of bringing together agencies delivering careers advice and other related services.
Further detail on this section of the draft G21 Strategic Plan can be seen at
Appendix 9.
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These excerpts are taken from the Draft G21 Strategic Plan which was released for public comment in April 2007.
Please see the Plan at www.g21.com.au for full details including data sources.
64
http://www.g21.com.au/library/pdf/5258/41.pdf
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VET Priorities Geelong Study Area Report 2006

Department of Education and Training - Victoria

Recently the Victorian Department of Education (DoE) conducted a study to ‘assess
the levels and patterns of demand and supply of education and training, and to:
•
•
•
•

evaluate the relationships between participation in individual learning and
changes in regional socio-demographic characteristics and labour markets;
coordinate the supply of education and training with need for skilled individuals
at a regional level;
establish priorities for government-funded training at a regional level; and
identify any regional specific strategies for education and training’ 65 .

With regard to training delivery, the report provides the following statistics:
‘In 2005, a total of 3,323,936 government-funded Student Contact Hours were
delivered in the Study Area, of which:
• 71.4% were delivered by TAFE Institutes;
• 10.5% by Private Providers; and
• 18.1% by ACFE/ACE Providers.
Between 2004 and 2005 government-funded Student Contact Hours (SCHs)
delivered to the Study Area decreased by 6% from 3,340,393 hours to 3,323,936
hours. Significant changes in delivery were a:
• 91.1% decline in SCHs delivered in Public Administration and Safety industry
(Government Administration and Services and Public Order and Safety occupational
groups) from 1,240 to 110;
• 75.9% increase in SCHs delivered in the Furnishing industry (Furnishing
occupational group) from 4,249 to 7,476; and
• 26.8% increase in Wholesale, Retail and Personal Services from 115,511 to
146,447 SCHs’.
The Report goes on to
identify those industries
and occupation for which
training
needs
to
increase, stay the same
or decrease.
The
proposed Career and
Skills Store would be a
source of information for
such studies in the
future, and could advise
prospective students of
training areas which had
been identified as ‘in
demand’.
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Updated Study Area – Department of Education and Training – Victoria: Geelong, June 2006
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Employment data
Australian Bureau of Statistics figures for the September 2006 quarter show
502,000 people unemployed nationally, an unemployment rate of 4.6% 66 . Victoria
has a Working Age Population (15-64) of 3,457,600, with an unemployment rate of
4.9% 67 . The Geelong Employment Service area, which equates to the G21 Region,
contains 11,061 jobseekers and, in March 2007, had an unemployment rate of 5.4%,
Given the
significantly higher than the State and National figures 68 .
Commonwealth Government’s focus on its Welfare to Work program, access to
relevant careers advice and services is seen as an important strategy in assisting
Job Network and other employment agencies to facilitate employment and training
options for their clients.

The G21 Skills Taskforce
Following the release of the Geelong and Colac Skills Research Report - Part 1,
November 2005, a community forum, auspiced by the Geelong Area Consultative
Committee (GACC) was conducted to discuss skills shortages in the Geelong Region
and to commence the process of developing
strategies to address these. The forum was
called ‘Taking Action – Skilling the Region’ and
One of the major strategies an excerpt from the resulting report can be
to come out of the forum seen at Appendix 10. One of the major
strategies to come out of the forum was the
was the decision to form a
decision to form a taskforce of interested
taskforce
of
interested stakeholders – the G21 Skills Taskforce. There
stakeholders – the G21 Skills was a large attendance at the forum and a
Taskforce
significant number of individuals from a wide
range of community and business sectors
volunteered to sit on the Taskforce. This
represented a very positive community response to the skills shortage.

The G21 Skills Taskforce has been in operation for twelve months now and is
working actively to develop a number of projects, one of which is the Career and
Skills Store.
66

http://www.abs.gov.au/ausstats/abs%40.nsf/mf/6202.0
ABS Labour Force Survey. The working age population is January 2007 data and the unemployment rate is
seasonally adjusted January 2007 data.
68
Source : DEWR Employment Service Area estimate, derived from DEWR's Small Area Labour Markets Statistical
Local Area estimates September quarter 2006.
67
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As can be seen, the G21 Region has a number of local skills challenges. These
include:
an ageing population;
high youth unemployment;
expected significant population growth due to ‘sea change’ and ‘tree
change’ families seeking better life styles;
a large proportion of the workforce is made up of small to medium
enterprises (SME), which do not have significant human resource
management experience;
historically, Geelong has been dependent on manufacturing, an industry
which is currently in transition.
As stated earlier, the Monash COPS data indicates that we will have to generate an
additional 50,000 jobs to accommodate the expected population growth by 2020.
If we are unable to achieve this, then economic opportunities will be lost to other
regions/cities which are in a position to offer appropriate workforce opportunities.
In order to achieve this, Government, industry, community agencies and
education/training providers need to work cooperatively to develop services such
as the Career and Skills Store to address these issues.
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Models of Careers Advice Delivery
There is consensus across all sectors that
careers advice is critical to life planning
for many people (see Appendix 11).

There is consensus across all
sectors that careers advice is
critical to life planning for many
people

There are a number of ways in which
careers advice can be delivered, and a
number of different client groups to
whom it can be delivered. This section
of the report will briefly detail some
models of how this service is currently being delivered by other agencies.

Simple service models
Jobs West 69
Jobs West is a ‘not-for-profit organisation focused on achieving sustained
community development through employment services and training, especially for
economically disadvantaged people’ 70 . It is based in Western Australia and
combines careers advice with vocational education and training, aimed mainly at
young people and their parents.
Crossroads project 71
This was a community based project
which ‘focused on women seeking to
re-enter the workforce, older job
seekers and mature-aged workers
only marginally attached to the
workforce’, and was the subject of
an
NCVER
research
project:
Enhancing career development: The
role of community-based career
guidance for disengaged adults’ 72
CareerBuilders 73
and
Ambition
Group 74
CareerBuilders is a commercial
organisation, based in Sydney,
which offers recruitment, training
and career coaching for jobseekers
and company employees.
This
career management service involves
completion of a Personal Inventory.
Ambition
Group
is
another
commercial
company,
which
operates on a multi-national basis,
69

http://www.jobswest.com.au/
http://www.jobswest.com.au/school_leavers.htm
71
http://www.aacc.org.au/documents/Article%20-%20Enhancing%20Career%20Development.doc
72
http://www.aacc.org.au/documents/Article%20-%20Enhancing%20Career%20Development.doc
73
http://www.careerbuilders.com.au/
74
http://www.ambition.com.au/Home/Default.aspx
70
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and which services a number of Australian States, offering career services aimed
specifically at the accounting and finance sectors.
Career Surfing Illawarra 75
Careers Surfing is a NSW web-based service which states: ‘The Career Surfing
Illawarra website was developed by the Illawarra Skills Shortages Taskforce as a
result of research conducted with students, Careers Advisors and Teachers in local
schools. This research identified that many of Illawarra’s young people didn’t
know where to access careers information, local employment opportunities and
training. The website aims to act as a portal to existing government and nongovernment on-line assistance with careers advice and jobseeking information as
well as provide local up-to-date information about Illawarra employers and training
providers’.
JOBshop 76
The JOBshop is a dynamic, innovative careers
service provided by Deakin University to current
students. It ‘provides advice and support with
career decision-making, career information,
networking with employers, job search skills and
a web-based employment service for casual,
part-time and full-time employment’.
The
service also provides information fact sheets on
a range of industries and occupations, as well as
a virtual business which enables students to
practice on-line job applications. The JOBshop
also works with researchers to develop labour
market information for the various Schools
within the University.

It ‘provides advice and
support
with
career
decision-making,
career
information, networking
with employers, job search
skills and a web-based
employment service for
casual, part-time and fulltime employment’

Skilling Solutions
This is a fully funded Queensland Government initiative offering shop front careers
advice via twenty locations throughout Queensland. Skilling Solutions provides
services to both jobseekers and employers. For jobseekers, services include
‘access to current, reliable training and career information on sustainable
opportunities at the local level, and maps out for you the qualifications required
for these jobs’ 77 . Customers can be put
in touch with Registered Training
By helping people to fast track Organisations (RTOs), and the service also
their employment prospects, includes an apprenticeship brokerage
Skilling Solutions Queensland function and a mature age training
assists
new
and
emerging subsidy. ‘By helping people to fast track
industries in meeting their need their employment prospects, Skilling
for trained, qualified staff, as Solutions Queensland assists new and
well as traditional industries emerging industries in meeting their need
seeking to upgrade the skills base for trained, qualified staff, as well as
of their workforce in order to traditional industries seeking to upgrade
the skills base of their workforce in order
remain competitive
to remain competitive’ 78 .
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http://www.careersurfing.com.au/
http://www.deakin.edu.au/studentlife/aheadstart/index.php
http://www.skillingsolutions.qld.gov.au/services/index.htm
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http://www.skillingsolutions.qld.gov.au/business_employers/index.htm
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77
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Career Information Centre
Prior to its abolition, the Commonwealth Employment Service (CES) incorporated
the Career Reference Centre (CRC) which offered careers advice and assistance to
young people and unemployed people, as well as employed people considering
career changes. This careers advisory function was taken over by the newly
formed Department of Education, Science and Training (DEST), and became known
as the Career Information Centre (CIC). DEST funds the CIC function and contracts
other organisations to manage the service. In the G21 Region, this is done through
Centrelink. The Geelong CIC has one full time and one part time staff and offers
both group and individual services to anyone seeking careers advice. The major
client group serviced by the Geelong CIC is school groups. Assistance is in the form
of individual interviews, group information sessions, use of the careers library
which includes information on particular industries and occupations, as well as
details of available education and training options. Customers can also use
electronic tools such as Career Voyager and Ozjac. The CIC is housed upstairs and
behind Centrelink and can be difficult to find.
Skill Stores
As mentioned previously, the Victorian Government’s Maintaining the Advantage:
Skilled Victorians initiative includes the creation of Skills Stores throughout
Victoria, one of which will be located in Geelong. According to the Victorian
Government:
‘Skills stores will provide a public access point for the education and training
system and a point of reference for school careers advisers. They will be
located in accessible areas such as shopping centres or as mobile units. They
will provide Victorians with individually tailored, face-to-face advice about
further education and training options.
The skills stores will work
collaboratively with Industry Skills Advisors to build better communication
between industry, the community, and education and training providers. This
initiative will assist mature-age workers re-entering or retraining in the
workforce, and provide advice for young people seeking employment or career
improvement opportunities. Skills stores will also aid in the formal recognition
of prior learning, enabling adults to more easily gain qualifications without
repeating training in skills and knowledge already gained. This is a win for both
individuals and the economy’ 79 .

It is expected that the Request for Tender (RFT) for the Geelong based Skills Store
will be available shortly. Co-location of this function and the CIC function within the
Career and Skills Store would provide efficiencies and economies of scale for all
groups, as well as delivering a seamless service to clients.
Whilst these are all successful models for delivery of careers advice, they each focus
on one or two particular target groups or sectors. The proposed Career and Skills
Store concept incorporates a more complex service delivery model offering
assistance to a broad range of clients through various media, including shop front,
telephone, outreach and web-based services.
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Maintaining the Advantage: Skilled Victorians, page 40.
http://www.det.vic.gov.au/edulibrary/public/commrel/policy/MaintainingAdvantageSkilledVictorians-pol-20060301.pdf

58

Complex service models
Employment Directions Network – East Metropolitan, WA

History

Employment Directions Network is a Career Development service
funded by the WA’s State Department of Education and Training and
supported by Lottery West. There are 23 branches around the
metropolitan and regional areas. Interviews for this case study
focused on the East Metro office in Midland – about 17 km east of
Perth.
The Employment Directions Network provides Career Development
services to the community and schools in particular. The intent is to
help people find out what it is they are passionate about and love
doing, in relation to the world of work; thereby discovering
something on which they can build a satisfying and successful future.
Central to this process is the need for people to develop a love of
learning over their lifespan, and not just formal (classroom) learning.
The Employment Directions Network evolved out of the previous
State organisation known as Job Link. This involved a major
philosophical shift from ‘job finding’ to career management.

Services

The services focus on building individual self-awareness and how this
informs individual career development. The sites require a first time
registration on site that then provides tracking of needs and
availability of services.
Services are broadly covered under three methods of delivery:
1. One-to-one sessions
2. Workshops, and
3. Web site
Some examples of services include:
My Guide – A website portal providing access to 22 website packages
that are made available either on-site or from home. The websites
vary in content and include Career Development advice,
Apprenticeship and Traineeship details, advertised vacancies and
labour market information
Career Builder – A computer based assessment tool that helps people
construct a better understanding of their individual strengths, talents
and values, etc. This involves a fairly intensive one-to-one discussion
with a trained Career Development staff person and takes roughly 45
minutes. This service is only available on site.
Workshops for Students – These workshops are varied and include
topics on Apprenticeships, Traineeships, work experience
preparation, interview skills, interactive games focusing on work
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experience, etc.
Workshops for Parents – These workshops focus on informing parents
about career and school options.
Career Talks – Community and industry forums as well as information
sessions surrounding available career choices.
Over 40 Program – A series of workshops specifically designed and
targeted to mature age clients. This program has been particularly
successful
Work Experience Program – This service provides support and
coordination for work experience opportunities. Support included
free Personal Accident Insurance Cover that has proved a barrier in
the past.

Customer
Groups

The two major categories of customer base include:
Youth – There are approximately 1000 young people involved
with services at the East metro location each year. Some of
this group comes from walk-in traffic, while the majority are
serviced in school or through school bus transportation to the
Employment Directions Network.
Mature and Post-School – Most of the clients in this group are
walk-in customers. A big attraction for East Metro is their
Over 40 Program

Location

An important aspect for Employment Directions Network is the
availability and therefore visibility of multiple locations. However,
the importance of locating in an area with high traffic and visibility
cannot be overlooked. The East Metropolitan site has recently moved
from a busy street to a community location on a street less travelled.
This has reflected in lower traffic counts and an increase in
marketing efforts.

Funding
Model

The Employment Directions Network is funded by the Department of
Education and Training.
This funding covers the leased premises, operating costs including
four Career Advisors and one shared receptionist with other colocated programs.

Measures & The measures largely focus on client counts and utilisation of
KPI’s
programs. The client must register upon first contact. However, this
process is intentionally simple, quick and non-invasive.
Measures include such items as total registrations, program
attendance, targeted groups (e.g. youth, school delivery).
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Governance Midland Job Link has been set up as a community not-for-profit
organisation. The board is elected by the community and includes 56 people from diverse backgrounds including industry, job network
and State Government ex-officio.
Midland Job Link owns the building and manages the funds and
programs.
Learnings

One advantage of the Employment Directions Network is the
independence from other organisations. Whilst clients are not forced
to attend (as can be the case with other programs), this is seen as an
advantage in how the organisation presents itself to the public.

Challenges

To present services to the whole community and overcome the
perception that it is only for those who are unemployed.
It is important to support the school career advisors who are under a
great deal of pressure.

Employment Directions Network – East Metropolitan, WA

Employment Directions Network also has a shop front in the centre of Perth,
directly off Murray Street and adjacent to the central train station. Early in 2007,
a number of Career and Skills Store Steering Committee members visited this
Centre to examine how services were delivered and what lessons could be taken
away from the visit. Their observations included:
The Department of Immigration is one floor above in the same building.
The Centre accommodates TAFE admission, Overseas Qualifications,
Employment Directions Network and Training & Careers Info centre.
The Project had no set plan and developed through evolution and opportunity,
driven by a passionate visionary project manager.
The Centre started in a small space, ideally located, and as other retail
occupants moved out creating further opportunity, others moved in. Nothing
was planned.
Co-location has developed into collaboration, with no official charter or
memorandum of understanding between the parties.
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This Centre is particularly interesting as it incorporates the DEST Career
Information Centre. It is proposed that the Geelong CIC become part of the
proposed Career and Skills Store.
In identifying lessons learnt, Steering Committee members observed the following:

CONS

PROS

• Location, Location, Location.
• Right People, Motivated, Neutral.
• Good Culture client focus.
• No one upmanship, genuine
collaboration, silos broken down.
• Passionate supportive staff.
• Main focus schools and mature work
returns.
• Very Cost effective operations shared
facilities and services, economy of scale

facilities and services, economy of scale

•
• Driven by one visionary manager, now
gone.

No joint Vision, Mission or plan for
further development.
gone.

•
• No central electronic access point
( web with links)

No Charter or MOU between groups,
potential for issues.
( web with links)

•
• No industry representation or
engagement.

No stakeholder engagement or business
environment analysis, needs not identified.
engagement.

• RICA not involved
• Main clients schools (other potential
areas not addressed)
In the words of one member of the Steering Committee:
‘This is a genuine one-stop shop that has been fantastic in pulling a very disjointed
process, with disconnected services, together into a relatively seamless operation.
However in my view it has only developed to about 50% of its full potential. There
is scope to carry out stakeholder engagement, identify the actual community &
industry needs, map the “As Is” process, identify gaps and develop a “To Be”
process that is comprehensive, seamless and complete’.
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The Hume Global Learning Village™ – Broadmeadows, VIC 80

History

The Hume Global Village™ is a collaboration of over 300 learning
organisations and individuals with an interest in the community. The
Village’s vision is ‘to create a learning community, a culture of
learning, in the local community – in its homes, schools, workplaces
and community setting’. The vision, concept and service focus has a
strong social justice theme and gives strong direction to the
programming and measures. The Hume Council is the only Australian
Council with a Social Justice Charter and Bill of Rights. As a
community with one of the most disadvantaged postal codes 81 , the
Hume Global Learning Village™ gives life to this endeavour. This is
particularly strategic in a community where 34.6% of the population
speaks a language other than English and there is an unemployment
rate of 13%.
The Hume Global Learning Village™ and has from the start been
administered and funded by the Hume Council and was opened in
2003. The showpiece is the $12.8M Hume Global Learning Centre™, a
state of the art building housing the Learning Centre, library, café
and council chambers.
At the same time, Hume City Council opened the Visy Cares Learning
Centre in Meadow Heights. This site offers community learning
opportunities, as well as Maternal and Child Health services and
childcare.

Services

The Hume Global Learning Village™ manages the facility and brokers
training programs that meet the needs of the community in line with
the vision and current strategy. The Hume Global Learning Village™
does not deliver training themselves but will highlight the needs and
then source interested parties.
The learning facility is available to all services that fit in with the
vision. There is no co-location of other programs and the centre is
presented as a dynamic and responsive learning resource. There are
no long term tenants.
From the beginning, the Hume Global Learning Village™ felt it was
important not to compete with existing education, training and
learning providers, but rather to support and complement their vital
work.
The village incorporates eleven rooms with state of the art
equipment including fifty computers.
Examples of programs and services include:
Inspiring Stories project – This project gathers and delivers inspiring
stories from people with a connection to Hume. These inspiring
people present to schools and community groups working with young
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Little, V. Hume Global Learning Village, International Learning Symposium, 2006
Jesuit Study, 2007
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people.
Festival of Learning – The festival of learning is held throughout the
municipality during National Literacy Week and Adult Learner’s
Week. Now in its second year, the program includes an interesting
mix of recreational, business, literacy, informal, formal and nonformal learning opportunities.
Inspiring Teachers’ Scholarships – The Hume City Council funds an
annual scholarship program directed at primary and secondary
teachers. The scholarship supports their attendance at a course or
conference with the expectation that they will share their
experience upon their return.
School community engagement - The Hume Global Learning Village™
supports a number of projects within the schools for community
learning and developing intergenerational IT programs between
young people, their parents and their grandparents.
Bilingual story time – To support the ‘library habit’, storytime for
under-5’s is taken directly to the community, at locations where
parents gather and feel most comfortable. This provides avenues to
engage with non-English communities.
Learning as a volunteer – Trained volunteers work in homework
clubs, computer clubs, IT support and reading to school children.
Connecting Hume – With sponsorship from Ford Motor Company, this
program addresses the very low home computer ownership in Hume
by putting 44 computers into homes of school students each year.
These students are chosen within the school because they exhibit a
‘love of learning’.
There is ‘blatant’ cross promotion of programs and the staff
encourage clients to sign up for another program.
There is also a strong research link between the Hume Global
Learning Village™ and Victoria University. The Village is often
engaged on research projects because of its approach and due to the
local demographics.
Customer
Groups

The customer base for The Hume Global Learning Village™ is very
wide and inclusive. It includes young people, families, businesses,
private and not-for-profit organisations and institutions with an
interest in learning in Hume.
By the very mandate of Council to serve the community, the facility
strives to provide multiple points of entry for various people with
differing needs.

Location

The state of the art building which houses the Hume Global Learning
Village™ is across from the train station and a mall. The local TAFE is
only a couple of blocks away.
The Hume Global Learning Village™ is approximately 1800 m2.

Funding
Model

The Hume Global Learning Village™ was built in partnership with the
State Government of Victoria, The Age Newspaper, the Ford Motor
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Company, and The Pratt Foundation.
The Hume City Council targeted the Community Support Fund, a
capital funding program that supports projects that benefit
communities in disadvantaged areas.
Personal Council links with Richard Pratt proved very useful. The Age
Newspaper and The Ford Motor Company have a large presence in the
community and supported the initial construction. The Age provided
$100,000 to the building and the library. The Ford Motor Company
provides a car every year and the proceeds of the car are used for
Hume Global Learning Village™ programs
Once the early funding commitment was established, the project
officer commenced consultation workshops with formal and informal
learning providers such as schools, TAFE, universities, and community
groups. They were invited to create a vision for both the Hume
Global Learning Village™ and its programs.
The Hume City Council supported the process by providing the
Executive Officer role to bring together Village members and to
support this collaboration.
For the ongoing operations, the Hume City Council funds the Hume
Global Learning Village™ and the staff.
Pricing for facility usage reflects the ability of the client. There is a
different pricing structure for commercial organisations and not-forprofit. In reality, very little is paid by not-for-profit organisations.
Much of this decision process relies on strong capabilities within staff
to distinguish the pricing needs of the client.
Measures & Most of the measures focus on training hours delivered and
KPI’s
utilisation. For example, the Hume Global Learning Village™ delivers
2500 hours of training each year. Utilisation measures include such
things as the number of people, background, and room bookings. For
instance the computer rooms are booked 85-90% of their available
time. There is normally no charge for the use of the computers.
The Village also has social justice targets whereby they calculate the
commercial rates of the services they deliver. The value of the
subsidy becomes the social justice financial worth.
Governance The Hume Global Learning Village™ is run by the Hume City Council
with input from an advisory board of 25 that involve a number of
academics and industry people.
Further to this, there is a steering committee of 19 people that
manage the day to day activities and efforts.
This steering
committee’s membership reflects the community of stakeholders
with an interest in learning, such as university and TAFE teachers,
police officers, primary and secondary school teachers, University of
the Third Age, Visy Care, etc.
Everyone on the steering committee is a member of the Hume Global
Learning Village™. Membership is approximately 320 members and
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comprises 54 schools, 9 neighbourhood houses, Colleges of Technical
and Further Education, universities, job support agencies, not-forprofit organisations, businesses, government departments and
community groups.
The staffing of the Hume Global Learning Village™ includes:
Rooms management – 3.5 equivalent full-time staff (EFT)
Developing & brokering programs – 3 EFT
Social marketing – 1.8
Administration – 1
General Manager – 1
Learnings

On the measures, it is reflected that the framework needed
more work. The original framework was ambitious and
somewhat difficult for some smaller organisations. This could
be improved by scaling down the process or by better
resourcing the support. In its essence, the measurement
framework needs to be more easily understood.
The Hume Global Learning Village™ would consider co-location
of services at present if they had room.
The independence of the Hume Global Learning Village™ was
critical to the facilitation and collaboration required to set
the program up. ‘It is unlikely that the Hume Global Learning
Village™ would have succeeded if it were facilitated from one
of the formal education sectors’ 82 .
There are a variety of good people and organisations that
want to help the community. With the Hume Global Learning
Village™ ‘managing the business of the collaboration such as
minutes, professional development, publishing key document,
calling and supporting meetings – the contribution of members
is focussed on projects, programs, policy and advocacy’ 83 .
Encourage opportunities for people to share their skills and
knowledge.
Create pathways that are flexible and relevant to individual
needs.
‘Create multiple access places and programs where
community members can start their learning journey, starting
from the very informal such as community venues, through to
formal education’ 84 .

Challenges

Some of the challenges with the concept involved containing
expectations.
Also, there was and is always, the issue of resources and time to
accomplish activities that are always developing and dynamic.
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And finally, some of the small RTO’s were somewhat threatened by
the concept as they feared funding for some of their programs would
‘dry up’.

The Ballarat Learning Exchange (BLX) – Ballarat, VIC

History

The Ballarat Learning Exchange (BLX) is a Department of Education
(DoE) resource that enhances education and training provision within
the city of Ballarat.
The prime objectives of the BLX are:
•

To provide sustainable and accessible vocational training
opportunities that are not otherwise readily available within
Ballarat

•

To contribute to the development of a culture of lifelong
learning within the community

•

To improve access to education and training options for
people who are ‘at risk’, specifically those in the 15-19 year
age group.

•

To complement, and add value to, existing education, training
and employment provision and infrastructure, including
student support infrastructure

The concept of the Ballarat Learning Exchange originated with the
Victorian Government’s pledge for a $5M VET Skills Centre in Ballarat
in 1999 by the then opposition leader Mr. Steve Bracks.
In 2000, a consortium was organised to develop a submission to
initiate access to funding. The submission did not detail the nature
of the facility development required but did set broad objectives.
During this time a consultant was employed to assess vocational
education and training needs in order to inform the development of
the concept.
The first half of 2001 was spent consulting on, and determining the
nature, purpose and components of, the facility development. The
latter half of the year was spent looking for an available site and the
development of the draft specifications for building and technology
requirements.
Early 2002 saw the formal assessment of available sites and the
approval of the present site by the consortium. By the end of the
year, the architect was appointed and the design concept presented
to the consortium.
In 2003, the concept was refined after feedback from consultation
and approved for tender documentation and development of the BLX
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Business Plan. Construction commenced in November.
The site was opened and occupied in September 2004.
Services

BLX manages the facility which houses a number of co-located
services and training rooms that can be used by other educators and
trainers.
The facility’s training rooms include:
Conference room (up to 60 people)
Class room ( up to 25 people)
IT Classroom ( up to 20 people)
Multimedia room (up to 25 people)
Studio which houses film, video and music production
Skills warehouse for training in OH&S and warehouse
application
BLX does not deliver programs, but instead coordinates and
outsources the various training programs and support services. They
have in the past developed programs (e.g. OH&S ready for work
program) but are quick to outsource the delivery once it is up and
running.
Co-located or accessed in the facility are:
The Highlands Local Learning and Employment Network
(HLLEN)
Career Information Centre
Centrelink provides service one day per week
Jobs a New Approach (JANA) – This program provides a link
into mentoring programs.
Lead On – This program provides links to business and helps
young disengaged people to finish school.
VET in Schools and School Based New Apprenticeships contact
and information
The HLLEN is the anchor tenant and also has the contract to manage
the Career Information Centre. From this group, a number of
services are supported either within the Centre or through the
training rooms. They include:
Local Community Partnership
VCAL Coordinator – Housed in the office of HLLEN, this coordinator
supports all of the secondary schools in the region with their VCAL
students. The secondary schools pay for this position.
Step Up - a literacy program
Driving Program –targets young people in the area.
The Loop – organises young people who are interested in writing for a
local newspaper. They provide commentary and articles on local
issues as a regular feature.
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Taster Programs – A variety of taster programs are coordinated
based upon customer interest and local needs. These include
sessions in areas such as engineering, pharmaceuticals, wall hanging,
bricklaying, transport logistics, etc. BLX facilitates the setup of
these programs usually with industry sponsorship. Most often they
are delivered off-site within industry. BLX promotes the program
and provides participants.
Information on Employers
Computer use – resume updating and printing
Personality testing/profiles – assistance in working out career
options
Information on a variety of services
Information on courses, TAFE Colleges, Universities, Short courses,
Volunteer work
Job Network Agencies and New Apprenticeship Centres
Support during Job search
Information on interview technique
Office use for job search – fax, phone, internet and general
assistance
Ongoing contact via ONTRACK connect for young people who have
left school
Customer
Groups

HLLEN is the main coordinating body and has a mandate to bring
together education providers, industry, community organisations,
individuals and government organisations to improve education,
training and employment outcomes for young people in communities
across Victoria. There is therefore a strong focus on 15-19 year olds
in the region. This group presently numbers 10,500 in the community
and BLX attracts 4000 visitors from this category every year.
In addition, BLX works hard to support the many stakeholders
involved in education and training, such as teachers, industry groups,
VCAL Teachers Network, MIPS network, Career Teachers, Regional
Youth Affairs, etc.
The HLLEN arranges and convenes meetings for a variety of these
groups. These groups are not charged, but rather are encouraged to
use the BLX as a focal meeting spot.

Location

The location of BLX is one street away from the main street of the
city. The site is located in the education precinct which has matured
and attracted a variety of services into the area.
Some of the important aspects that feature in this location are:
very close to the CBD
close to bus stop
easy access
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close to job networks
close to Centrelink
Funding
Model

The original building was purchased and built by the then Victorian
Department of Education and Training (now DoE). They maintain the
two staff members who oversee the facility and room rentals.
However, this concept makes good use of co-location and tenancy
agreements.
The HLLEN office and Career Information Centre are co-located here
as are specific State funded programs through DoE.
There are 3.8 full time positions that are funded by DoE under the
Local Community Partnership (LCP)
JANA
Each of these organisations pays rent.
There are no charges for clients (i.e. young people) who come in to
use the services and take part in the programs. However, schools
pay for the hire of rooms.

Measures & The measures for BLX primarily focus on client numbers and
KPI’s
utilisation regarding room hires and program delivery.
Each of the co-located services and groups has their own measures.
However, there is a great deal of support and cross promotion
between the programs that clearly have a beneficial impact on
measures.
Governance The management responsibilities and related accountability for the
operation of the BLX is located with regional DoE management.
A BLX Advisory Board has been established with the following terms
of reference:
• To advise regional DoE management on operational policy
• To
advise
regional
DoE
management
on
the
development/revision of the BLX business plan
• To assist in promoting the BLX facility within the community
• To assist Regional DoE Management in seeking funding to
support the operation and further development of the BLX as
a community facility
• To advise DoE management of potential linkages and
opportunities that might increase the effectiveness of the BLX
in achieving its Charter.
• To contribute to evaluations and reviews of the performance
of the BLX in relation to its goals and core purpose.
The composition of the Advisory Board includes representatives from
the following organizations:
• City of Ballarat
• Regional Board of ACFE
• Australian Industry Group (represented by Veal Industrial &
Engineering Solutions)
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•
•
•
•
•
•
•
•
•
•
•
•
•

VECCI
ACU – Aquinas
Ballarat Secondary Schools Careers Teacher Network
VET Cluster
Secondary School Principals
University of Ballarat
Ballarat – A Learning City Board
Community Action for Youth
Regional Youth Affairs Network
Registered Training Organisations
Catholic Education Office
Highlands LLEN
DoE

The Advisory Board is chaired by a member elected by the
membership of the Advisory Board and the BLX Manager fills the role
of Executive Officer.
Learnings

BLX had considered a stronger association with industry by involving
the Australian Industry Group (AiG).
However, this was not
supported. It was agreed that this group would have different needs
that the BLX could not fully meet as training and employee
preparation are only one aspect of AiG’s needs.
In hindsight, it would have been very beneficial to involve the school
networks in the development stage.
Having young people involved in the naming of the place and the
décor was very beneficial to the concept that became evident only
after the launch.

Challenges

Outreach was tried early on within the neighbouring communities but
the function was challenging due to staffing and cost issues. At
present the HLLEN hosts a Career Transition Officer (LCP) who goes
to schools on a weekly basis, and works with Career Teachers and
MIPS.
Co-location has been an important and beneficial aspect. BLX is keen
to involve Youth Services and Youth Pathways, but has been
unsuccessful up to this point.
The original concept was a ‘drop in’ centre for young people. The
HLLEN was against this and felt it needed a strong focus as a Career
and Information Centre. This has been an important aspect to the
success of the concept.

Lessons learnt from the various models
While there are significant differences between many of the simple and complex
service models described in this Report, an understanding of their structure and
processes enables us to identify ‘lessons learnt’ which can assist in ensuring that
the model and structure chosen for the Career and Skills Store is best placed to
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facilitate long term sustainability and success.
include:

Some of these ‘lessons learnt’

1. The importance of ensuring that potential co-located partners are chosen to
enhance service delivery and, where relevant, to ‘blend’ services.
2. The necessity to strongly involve industry in driving the agenda of the
Centre to ensure its relevance to employers as well as jobseekers.
3. The importance of the Centre in building a culture of excellence in career
education and service which will be seen as a benchmark within the
industry.
4. The importance of maximising resources through partnering arrangements
with other service providers.
5. The need for service to be delivered through a range of mechanisms
including shopfront, telephone, web-based advice and outreach.
6. The importance of building the model to ensure ongoing funding
sustainability.
Awareness of these ‘lessons learnt’ will enable the G21 Region to build a service
delivery model which is both robust and relevant to the needs of the community.
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The Career and Skills Store Project

The Careers and Skills Store concept has been discussed within G21 over a number
of years. To that end, there is now a wider understanding amongst stakeholders as
to the benefits and challenges in moving forward. This section reviews the current
reflections and comments from a wide array of stakeholders and puts forward the
key themes and concepts as they relate to the Career and Skills Store model.
As early as 2003, the Lifelong Learning Pillar of G21 discussed the need for a
centralised service to better meet the learning and career needs of individuals at
various ages and stages. At this time, the concept was for an organisation which
would be a resource for all types of learning, of which careers and skills
development would be one component.

‘The Lifelong Learning Pillar is also responsible for developing a Learning
Information Brokerage. We are only in the early scoping stages, but it's a kind of
one-stop-shop for all ages and stages of learning in the region. It will have an
outreach capacity, a virtual dimension, and probably a physical structure. It will be
a place for meetings, think tanks, career advice, and links to learning
opportunities’.
Anne Marie Ryan
SGRLLEN
Lifelong Learning Pillar Leader until 2006
Geelong Business News interview, 2004 85

With the work being done in the Region on skills shortages and the formation of the
G21 Skills Taskforce, the decision was taken to focus the proposed centre around
the careers and skills issue and to move responsibility for the project to the G21
Skills Taskforce. A list of Steering Committee members can be seen at Appendix
12. A draft of the conceptual model developed during this phase can be seen at
Appendix 13.
This concept has gradually evolved to focus on local skills shortages and career
management. Within this framework, a number of surveys and interviews were
conducted with various stakeholders including industry groups, employment
consultants, State departments, State funded organisations involving skills and
career support, local Councils, university and TAFE, group training organisations
and job network providers.
Further, a forum was held with the Steering
committee and with representation from G21,
SGRLLEN, GRVEC, GACC, RICA, Gordon Institute of
TAFE, DoE, CoGG and industry 86 . Some members
of this group have been involved in the
development of the Careers and Skills Store
85
86

This
concept
has
gradually evolved to
focus on local skills
shortages and career
management

http://www.geelongbusiness.com.au/view_article.php?id=263
See appendices 14 and 15 for SWOT and Force Field Analyses done by forum attendees
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concept over the past four years and have been the driving force for this project.
The following represents the findings from the surveys, interviews, forums and
research on the Careers and Skills Store concept.
Why A Career and Skills Store?
The vast majority of those surveyed believed that there
was a need within the community for a centralised
point of support for career and skill awareness and
development. Some of the themes that emerged from
the stakeholders and research include:
Current career services are dispersed and disjointed

Feedback identified
problems with the
careers counselling
process
as
a
significant
barrier
to implementation
of
strategies
to
address
skills
shortages

There are a number of current services that
involve supporting various groups and age
categories in career development.
For many
organisations, the Career and Skills Store model
has developed as a more appropriate response to the changing environment.

Feedback from the interviews conducted as part of the Geelong and Colac
Skills Research Project in 2005 identified problems with the careers
counselling process as a significant barrier to implementation of strategies to
address skills shortages.
This feedback came from all three sectors
participating in the research - peak industry bodies, education/training
providers and employment agencies - and was seen to be an issue across the
Region, and requiring a Regional response. Feedback from the surveys
conducted for this report support these
findings.
Career management has grown in
importance due to changing industry
needs and the new dynamics of
international competition. In addition,
the new reality for job seekers is that
they will have multiple jobs and careers
within their lifetime. This broadens the
focus of career management from the
traditional concept of young people
‘starting out’ in the job market, to
include a set of life skills that will be
needed by most individuals in the
community.
Many survey responses reflected the
pressures of a broadening client base and
the lack of coordinated resources. There
was the belief that the existing structure
for finding information is ‘non-effective
and dispersed’. Many spoke of the gaps
in the supply of information and the
resulting impact on access to current
opportunities and career options.
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The need for a ‘one-stop shop’ was viewed as a necessary response to provide
a single access point for matching career options with industry needs. Whilst
a single point of access is important, it should also be understood that the
previous case studies and feedback emphasise the need for multiple service
delivery mechanisms which include a physical shopfront location, as well as
electronic access via the Internet, telephone assistance and outreach in some
parts of the Region.
Awareness of Options
Many of the surveys spoke of the
difficulty in ‘navigating their way
through the maze of employment,
training
and
other
government
initiatives [that are] available’. Many
of the services that support career
management have a single focus on
their business requirements leaving
many individuals with limited options.

Many of the services that
support career management
have a single focus on their
business requirements leaving
many individuals with limited
options

Interviews and anecdotal evidence point to many individuals making career
decisions based upon limited choices ‘sold’ to them by well meaning people.
Typical responses included, ‘There does seem to be a shortfall between
skilled vacancies and awareness by students of the nature, range and quantity
of jobs available’. The DEWR Regional Skills Research 2006 Report mentioned
earlier found that 75% of hiring decisions are made because of a personal
connection.
This begs the question of whether individuals have the
appropriate information to manage their careers or simply take the most
convenient choices. In a tightening labour market, with many more options
for jobseekers, the availability of timely relevant careers advice is becoming
more critical.
Feedback from stakeholders also spoke of the need for better information
which is current and relevant to the individual. Some frustration is evident
with information that may be out of date or too broadly based to be relevant
to local needs (e.g. State or national information).
Skills Shortages
Most
feedback
acknowledged the skills
shortage issue as a
driving force for a more
coordinated response to
career
and
skill
management. The issue
most prevalent was
trying to match the
needs of industry with
the career interests of
individuals.
‘The
Geelong community is
currently facing skill
shortages across various
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industry sectors that has resulted in a mismatch between what employers
need and the skills of our
community’.
Skilled migration is certainly
The Geelong community is currently
part of the solution and much
facing skill shortages across various
work has been done in this area.
However, many stakeholders industry sectors that has resulted in
mismatch
between
what
commented on the need for a a
employers
need
and
the
skills
of
our
longer
term
and
more
sustainable approach. ‘In the community
long term we need to arm young
people, parents and teachers
with information they need to inform career choices’.
Employers and industry groups are an important part of the solution and there
were many comments on the need for them to be more proactive and
responsive within the community. ‘We also need to engage employers to be
more active in understanding the current and future recruiting environment.
Employers need to understand the role that they need to play in educating
people on careers in their industry sector’.
The challenge is to provide a framework for engaging industry with various
services that support career management, so that there is a better matching
between employer needs and the skills within the community.
Most
respondents believed that the Career and Skills Store could fill this role.

In the long term we need to arm young people, parents and
teachers with information they need to inform career choices

Coordinating and Linking
Most respondents felt there was a need for a central coordinating body which
would function as a ‘portal for all careers and skills issues’.
Many saw the
Careers and Skills Store functioning on multiple levels.
Sign Posting - One aspect was to link people to the many programs and
services currently available within the community. Many felt that the Careers
and Skills Store ‘would be good, if administered with the interests of all
relevant stakeholders, including all service providers, private and
government, school career advisers
… It should not duplicate the
also need to engage
services or outcomes of existing We
employers
to be more active in
providers’.
Individualised Counselling - Others
reflected on the need to help
individuals in a one-to-one setting
with their own personal needs with
regard to career management.
Previous case studies have reflected
the
importance
of
providing
individualised
pathways
and
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understanding the current and
future recruiting environment.
Employers need to understand
the role that they need to play in
educating people on careers in
their industry sector

multiple service entry points that reflect particular needs and aspirations.
Doing more through collaboration – A variety of responses reflected the
number of services that would be strengthened by collaboration with other
programs and stakeholders. The case studies point to the advantages of colocation and managing clients
for a seamless transition to
services provided by others.
Many of those interviewed Many of those interviewed about the
about
the
case
studies case studies believed their greatest
was
in
moving
believed
their
greatest achievement
achievement was in moving individuals along their career journey
individuals along their career by providing information on services
journey
by
providing and opportunities that were offered
information on services and by various organisations
opportunities
that
were
offered by various other
organisations.
Further, many respondents commented on the need for a central hub at
which stakeholders and funding bodies could meet to discuss coordinated
options. The case studies support this view and the Career and Skills Store
model has been designed to provide low-cost or free meeting space for
industry groups, employers, career teachers, and other community groups
with a common strategic interest in the career and skills issue.
Support for post-school
individuals
In the past, there has been much
focus on supporting students in
their career choices. This continues
to be an important service that will
be extremely influential in shaping
the future workforce for the G21
region.
However,
there
is increasing
evidence that there is a lack of
support for the growing ranks of
post-school individuals who are
managing career and job changes.
Career management is not simply a
young person’s issue anymore.
‘Students get much support whilst
at school in terms of career advice
and pathway planning, but as
individuals move through their
working life they need ongoing
guidance and support in making
transitions through life stages,
including career development’.
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Pressure for Change

A recent forum conducted with interested stakeholders explored a number of
issues pushing for change in managing careers and skills in the community.
Unemployment
Externally, whilst the skills shortage is acknowledged as a national and local issue
(as discussed above), there was also a recognition that high unemployment in the
G21 region required a response. Many of the Region’s traditional industries, such
as manufacturing, find themselves going through a period of transition with an
increase in skilled occupations and restructuring of the way in which work is done.
Further, the industries that are experiencing the greatest growth include retail and
hospitality, which have a lower pay scale when compared to other industries. As
one participant commented, ‘there are cohorts of young people looking for
sustainable employment’.
Holistic Approach

Funding bodies including
governments at all levels
are pushing for a more
holistic approach when
dealing with delivery of
services

Funding bodies including governments at all levels
are pushing for a more holistic approach when
dealing with delivery of services. Most funding
bodies are loath to duplicate services and are
conscious of the need to work together to achieve
better outcomes.

Almost all levels of government have within their
strategic plans the intention to work with other
levels of government to improve outcomes for
taxpayers and communities at large. Examples of
Government agencies concerned with the career and skills issue include:
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Federal – A number of programs to assist with skills shortage have been
developed through the Council of Australian Governments (COAG) and a
variety of Commonwealth departments, including:
o

Department of Employment and Workplace Relations

o

Department of Education, Science and Training

o

Department of Human Services, through Centrelink

o

Department of Industry, Tourism and Resources

o

Department of Transport and Regional Services

At this level, the specific Industry Skills Councils (ISCs) are also heavily
involved in identifying and addressing education/training and career path
processes.
State - The Victorian State Government is also deeply concerned about the
skills shortage issue and its impact on the economy. State agencies which
are developing programs include:
o

Department of Innovation, Industry and Regional Development

o

Department for Victorian Communities

o

Department of Education

Local - All five Local Governments in the G21 Region are concerned with
improving the careers advice process as a way to ensure ongoing economic
growth as discussed earlier in this report.
One Stop Shop
The one stop shop delivery model often leads to
further co-location of services, creating a ‘hub’
which is then able to offer a simple, efficient and
seamless delivery to customers. This type of
service delivery model is evident in a variety of
areas, whether it involves health services, support
payments, financial services, etc.

Forum members also
identified the fact that a
strong
community
network has developed
around the career and
skills issues

Whilst co-location may streamline services, at the
same time there has been an increase in point of
entry. This can include web access, telephone
support and home delivery. One example is the healthcare system, whereby you
can visit the hospital, talk to a nurse on the phone, or even have a home visit.
Another example is the Australian Taxation Office which announced, in the last
budget, a simpler internet lodgement system.
As the Career and Skills Store contemplates a one stop shop approach, a variety of
entry points will be critical to meeting changing customer expectations.
Local Community Collaboration
Forum members also identified the fact that a strong community network has
developed around the career and skills issues.
Many spoke of the open
communication and drive for action now present. This collaborative approach was
viewed as an important strength with regard to the current project. This has been
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partly driven by the past and current successes of the G21 Alliance which has
actively encouraged members to develop and enact strategic plans for the region.
Comments also reflected the opportunity to reduce duplication and improve
efficiencies in matching career moves and skill shortages.

Involvement
Most
organisations
surveyed saw some
involvement of the
Career
and
Skills
Store
with
their
services. For some it
was simply as a
source of information
and advice to both
themselves and their
own target groups.
However, for others,
a more significant
relationship
was
envisaged.
This
ranged from using the
Career and Skills Store as a means of advising customers of the services provided by
their own organisations, through having a part-time ‘visiting’ presence in the
Centre, to full co-location. Some of those wanting to use the Career and Skills
Store as a means of accessing clients included community and educational
institutions, who felt it would be useful to have the ability to display flyers and
other organisational information on relevant services.
Other organisations,
including group training companies and education/training providers, felt that a
visiting service would be beneficial. This would involve access to desk space and
communication technology to meet with customers who were accessing the Career
and Skills Store. A number of community agencies expressed a strong interest in
full co-location. This could involve having separate sections of the shopfront
service set aside for their own use and with their own badging, through to fully
integrated services and facilities.
Each of these options would need to be negotiated
carefully to ensure that the organisations which
were involved with the Career and Skills Store
were offering services which were ‘sympathetic’
to the Career and Skills Store vision and
objectives. There would need to be a strong
governance model in place with a Memorandum of
Understanding which clearly spells out the role
and responsibilities of each party. However, a
combination of all three levels of involvement, if
carefully developed, could contribute to the
Career and Skills Store becoming a vibrant service
hub for a wide range of customers and stakeholders.
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There would need to be
a
strong
governance
model in place with a
Memorandum
of
Understanding
which
clearly spells out the
role and responsibilities
of each party

Concept
Matching Career Paths with Industry Needs
Surveys, interviews and forums all pointed to the need for a service which
coordinates the matching of skill needs with career support. Ultimately,
many described a concept that links people, business, trainers/educational
institutes, and the various publicly funded programs dealing with skill
development and career support.
Many respondents commented on the complexity of the skills shortage issue
and the need for new strategies that went beyond targeting only the
unemployed and pushing skills for jobs that are in decline.
Independent Advice
One
important
message
came
through
consistently in all
feedback – the
need
for
an
independent
organisation that
supports
the
current programs
available
by
creating a central
hub
of
information and
services dealing
with careers and
skill information.
Whilst many used descriptors like a ‘career supermarket’, it was
acknowledged that providing a better understanding of current and future
skills shortages was also important. In the end, most respondents wanted an
independent organisation that could provide credible and reliable information
on regional needs.
Wide Range of Information & Services
Further feedback spoke of the need for a central hub of information on a
wide range of career choices, pathways and realistic employment options.
The Career and Skills Store will require a ‘critical mass’ of partnering in order
to present a viable option as the first port of call for career information. This
partnering does not imply duplication of current services but may involve:
•
•
•

co-location of services and community organisations with a focus on
skills shortages and career management
some organisations having a part-time ‘visiting’ presence
access to information (e.g. pamphlets, electronic, referrals, etc.).

Further, the Career and Skills Store will endeavour to provide services
independently of, or in collaboration with, others where there is a gap in
career management and skills shortage identification.
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Focus of Program
From a service delivery point of view, the respondents to surveys, interviews
and forums focused on the following categories:
Career Advice
Feedback clearly indicated the growing
need for assistance in career assessment
and support, and independent advice on
training/education and reskilling.
There is strong support for working with
the school system, and especially career
teachers, to support the informed
transition that young people must make
into the workforce. In addition, many
respondents perceived the growing need
for life-long career management due to
the changing workforce dynamics.

Feedback clearly indicated
the growing need for
assistance
in
career
assessment and support
and independent advice on
training/education
and
reskilling

The expectation is that the Career and Skills Store will assist individuals of
all ages in career advancement and transition by providing individualised
support and pathways to information and options.
Industry Skill Needs
The other component of dealing with skills shortages is providing current
and valid information regarding skill needs and opportunities within the
community. It is important to provide independent information on the
nature, range and quality of jobs available within the region.
This can only be done through engaging with industry groups, associations
and employers to better understand the current challenges and trends
within the community. This will then translate into a more effective
collaborative role in educating people on careers in their industry.
In addition to the current issues, it will become strategically important for
the region to work with industry to map out future trends in employment
and market demand. This will become a major point of reference for those
within the region, and just as importantly, for those contemplating moves
into the region.
Employer Pathways

The expectation is that the
Career and Skills Store will
assist individuals of all ages in
career
advancement
and
transition
by
providing
individualised support and
pathways to information and
options
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Employers
are
encouraged
and
frustrated at the same time with the
various programs on offer that help
them to attract employees. Feedback
from many of the industry respondents
focused on the need for a ‘one stop
shop’ for information on programs and
services to help with skills shortages.
This group saw the Career and Skills
Store as an opportunity to address this
issue.

The Career and Skills Store is not an employment agency. Rather, the
intention is to support employers with information on programs, to make
them aware of options, to direct them to the most appropriate forms of
assistance, and to provide meaningful feedback to service providers.

Benefits for the community
There are many benefits derived from the Career and Skills Store for a variety
of stakeholders. The benefits:
… for individuals managing careers
Improved self awareness with regard to career interests
Improved individual self worth by providing skills that match
employment
A better informed public on the career services available within the
Career and Skills Store and the wider community
… for industry
Reduction of the skills
shortage in the region
Improved productivity
across industry
Better functioning and
more
confident/innovative
business community
Improved support for
education
Improved understanding
of employers on modern
and future workforce
needs
… for education system
Improved understanding
with regards to the
current and future
workforce
A source to link the
educational needs of industry and individuals for specific needs within
the region
Support for careers teachers
A source of excellence in careers education and advice
… for government at all levels
Improved outcomes and synergy through collaboration
Better local targeting of regional needs
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Improved regional information through coordination, research and
centralised communication
More efficient and effective use of funding to achieve desired outcomes

The Career and Skills Store
will
provide
a
local
solution to a local issue.
The integrated service
model will ensure that
customers
can
access
assistance in the easiest
possible manner

The Career and Skills Store will provide a local
solution to a local issue. The integrated service
model will ensure that customers can access
assistance in the easiest possible manner. By
involving stakeholders from a wide range of
organisations and community sectors, it will be
possible to ensure that the needs of the G21
Region for a vibrant, healthy economy are
foremost in the minds of those involved in
delivering careers and skills advice. The Centre
will also provide a meeting place for community
members to come together in order to discuss
issues and to develop Regional responses.

In understanding how the Career and Skills Store will value add to the community,
it is first necessary to understand the interaction of jobseekers, industry and
service providers. The following diagrams show how the connections have been
built between these groups.
In the first diagram, we can see what happens when jobseekers and industry look
only from their own perspectives, without any conduit to bring them together.

Career Interests & Aspirations
Know
Self

Know the
Future

Industry Skill Needs

84

In the second diagram, we can see the alignment and overlap which occurs as a
result of the work done by existing service agencies.
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In the final diagram, we can see the synergy and additional alignment provided by
the Career and Skills Store.
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Vision – Mission – Values
Vision
The vision for the Career and Skills Store
is:
‘To provide timely, relevant and useful
advice and support on careers and skills
issues to a wide range of customer and
stakeholder groups, and to be the premier
Regional provider of local labour market
information and advice to Government and
industry’.

To provide timely, relevant and
useful advice and support on
careers and skills issues to a
wide range of customer and
stakeholder groups, and to be
the premier Regional provider
of
local
labour
market
information and advice to
Government and industry

Mission
The mission of the Career and Skills Store
is to bring together a wide range of careers service providers in order to develop a
single focused careers advice delivery service which will meet the needs of
customer and stakeholder groups. The Career and Skills Store will also build its
capability in the area of labour market research in order to advise Government and
industry on local issues and trends.
Values
The values of the Careers and Skills Store include:
•
•
•
•

excellence in careers education and advice;
outstanding customer service;
responsiveness to community, industry and Government needs;
excellence in labour market research and analysis.

Stakeholders

The values of the Careers and
Skills Store include:
~excellence
in
careers
education and advice;
~outstanding customer service;
~responsiveness to community,
industry
and
Government
needs;
~excellence in labour market
research and analysis

In developing an appropriate model for the
Career and Skills Store, it is important to
consider the various stakeholders and their
potential involvement with such a Centre, as
this will impact considerably on service
delivery.
Government

Local Government is seen as a primary
stakeholder in the Career and Skills Store. As
discussed earlier in this report, all five Local
Government bodies within the G21 Region
have identified addressing skills shortages and
career development as crucial to their long term economic sustainability. The
Career and Skills Store is a useful tool for them in its capacity to provide
comprehensive careers advice to a range of customers living within their
jurisdictions, as well as being a vehicle for collection and dissemination of local
labour market data. The potential of the Career and Skills Store to work with
Councils through outreach programs will also make the Centre more immediately
valuable to them. At the Federal level, DEST and Centrelink have already
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expressed interest in the Career and Skills Store concept and are willing to consider
the integration of the Career Information Centre (CIC) into such an organisation.
At the State level, the proposed Skills Store could also form part of the Career and
Skills Store. In this way, both the CIC and Skills Store would benefit from the
higher profile and economies of scale provided by an integrated service model.
Organisations such as G21, which deal extensively with Government at all levels,
would also find the Career and Skills Store an extremely useful source of
information.
Industry
There are a number of
industry organisations
within the G21 Region,
servicing
a
large
number of employers.
The Career and Skills
Store would be a
valuable
source
of
information
and
support
to
these
professional bodies in
delivering up to date
information on local
skills issues, as well as,
in the longer term,
being
a
point
of
contact for employers
on education/training
and labour market programs advice. The Regional Industry Career Advisor position
which is housed within the Australian Industry Group would also be able to work
closely with the Career and Skills Store in more effectively engaging both schools
and industry.
Community agencies
There are a number of community agencies working with various groups of
potential customers for the Career and Skills Store. The Smart Geelong Region
Local Learning and Employment Network (SGRLLEN), the Geelong Region Vocational
Education Council (GRVEC), which is the Local Community Partnership (LCP), and
organisations such as Barwon Youth, all deal with young people and the connection
between education and employment. The Career and Skills Store would be
extremely useful for these, and other, community agencies in improving service
delivery to their client groups, and some may find synergy in co-locating with the
Career and Skills Store to better integrate those services.
Education and training providers
Most schools, as well as the Gordon Institute of TAFE and Deakin University,
already offer careers advice to their students, and there is a strong Careers
Teachers’ network. Many of the schools already use the Career Information Centre
for careers support for their students. However, all of these organisations, plus
the private Registered Training Organisations which are not in a position to offer
this service, could find the Career and Skills Store a useful source of face to face
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and on-line information for both their students and their careers staff. The Career
and Skills Store could also offer a central venue for meetings and professional
development activities. It could provide a valuable connection with industry and
be a vehicle for provision of local labour market information.
Employment agencies
As the skills shortage issue worsens, employment agencies will need to access
timely and useful data on career prospects and related education/training
information for their clients. As the Federal Government’s Welfare to Work
initiative seeks to draw more disadvantaged groups, such as those on Disability
Support Pensions (DSP) and women returning to the workforce, into the labour
market, the Job Network agencies will need to have access to comprehensive
information on career opportunities. Similarly, the labour hire companies will
begin to have difficulties in sourcing trained individuals as businesses who are
unable to recruit in their own right turn to them for labour. The private
employment agencies have already indicated difficulties in finding professional and
management candidates. The Career and Skills Store would be an avenue for these
agencies to raise such problems with Government and to access information on
programs and services available to addresses these imbalances.

Customer Groups
As will be discussed in the
next section, there are
three possible models of
service delivery for the
Career and Skills Store, from
a simple structure to a more
complex, holistic form. The
customer groups for the
Centre can also be divided
into three groups as shown
by the following:
Primary Customers
This group contains those individuals needing direct and immediate careers advice,
which is tailored to assisting them in identifying and accessing relevant education
and training options, as well as information about opportunities within specific
occupations and industries. Whilst some of these groups, such as young people still
within the secondary school system 87 as well as those engaged in post-compulsory
education and training through universities and the TAFE sector, have access to
Careers Teachers or other careers advice, the Career and Skills Store is seen as an
additional source of information and assistance to them.
Exit destination
research 88 conducted with students who had completed Year 12 across 26
secondary schools showed that only 40% are entering university, with the other 60%
moving straight into employment, on-the-job training or TAFE. Of the 40% who do
opt for university, 9.1% choose to defer.
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Data supplied by the SGRLLEN shows that the Geelong Region contains thirty secondary schools, with 8,924
students in Years 10 – 12. There are an additional three schools in the Colac area.
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Geelong News, p. 9, 30 May 2007
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Other groups, such as young people who are disengaged from the education
system, disadvantaged groups, such as the unemployed and people moving from
Centrelink benefits into the labour market, and individuals already in the
workforce but considering a career change, have little or no access to advice on
career and education/training options, or to general labour market information.
Research is showing that the mature age group will still form a significant
component of the labour market for some time to come (see Appendix 16). The
Career and Skills Store would be a ‘one stop’, easy to use service for all of these
groups.
Secondary Customers
Many respondents discussed the need to engage employers with the Career and
Skills Store. Feedback from industry representatives was that many employers are
confused by the plethora of organisations offering advice on the wide variety of
programs and services available to employers. It was felt that the Career and Skills
Store could be a point of contact for this group to direct them to the most
appropriate avenue of assistance and to assist in connecting them with potential
labour sources through the schools and
employment agencies. The Career and Skills
Store could also be a source of local, State and
National labour market information on industry
trends for employers and could collect specific
labour market issues from them to feed up to
Government.
There is a widely held belief that many parents
are unaware of the career opportunities for
their children and often ‘push’ them into
unsuitable career options, such as university,
due to a lack of understanding of how industries
such as transport and manufacturing have
evolved. The Career and Skills Store could be a
source of such information for them and could
facilitate the process of parents engaging more
actively with young people in the careers
research process. Careers teachers could also
use the Career and Skills Store as a supporting
agency to provide careers advice and services to
students and as a venue for meetings and professional development activities. The
staff of Job Network providers and other employment agencies often have little
industrial knowledge. Anecdotal feedback is that the Job Network has an annual
staff turnover in excess of 40%. The Career and Skills Store would be a valuable
service to this group, not only as a primary source of assistance to their clients, but
also as a source of valuable labour market information and advice.
Tertiary Customers
Government at all levels, as well as
industry groups, are always seeking data
on labour market conditions. The Career
and Skills Store could be a valuable
source of such data, as well as a vehicle

89

Government at all levels, as well
as industry groups, are always
seeking data on labour market
conditions

for disseminating information to the primary customer groups which Government
and industry groups are trying to assist, ie. young people, individuals on Centrelink
benefits and employers. The Career and Skills Store could also be used to deliver a
range of programs and services to facilitate strategies to address skills shortages.
Location
Feedback from survey respondents, forum attendees and those interviewed with
regard to the case studies consistently discussed the need for the ‘right’ location.
This was considered to involve:
•
•
•
•
•
•

high visibility
high foot traffic
easily accessible
close to public transport
close to other services
in the CBD

The selection of an appropriate
location will be dependent on which
model of careers service is selected
as most appropriate for the Career
and Skills Store. These options are
discussed in the next section of this
Report.
A number of locations were examined. These included a presence in the Bay City
Plaza extension in Malop Street, Geelong and the recently available YMCA building
in Yarra Street, Geelong. Both of these options are discussed in more detail in the
Business Plan.

Funding sources
One of the challenges to the successful implementation and ongoing sustainability
of the Career and Skills Store, which was identified by most respondents to the
surveys, is the availability of both seed and recurrent funding. There are a number
of stakeholder groups from whom funding could be sought in either monetary or inkind contributions. These include:
1. Government
Commonwealth Departments such as the Department of Employment and
Workplace Relations (DEWR) and Department of Education, Science and Training
(DEST) have a variety of programs to address labour market imbalances. At the
State level, agencies such as the Department of Victorian Communities (DVC), the
Department of Innovation, Industry and Regional Development (DIIRD) and the
Department of Education (DoE) are seeking to improve the sustainability of
Regional Victoria and to build stronger, healthier communities. At the local level,
as has been identified, all local Government bodies in the G21 Region have
identified skills shortages as an issue. The City of Greater Geelong has already
indicated a willingness to contribute financially to the Career and Skills Store as
part of its economic development strategy.
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At all three levels
of
Government,
there is also an
expression
of
willingness to offer
‘whole
of
Government’
approaches
in
which Government
engages with the
community
to
develop community
responses to local
issues. Whilst this
is hampered by the
historically ‘silo’d’
nature
of
Government programs and services, the current awareness of the importance of
addressing the skills shortage issue should give impetus to a cooperative response
to the Career and Skills Store concept. Funding is already allocated for the Career
Information Centre (CIC) through DEST and Centrelink, and the Victorian
Government has budgeted for the creation of a Skills Store in Geelong. Additional
funding would need to be sought for either purchase or lease of an appropriate
site, as well as for refurbishment and fitout. Also, organisations such as G21,
which advise Government, could assist the Career and Skills Store in tendering for
relevant projects which could progress the work of the Centre.
In seeking Government funding, it will be important to ensure that the Career and
Skills Store maintains a stance of competitive neutrality with regard to co-location.
Government funding would not be available in a situation which gave any particular
organisation an unfair advantage over its competitors.
2. Industry
As mentioned earlier, industry bodies are a prominent stakeholder group for the
Career and Skills Store. Direct monetary funding might be sought from them to
develop industry specific responses to skills shortages and to provide career
specific information. The Career and Skills Store might also offer a labour market
research service to industry groups on a user pays system as a way of generating
ongoing funding, and could generate revenue
through the hiring of its conference and
At all three levels of training rooms. In some instances, the Career
Government, there is also and Skills Store might negotiate with industry
an expression of willingness groups and employers to offer these facilities
to
offer
‘whole
of free in return for their involvement in industry
Government’ approaches in forums held within the Centre for students and
which Government engages jobseekers. Other in kind contributions could
with the community to take the form of co-locating the Federally
develop
community funded Regional Industry Career Advisor (RICA)
and the State funding Industry Skills Advisor
responses to local issues
(ISA) within the Career and Skills Store and
thereby contributing to rental and facilities.
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3. Community agencies
A number of community agencies have already expressed an interest in co-location.
This would contribute significant recurrent funding towards both rental and running
costs as well as delivering efficiencies of service. Other agencies have indicated an
interest in a part-time presence in the Centre and the financial component of this
could be negotiated with those organisations in providing money to build the
service or in providing furniture and other infrastructure costs.
4. Education and training providers
As has been mentioned earlier,
many of these organisations
already offer careers advice to
their students, and are not
likely to be in a position to
contribute significantly to the
Career
and
Skills
Store.
However, they may be willing to
pay
for
professional
development programs for their
staff, and for additional services
for their students which are not
offered ‘in house’, such as
careers
forums
and
development and delivery of
specialised careers services and
programs.
5. Employment agencies
Whilst most services would be
offered freely to customers,
there are some which might be
offered on a user pays system,
such as individual careers
testing, resume advice or
‘taster’ programs which could
lead into specific industry or
training areas.
The Job
Network has access to the
Jobseeker account for their clients and certain services and programs could be
covered through this avenue. This would be a way to earn ongoing income to
further develop the services of the Career and Skills Store. As with the
education/training providers, specialised careers services and programs could be
developed for specific customer groups being serviced by the variety of publicly
and privately funded employment agencies. Once again, professional development
activities could be conducted for staff in these agencies to build their labour
market knowledge. Whilst the prices for these activities would be kept at a
minimum to encourage participation, the activities themselves could become costneutral.
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The Career and Skills Store Model
When examining the structure of the Career and Skills Store, three possible models
emerge based on location, services and clients. In essence, the models focus on
the scope of deliverables for the Career and Skills Store.
The models range from a high traffic retail setting in a mall with tightly focused
service delivery, to a much larger setting that allows for events and co-location.
Whilst the service in the retail setting may be limited in scope, it will be visible to
a larger number of potential career customers. As the models expand to
incorporate meeting space and co-location opportunities, services expand in depth
and impact for multiple client groups and stakeholders.
The following presents three models for consideration:

Model 1

Model 2

Retail
Signpost

Meeting
Space

Info centre
Direct to
services
Retail setting –
high traffic

Info centre
Direct to
services
Retail setting –
high traffic

Collaboration
Centre

Focused delivery
More 1-1 support
One-stop-shop
on career
development

Multi co-location
High service delivery
Support space/info
for multiple client &
stakeholders

400 m2
Half destination & half
retail
CBD area

800 m2 +
Substantially
a destination
CBD medium
traffic

200 m2
Retail mall
setting
High traffic
CBD

Retail
Signpost

Model 3

Model 1 – Retail Signpost
This model envisages the Career and Skills Store within a
mall setting with high foot traffic. Specifically, the
service will be located in the retail section of the mall
and not in office space located within the mall. By virtue
of its busy location, the service will be highly recognised
and visible to a number of ‘impulse shoppers’ popping in
to have a look.

The services in this setting will be more focused on providing information on how
and where to find career and skill support. Where there is individual advice, the
one-to-one component will be a mix of self-administered testing along with short
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debriefs with a careers counsellor. Much of the information will be achieved by
individuals browsing, discussing and taking away material.
In this setting, there will
be a stronger focus on
individuals
within
the
primary customer group.
The advantage of this
model will be the high
visibility and awareness
factor as a result of the
retail location.
The
service will engage a large
number
of
individuals
within the community
from a broad background. A CBD mall in the city is also a good draw for regional
customers when they come in for special needs.
The disadvantage of this retail model is the limit on services provided, especially
for secondary and tertiary customer groups. The space limitations and financial
constraints do not allow for large groups, meeting spaces, collaboration forums and
workshops. In so doing, the site is less of a destination place and more of a casual
drop-in information site.

Meeting
Space
Focused delivery
More 1-1 support
One-stop-shop
on career
development

Model 2 – Meeting Space
This model provides meeting spaces in a location that is
within the CBD area with medium to high foot traffic.
This is likely to be close to the malls or even located in an
office space within the mall (with good signage from the
retail section).

This location will still provide good visibility of signage
and location with slightly less window shop visibility. The
space will provide higher support for multiple client segments and the ability to
accommodate groups. In addition, this meeting space will allow for greater
engagement of stakeholder groups and associations providing the opportunity to
delve deeper into local issues on career and skills development. The meeting
space provides a draw to the site to engage a wider audience on career and skill
issues in a deeper and more meaningful way than would be possible in the retail
model.
By virtue of high visibility, but outside an internal mall retail space, the individual
clientele attracted are likely to be fewer but more committed to engaging in the
process of career and skills development. Whilst setting barriers to access is not
an appropriate strategy, a large number of casual, ‘impulse shoppers’ in a retail
setting can be a limiting factor in providing
meaningful one-to-one support.
The advantage of this model is the deeper and
more meaningful engagement of all customer
groups and stakeholders. By the provision of a
meeting space, the centre becomes more of a
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The advantage of this model
is the deeper and more
meaningful engagement of
all customer groups and
stakeholders

destination location with a stronger set of services.
The challenge for this model is to build the image of what the Career and Skills
Store stands for and who it can help. Whilst this service will be important to
students and the disadvantaged, it will also need to attract the attention of postschool leavers of all ages.

Collaboration
Centre

Model 3 – Collaboration Centre

In addition to the meeting space, this model provides
for the co-location of other career and skills associated
Multi co-location
service providers within the community. Whilst the
High service delivery
meeting space provides for interaction on an invited or
Support space/info
event basis, co-location provides for a much stronger
for multiple client &
collaboration effort. Whilst this site may be within the
stakeholders
central CBD area, by virtue of its larger size
requirements, it is more likely to be cost effective if it is located in the CBD
medium traffic area.
This model will provide a wider variety of career and skills related services with
depth and synergy through co-location.
This site will provide a greater
‘destination’ focus for many groups and will have a greater chance of creating a
‘one-stop-shop’ image for career and skills support. The co-located services will
provide a current customer base with strong connections within the community.
This will be particularly helpful for outreach services to regional centres. Further,
the co-located services will improve the ability to cross promote services by virtue
of a more informed group setting.
In addition, a model with co-located services allows for strong economies of scale
in managing costs, bidding for projects, and sharing of information about national,
state and regional issues surrounding career and skills support. Within this
framework, it will be much easier to share the risk of developing new and
innovative ways of responding to community needs.
Co-location also provides flexibility to modify services over time to meet changing
community needs and respond to changing government initiatives.
The challenge within this model will be the administration of multiple programs
and the diversity of specific program goals. When establishing arrangements for
potential co-location, it is also
important to ensure that no
particular organisation gains an
unfair advantage by being offered
co-location above its competitors,
eg. it would be inappropriate to
offer co-location to one Job
Network agency or one Group
Training Company for instance.
These types of organisations could
be invited to have a visiting
presence on a rotating basis to
ensure equal access for everyone.
This final model is the preferred model for the Career and Skills Store. Whilst it is
the most expensive option of the three, it will provide for the needs of all
customer and stakeholder groups to be met and will allow for growth and
development of new services into the future.
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Conclusion
Specific details on the operational, governance and financial aspects of the Career
and Skills Store can be found in the companion Business Plan.
The Career and Skills Store provides the G21 Region with a vehicle to bring
together a wide range of stakeholders to develop Regional solutions to Regional
issues around skills shortages and the increasingly complex decisions which need to
be made with regard to career selection. The need for such a Centre has been
under discussion for some years now, and this need is becoming more critical as
the complexity of an ever tightening labour market increases.
The Project members are encouraged by the approach now being proposed by
Governments at all levels with regard to ‘Whole of Government’ approaches to
their work. COAG has agreed to collaborate with the States and Territories to
address the supply of skilled labour to industries and regions 89 . The Department of
Education, Science and Training (DEST) Strategic Plan for 2005-08 contains
strategies to ‘Better integrate efforts across DEST & work well with both
government & non-government organisations, other governments, business &
industry, as well as the Australian community’ 90 and ‘Engage with our Stakeholders’
which includes ‘build Open for Business internally & externally, adopt Whole of
The
Government approaches & listen and respond to stakeholders’ 91 .
Commonwealth Department of Human Services Strategic Plan 2006-07 also
discusses ‘Whole of Government’ approaches, while the Centrelink Strategic
Directions includes Core Business Processes which include ‘Relationship
Management: the way we collaborate, connect, listen, communicate and respond
to our customers, clients and the community’ and Strategic Themes such as
‘Developing a networked organisation: to link with others inside and outside the
organisation to provide quality outcomes and seamless service for our customers’ 92 .
For the Career and Skills Store to become the successful, dynamic organisation
described in this Report, it will be vital for this cooperative approach to be taken
by all of those involved in the project, both at its inception, and throughout its
operational life. By working with a range of Government, community and business
organisations it will be possible to develop a cooperative approach to addressing
regional skills shortages through innovative strategies such as the Career and Skills
Store.
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Appendix 1
Careers Education and Guidance for Young People: an International
Perspective 93
Notes from workshops held at the Victorian Department of Education and
Training on 1-2 December 2005
By Professor Tony Watts

Internationally, career guidance is now higher on the public policy agenda than ever
before. In particular, the last four years have seen overlapping policy reviews in this
area by three influential international organisations. First, the Organisation for
Economic Co-operation and Development (OECD), based in Paris, conducted a
Career Guidance Policy Review which involved 14 countries (OECD, 2004). Next,
the World Bank decided to use an adapted form of the OECD process to conduct a
parallel review in 7 middle-income countries. Finally, the European Commission, as
part of its policy work on lifelong learning, decided to use the OECD questionnaire to
collect information on all the existing and new EU member-states that had not been
involved in the OECD review, and produced a report covering career guidance
policies across the European Union as a whole.
Together, these OECD, World Bank and EC reviews cover 37 countries. The 37
country studies, together with the three synthesis reports and a number of other
papers commissioned as part of the reviews, constitute the largest database on
career guidance policies we have ever had; the review process has also, in several
countries, had a considerable impact in its own right. The core documents can be
found on the OECD website (www.oecd.org). I have been privileged to be involved in
all three reviews, and indeed in 12 of the 20 country visits made as part of the OECD
and World Bank reviews. The process is now being taken further still through a
European Training Foundation project in the West Balkans (last year I visited Serbia
and Macedonia) which may be extended to cover some Mediterranean countries.
The OECD and related reviews have subsequently been followed up with a great
deal of policy action, facilitated by the EC Expert Group of Lifelong Guidance. A
handbook has been published jointly by the EC and OECD designed to present the
key findings from the three reviews in an operational form for policy-makers. In
addition, for the first time, a formal Resolution of the EU Council of Education
Ministers on guidance has been passed. There are also plans for three international
symposia on career development and public policy, with two global events to be held
in Sydney (April 2006) and in Scotland (late 2007), and between them a formal EU
event to be held in Finland (November 2006). So the momentum continues.

The OECD review
What I plan to do this morning is to present the main findings from the three reviews
that relate to career education and guidance for young people, set in a lifelong
context. I will give particular attention to the OECD review, partly because it was the
most intensive and partly because it provided the inspiration and the framework for
the other reviews.
OECD is an inter-governmental organisation, based in Paris. It currently has 30
member countries, spread across the world. Much of its work is based on economics,
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and is highly respected: you are probably most familiar with its periodic judgements
on the state of the Australian economy. But OECD’s work covers all main areas of
public policy. Most of its activities are concerned with benchmarking, enabling
countries to see how well they are doing in relation to other comparable countries;
and with sharing good practice, enabling countries to promote their successes and to
learn from practices elsewhere.
OECD’s agenda is set by its member countries, so the fact that the Career Guidance
Policy Review has taken place is itself significant. OECD has paid some attention to
career guidance issues in the past, but mainly as part of examining policy issues
relating to initial transitions from school to work. This is the first occasion on which it
has launched a full formal policy review devoted specifically to career guidance
issues, and the first occasion on which it has looked at such issues on a lifelong
basis. Fourteen countries took part: 11 of them European, plus Australia, Canada
and Korea.
The review process adopted by OECD included completion of a questionnaire,
followed by a two-person country visit of a week or a little more, resulting in what in
OECD parlance is referred to as a Country Note containing an analysis of the
strengths and weaknesses of the guidance system, plus some recommendations for
improvement. A number of thematic papers were also commissioned. Based on this
extensive data, a synthesis report was then prepared.
The definition of career guidance adopted for the three reviews was very similar, and
is very close to what is increasingly being referred to here in Australia as ‘career
development’. It covers services intended to assist individuals, of any age and at any
point throughout their lives, to make educational, training and occupational choices
and to manage their careers. These may include services in schools, in universities
and colleges, in training institutions, in public employment services, in companies, in
the voluntary/community sector and in the private sector. The services may be on an
individual or group basis; they may be face-to-face or at a distance (including
helplines and web-based services). They include career information (in print, ICTbased and other forms), assessment and self-assessment tools, counselling
interviews, career education and career management programmes, taster
programmes, work search programmes, and transition services. So the canvass is
very broad.

The policy rationale
The OECD review explored the policy rationale for career guidance services. It
indicated that in all countries policy-makers clearly regard career guidance services
as being of value not only to the individuals who engage with them but to society as a
whole. In other words, they are viewed as representing not only a private good but
also a public good. This is a crucial argument. If they were only a private good, then it
could be argued that the provision of such services should be left to the market: that
if individuals want them, they should pay for them. It is because they are also
perceived as a public good that governments get interested in them and are prepared
to support them financially and in other ways.
The public-policy goals which policy-makers expect career guidance services to
address fall into three main categories:
•

Learning goals, including improving the efficiency of the education and
training system and managing its interface with the labour market. If
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•

•

individuals make decisions about what they are to learn in a well-informed
and well-thought-through way, linked to their interests, their capacities and
their aspirations, the huge sums of money invested in education and training
systems are likely to yield much higher returns.
Labour market goals, including improving the match between supply and
demand and managing adjustments to change. If people find jobs which
utilise their potential and meet their own goals, they are likely to be more
motivated and therefore more productive.
Social equity goals, including supporting equal opportunities and promoting
social inclusion. Career guidance services can raise the aspirations of
disadvantaged groups and support them in gaining access to opportunities
that might otherwise have been denied to them.

These goals are long-standing. But they are currently being radically reframed in the
light of policies relating to lifelong learning, linked to active labour market policies and
the concept of sustained employability. Career guidance is crucial to the success of
lifelong learning policies. Government regularly state that such policies need to be
significantly driven by individuals. The reason is simple: schooling can be designed
as a system, but lifelong learning cannot. It needs to embrace many forms of
learning, in many different settings. It is the individual who must provide the sense of
impetus, of coherence and of continuity.
This places career guidance centre-stage. It means that if, as many governments
believe, lifelong learning is crucial to their country’s economic competitiveness and
social wellbeing, then their country’s future is significantly dependent on the quality of
the decisions and transitions made by individuals.
This is reflected in recent OECD work on human capital, which suggests that the
career management skills which are now a growing focus of career guidance policies
and practices may play an important role in economic growth. It points out that less
than half of earnings variation in OECD countries can be accounted for by
educational qualifications and readily measurable skills. It argues that a significant
part of the remainder may be explained by people’s ability to build, and to manage,
their skills. Included in this are career-planning, job-search and other careermanagement skills. Seen in this perspective, it seems that career guidance services
have the potential to contribute significantly to national policies for the development
of human capital. The fact that such an authoritative and influential organisation as
OECD is viewing it in these terms is, I suggest, very significant.

Delivery
The OECD report goes on to examine the current delivery of career development
services in relation to the changing rationale I have outlined. Four of them relate to
young people, and I will focus on these, amplifying them a little from my own wider
experience.
The first point is the growing recognition of the importance of career education and
guidance in schools, not only in helping young people to make the immediate
choices that confront them but also in laying the foundations for lifelong learning and
lifelong career development. This is evident, for example, in the inclusion in many
countries of career education in the curriculum, incorporating career awareness,
career exploration, and the development of career management skills. This can be a
separate subject, or (more commonly) subsumed into a broader subject, or infused
across the curriculum. The infusion approach, while philosophically attractive, is
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difficult to implement successfully: we noted in one of the country reports that it
tended to be a thin veil hiding a bare cupboard. An alternative approach, used in
some Francophone countries, is to provide career education not within the curriculum
but in the form of seminars and workshops. The pros and cons of these different
models merit further reflection.
Such programmes are greatly enriched where they include active involvement of
employers, parents and other stakeholders, and opportunities for pupils to engage in
experiential learning: course tasters; and active experiences of the world of work
through visits, simulation, shadowing or actual work experience. In Denmark and
Norway, for example, most students have at least two one-week work-experience
placements; in Sweden, they used to have three, in each of the three main sectors of
the economy (manufacturing, services, social services).
One of our concerns in Australia was that the recent policy emphasis on introducing
VET pathways in schools appeared to be reducing opportunities for exploratory workexperience placements: preparatory VET for some was squeezing exploratory work
experience for all. This was linked to a wider concern that the VET focus appeared to
be reducing rather than strengthening the attention given to career education in its
broad sense. By this we meant: space to reflect as well as experience; broadening
rather than narrowing awareness of opportunities; developing self-awareness
alongside awareness of the world of work; and developing goal-setting and other
career management skills. All these appeared to be at risk of being neglected. This
was exacerbated by the fact that careers staff had often been expected to play
significant roles in setting up and supporting VET courses, so limiting the time
available for other students and other careers activities. Our report pointed clearly to
the dangers of confusing career education with, and even subsuming it within,
vocational education and training. I subsequently had a session on this issue with the
chair and some members of the House of Representatives inquiry into vocational
education in schools, and I was delighted to hear that its report made some robust
recommendations on these matters.
Alongside career education programmes, the longer-term career development
perspective is also evident in several OECD countries in the introduction of profiling
and portfolio systems designed to encourage students to engage in regular review
and planning and to manage their own learning. These systems have been growing
rapidly in Australia, and we were impressed by some of the examples we saw. The
skills of reflection, reviewing and action planning which such systems require and
develop are at the heart of career management skills. This is a critical point in
relation to the Managed Individual Pathways (MIPs) programme. The development of
these skills comes not from the existence of a pathway plan but from the quality of
the processes underpinning its development.
Both career education and profiling/portfolio systems need not, and should not, wait
until secondary school: they can start in primary school – as career education does,
for example, in Denmark, the Czech Republic and some provinces in Canada. Both
also potentially have implications for the whole school, evident for example in
Canada in the concept of l’école orientante in Quebec, and in the requirement in
Ontario for all school principals to develop a comprehensive written guidance and
career education plan; interestingly, the Ontario school principals are also required
every three years to conduct a survey of students, parents, teachers and other
partners to evaluate the delivery and effectiveness of all components of the
programme. A particularly important element of effective whole-school programmes
is good-quality training for all the teachers involved. Too often, the quality and
credibility of the programmes are undermined by the lack of such training.
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Second, there is a risk of career education and guidance in schools being
marginalised within a broad concept of guidance. Many countries have guidance
counsellors with a holistic role covering personal and social as well as educational
and vocational guidance. In such schools, there is consistent evidence that career
guidance tends to be marginalised, in two respects: the pressing nature of the
personal and behavioural problems of a minority of pupils mean that guidance
counsellors spend much of their time on these problems, at the expense of the help
needed by all pupils in relation to their educational and vocational choices; and
guidance on such choices tends to focuses mainly on educational decisions viewed
as ends in themselves, rather than on their vocational implications and on longerterm career planning. Within Australia, these issues are perhaps more relevant to
Queensland than to other states. In Norway, it is interesting to note, the career
guidance role is currently being split off, partly to protect its resourcing, and partly to
address its distinctive competence requirements, including knowledge of the labour
market.
Third, it is clear that alongside career education and guidance within the school itself,
there is merit in making career development provision available to school pupils in a
specialist form from the employment service or some other agency based outside
the school – as is the case, for example, in Germany and the UK. Such an agency
can offer closer links with the labour market, and stronger assurance of impartiality in
the guidance they provide; it can also ensure more consistency of provision than
schools are able to do, especially with the increased emphasis in many countries on
school self-management. In Australia, we were interested to note the introduction of
Career and Transition Pilots under which career and transition advisers were to work
with schools, communities, young people and their families.
Finally, there has in many countries been a growing policy concern for at-risk young
people who have dropped out of formal education and training with few or no
qualifications, and who are drifting in and out of unemployment, labour-market
inactivity and marginal unskilled work. In Denmark, for example, municipalities are
obliged to make contact with, and offer guidance to, such young people. Relevant
initiatives in Australia include the Job Pathways Programme. Successful strategies
for this kind of work involve a highly individualised approach which attends to the
young people’s personal and social as well as their educational and vocational
guidance needs: in contrast with my earlier comments on schools, this is a case
where holistic approaches are highly desirable. Such strategies can be managed
through close partnership working between career development workers and youth
workers, using outreach approaches. An alternative model is to have a single generic
‘first-in-line’ role, supported by a range of specialists (including career development
specialists) who can be brought in when their distinctive help is needed.

Conclusion
Australia emerged strongly from the OECD review. The strengths we identified
included:
•
•

The substantial efforts being made to strengthen the vocational elements
within the school curriculum and to support young people’s initial transitions
from school.
The attention being given to forging pathways and partnerships across the
traditional boundaries between education, training and employment which will
make it easier for individuals to move across these boundaries.
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•

The growing recognition of the value that can be added to state and local
efforts through national initiatives like the National Career Information System
and the development and dissemination of the Australian version of The Real
Game.

On the other hand, as in all countries, there are a number of weaknesses. We noted
four in particular:
•

•
•

•

The efforts in schools to strengthen the vocational elements within the
curriculum and to support young people’s transitions might paradoxically lead
to neglect of the career education and guidance which is crucial to the
success of these efforts (I have already commented on the response to this).
The focus on supporting initial transitions from school is at the expense of
attending to the need to support subsequent transitions across the lifespan (I
think this is still the case).
Where attention is being given to the career development needs of adults, the
focus is on a remedial approach addressed to the long-term unemployed,
rather than on a proactive approach designed to help all individuals to
manage the shifts and changes that will enable them to maximise their
contribution to a dynamic economy (again, I think this is still the case).
While important pieces of career development provision in support of lifelong
learning are in place, other pieces are missing, and an overall lifelong
strategy has not yet been clearly articulated (more work is needed here too).

In general, however, Australia took the OECD review very seriously: it was one of the
best-organised country visits, and it has subsequently taken action on a number of
the report’s recommendations. There is still much to be done, but a good start has
been made.
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Skills Research Project - Careers Advice
The Skills Research project recently conducted in the G21 area was originally
established to support identification of suitable industries and occupations to target
through the Regional Migration Incentive Fund (RMIF). However, the scope of the
project was broadened to include examination of other strategies to address skill
shortages. As well as skilled migration, these strategies included reskilling existing
employees, reskilling the existing pool of unemployed jobseekers and preparing
young people more effectively to take up work opportunities.
Background research has shown that the economic viability of industry and business
across the nation is dependent on well trained and experienced staff. An awareness
of the aging demographic of the current workforce is adding urgency to the
discussions about skill shortages.
In order to gather anecdotal information on skill shortages and skill gaps in the
Region, consultation for the Skills Research Report occurred through individual
interviews with peak industry bodies, employment agencies and education/training
institutions.
Feedback from these groups included the following comments:
Careers Counselling in Schools
•
•
•
•
•

Career advice in schools needs to start much earlier. Advice also needs to be
accurate.
There was extensive criticism of the careers counselling process within the
schools, with this function being added to the already high workload of busy
teachers, or to teachers with little or no knowledge of the labour market.
School careers advisors need to be more proactive in networking with
employment agencies to build their industrial knowledge.
Industry representatives need to go into the schools to talk about the possibilities
and realities of working in different industries. It can be difficult to gain
cooperation from the schools for this.
Careers counselling and industry visits need to begin in Year 7.

Employer Issues
•
•
•

Employers need to be educated to deal with recruitment issues before skill
shortages occur.
Employers need to plan more strategically.
Employers need to develop career paths for staff as part of their long term
planning. As an example, a staff member currently employed as a bookkeeper
may be encouraged to take on further studies to become qualified as an
accountant. In order to achieve this, employers need to be willing to assist staff
through strategies such as paid time off work to attend classes and course fee
reimbursement on successful completion of units of study.

Industry Issues
•
•

Industry needs to be more realistic about their expectations with regard to
jobseekers.
Students need to rethink their ideas about industries such as manufacturing.
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•
•

Some industries are video’ing jobs as a way to increase awareness amongst
young people.
There need to be more industrial visits for young people to increase their
understanding of work.

Training Issues
•
•
•

Education and training providers will need to move to a Just in Time model of
training to meet immediate needs.
In order to respond to employer needs, there will need to be an increase in short
specialist courses.
There will need to be ongoing reviews of courses on a regular basis to take
account of industry and employment trends as well as potential student
demands.

Government
•

•
•

Refocus where money is currently being spent by Government. At the moment,
the emphasis is on the long term unemployed. If Job Network providers could
intervene earlier, and if more work was done on career education in the schools,
jobseekers may not become long term unemployed.
Job Network providers are being used to advise young people on employment
opportunities. This is not their core business.
The various State and Federal Government Departments need to more
effectively advise employers and students of the various forms of assistance
which are available.

Stakeholder Issues
•
•
•
•

•
•

Parents and young people need to be educated more effectively about career
opportunities.
Careers counselling needs to be directed at parents as well as young people.
Parents need to take a more active role in preparing young people for
employment, including building a work ethic.
Schools, parents, industry and key employers needed to network more
effectively to broaden understanding of the current labour market. Employers
and industry groups need to be more proactive in educating parents and young
people about their industries.
Jobseekers need to be educated in the realities of industry to improve work
habits.
Government, industry and schools need to link more effectively for planning.

General
•
•
•

Students need to change their mindsets and recognise that they are likely to
change jobs and careers. This means that they will need to become more
flexible and adaptable.
More students are setting up their own businesses and contracting for specialist
project work. This increase in employers contracting outside businesses has
reduced the entry level positions, and affected career paths.
Young people need a greater understanding of the culture of work and gain
positive work attributes.
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Existing Career Information Centre
•

The existing Career Information Centre is considered to be ineffective. This is
not seen as part of Centrelink’s core business, and is therefore not promoted to
potential clients. There was universal agreement that there needed to be an
independent careers advisory body which could be used as a resource by
schools, industry, employers, young people, parents, jobseekers and other
members of the community.

As can be seen from the foregoing, the issue of careers advice is much more
complex than simply improving the quality of the careers process within the schools.
There are a number of other issues and a range of other stakeholders who need to
be considered when addressing this problem.

Themes identified in the Skills Research Report
As a result of the feedback gained from the individual interviews, a number of themes
were identified as needing to be addressed. These themes included:
1. A need for employers, industry bodies and education/training providers,
including schools, to work more closely together to offer more coordinated
information about potential careers.
2. A need for an independent careers advisory body which can act as a
resource to schools, employers, industry, parents, young people seeking to
enter the workforce, older people who are either unemployed or looking to
change careers, and the community in general.

Recommendations
The Skills Research Report concluded by offering a number of recommendations.
The recommendations with regard to the issue of careers advice included:
•

•
•
•

That support be given to the establishment of an independent careers advisory
organisation which can be used as a resource by schools, parents, young
people, businesses, industry bodies, unemployed people of all ages, those
wishing to make a career change, and the general community.
That the newly created Regional Industry Career Advisor (RICA) work out of this
Centre.
That this Centre maintains a careers library and offers advice on possible
careers and the qualifications and experience needed to access those careers.
That some staff in this Centre be qualified to administer careers testing for those
needing help in identifying their career preferences.

A process now needs to be put into place to determine the best way to proceed in the
development of such a Centre.
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TRENDS UNDERLYING POPULATION CHANGE AND PROJECTIONS 94
Population projections illustrate the changes that would occur to the population if certain
assumptions about future fertility, mortality and migration were to hold true over the projection
period. Each time new projections are produced these assumptions are reviewed to take into
account recent demographic trends, and in this way they reflect underlying trends in
Australian society. For example, the population projections produced in 1999 (see Australian
Social Trends 2001, Population projections for the 21st century, pp. 26-31) assumed a total
fertility rate (TFR) of 1.6 for the low series projection. In the latest projections, produced in
2003, a low TFR alternative of 1.4 was included in the main projection series, reflecting that,
over the long term, fertility rates in Australia and other developed countries have continued to
decline.
POPULATION PROJECTIONS
This article uses ABS population projections, produced in 2003, spanning the period 2002 to
2101 for Australia, and 2002 to 2051 for the states and territories. The base population for the
projections is the preliminary estimated resident population at 30 June 2002.
The projections are not intended as predictions or forecasts, but as illustrations of the
population change that would occur if the assumptions about future fertility, mortality and
migration were to hold true over the projection period. The assumptions made are not
intended to show the full range of possible futures, but rather illustrate some of the most likely
possibilities.
This article focuses on the three main projection series which cover three scenarios for future
population growth - high (Series A), medium (Series B) and low (Series C).
PROJECTION ASSUMPTIONS - AUSTRALIA

Total fertility rate(a)
(babies per woman)
Net overseas
migration(b) (persons
per year)
Life expectancy at
birth(c) (years)
Males
Females

Series A

Series B

Series C

1.8

1.6

1.4

125,000

100,000

70,000

92.2
95.0

84.2
87.7

84.2
87.7

(a) From 2011.
(b) From 2005-06.
(c) From 2050-51
Source: Population Projections, Australia, 2002-2101, (ABS cat. no. 3222.0), 2003.
As health outcomes continue to improve and mortality rates decline, the life expectancy of
Australians is continuing to increase. While previous population projections assumed that
these trends would continue each year for a limited period, the latest projections include a
‘high’ life expectancy alternative, in which recent life expectancy gains are assumed to
continue each year for the full duration of the projection period. Under this alternative, life
expectancy is assumed to increase to 92.2 years for men, and 95.0 years for women by the
year 2050-51.
Given historical and recent trends, future levels of fertility and mortality can reasonably be
accommodated within a range of population projections. However, there is less certainty
94

http://www.abs.gov.au/Ausstats/abs@.nsf/0/95560b5d7449b135ca256e9e001fd879?OpenDocument
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about future levels of migration, given its historical volatility.(SEE ENDNOTE 3) In the latest
projections, the medium assumption for net overseas migration is a gain of 100,000 people
per year, somewhat higher than that used in the medium series of past projections (90,000 in
the 1999 based projections and 70,000 in the 1997 based projections - see Australian Social
Trends 2001, Population projections for the 21st century, pp. 26-31, and Australian Social
Trends 1999, Our ageing population, pp. 6-10).
POPULATION GROWTH
The combination of assumptions about future fertility, mortality and migration interact to
influence the size of Australia’s projected population. In all of the latest projection series,
Australia’s population continues to increase in the short term. In Series A, with high fertility,
migration and life expectancy assumptions, this growth continues throughout the projection
period, with the population projected to reach 37.7 million by 2101. In Series B, with lower
fertility, migration and life expectancy assumptions, the population peaks at around 26.7
million in 2069 and then gradually declines to 26.4 million by 2101. In Series C, in which
fertility and migration assumptions are lower again, the population peaks earlier, at around
23.3 million in 2039, and then declines steadily to 18.9 million by 2101. In this series
Australia’s population is projected to be 4% smaller in 2101 than it was in 2002.

INTERNATIONAL COMPARISON
Population ageing is occurring on a global scale, with faster ageing projected for the coming
decades than has occurred in the past. Between 1950 and 2000 the median age of the
world’s population rose just three years (from 23.6 to 26.4 years). In contrast, from 2000 to
2050 the median age is projected to increase by 10 years, to reach 36.8 years. Globally, the
population aged 60 years and over is projected to nearly triple by 2050, while the population
aged 80 years and over is projected to experience a more than fivefold increase.
While Australia’s population is projected to remain relatively old by world standards, it is
relatively young compared to some other developed countries (see Australian Social Trends
2004, International comparison-population projections, p. 194). Japan, Slovenia and Latvia
(each with a projected median age of 53 years) and Italy and Estonia (each 52 years) are
projected to have the world’s oldest populations by 2050. In these countries not only is the
median age rising, as low fertility rates contribute to smaller proportions of young people in
the populations, but the overall size of the populations is projected to decline. By 2050,
Japan’s population is projected to have declined 14% from its size in 2000, and Italy’s to have
declined 22%.

PROJECTED MEDIAN AGE
2000

2050

years

years

Australia
Africa
Asia
Latin America
and the Caribbean
Europe
Northern America

35.4
18.3
26.1

(a)46.7
27.5
38.7

24.2
37.7
35.4

39.8
47.7
40.2

World

26.4

36.8

(a) Series B.

111

Appendix 3

Source: ABS, 2000, Estimated Resident Population; Population Projections, Australia,
2002-2101, (ABS cat. no. 3222.0), 2003; United Nations Population Division, World
Population Prospects: The 2002 Revision,
<http://www.unpopulation.org>, accessed 3 September 2003.

AUSTRALIA'S AGEING POPULATION
Trends in fertility, life expectancy and migration affect not only the population’s size, but also
its age structure. Australia’s population aged steadily throughout the last century, apart from a
reversal in 1947-1971 due to the post-war baby boom (see Australian Social Trends 1999,
Our ageing population, pp. 6-10). All of the main projection series indicate that Australia’s
population will continue to age.
While Series A and B project that Australia’s population will be larger in 2101 than in 2002,
this growth is not evenly distributed across the age groups. In Series A, the number of people
in each five-year age group is projected to increase, but there is more growth in the older age
groups than the younger age groups. In Series B, all the population growth is concentrated in
the age groups 20 years and over - the number of people aged 0-19 years is projected to
decline. In Series C, while the number of people aged 55 years and over is projected to
increase, the population aged 0-54 years is projected to decrease, resulting in overall
population decline.
As a result of the different growth rates projected for different age groups, the age structure of
the population is projected to change. The median age of Australia’s population is projected to
increase in all of the main series, from 35.9 years in 2002, to between 47.9 years and 50.5
years in 2101.
At the national level, population ageing is largely due to falling fertility rates and, to a lesser
extent, to increasing life expectancy. However, the age structures of the state and territory
populations are also influenced by interstate migration. For example, in recent years more
young adults (aged 15-24 years) have tended to leave the state of Tasmania than have
moved there,(SEE ENDNOTE 4) contributing to the older age profile of that state’s
population. Historical differences in fertility, mortality and migration mean that some states are
more advanced in terms of population ageing at the outset of the projections.

AGEING IN THE STATES AND TERRITORIES - SERIES B
Population aged
65 years and over

Population aged 0-14
years

Median age

2002

2051

2002

2051

2002

2051

%

%

%

%

years

years

NSW
Vic.
Qld
SA
WA
Tas.
NT
ACT

20.2
19.7
21.0
19.1
20.7
20.7
25.7
20.2

14.2
13.6
14.3
13.0
14.1
13.3
20.4
14.3

13.2
13.1
11.8
14.8
11.2
14.0
3.9
8.8

26.9
27.3
26.8
31.1
26.9
33.8
12.1
23.5

36.1
36.0
35.3
37.9
35.2
37.7
29.9
33.5

46.7
46.9
46.8
50.0
46.8
52.4
35.8
43.5

Aust.

20.3

14.0

12.7

27.1

35.9

46.8

State or
territory

Source: Population Projections, Australia, 2002-2101 (ABS cat. no. 3222.0), 2003.
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THE WORKING AGE
The size and structure of Australia’s future labour force is dependent on a wide range of
factors, including domestic and international economic conditions and policies relating to
education, labour force participation, employment and retirement. However, when looking
forward over a number of decades, ‘demographic factors tend to assume much more
important roles in driving the labour force than do cyclical (economic) factors’.(SEE
ENDNOTE 6)
The size of the population aged 15-24 years has implications both for labour supply (68% of
this age group participated in the labour force in 2003), and for education services (48% of
this age group were studying full-time in 2003). In each of the three main projection series,
people aged 15-24 years make up a smaller proportion of the population in 2101 (9%-10%)
than in 2002 (14%). In terms of the actual number of people aged 15-24 years, in Series A
this group is projected to increase, from 2.7 million in 2002 to 3.8 million in 2101. However in
Series B and C, with lower fertility and migration assumptions, the number of people in this
age group is projected to remain relatively stable or decline, to 2.7 and 1.8 million
respectively.
In 2003, people aged 25-54 years had the highest labour force participation rates and formed
the majority (69%) of the labour force.7 In each of the main projection series, people in this
age group form a smaller proportion of the population over time, declining from 43% of the
population in 2002, to just over one-third (between 33% and 35%) in 2101. While the number
of people aged 25-54 years initially increases in each of the three main projection series, in
Series B and C the number of people in this age range peaks and then begins to decline. In
Series B, the number of people aged 25-54 years increases from 8.5 million in 2002, to peak
at 9.6 million in 2035. In Series C, the peak occurs in 2025 at 9.0 million, and then this age
group declines to 6.4 million in 2101. In Series A, the combination of higher fertility, longer life
expectancy and more migrants contributing to the working age population results in a growing
number of people aged 25-54 years throughout the entire projection period. In this series, the
number of people aged 25-54 years increases to 12.5 million in 2101.
WORKING AGE POPULATION

Regardless of whether the size of the working age population grows or declines, its
composition is projected to shift towards the older age groups. While the proportions of the
population in the age groups 15-24 years through to 45-54 years are projected to decline, the
proportion aged 55-64 years is projected to increase slightly (from 10% in 2002 to around
11%-12% in 2101). The number of people in this older age group is projected to increase in
all three main series, from 1.9 million in 2002 to between 2.3 and 4.1 million in 2101.
Currently, people aged 55-64 years have lower labour force participation rates than the
younger age groups.(SEE ENDNOTE 7) If this trend continues, shifts in the distribution of the
working age population towards the older age groups may impact on future labour supply.
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Projections of the future size and structure of the working age population differ across the
states and territories depending on the assumptions made and the current age structure of
the populations. In Queensland, where population gains through both interstate and overseas
migration are assumed, the primary working age population (those aged 25-54 years)
increases in size under each of the projection series (by between 11% and 73% by 2051 ). In
New South Wales, Victoria, Western Australia, the Northern Territory and the Australian
Capital Territory, Series A and B project an increase in the number of people aged 25-54
years, while Series C projects decline. In Tasmania and South Australia, where fertility is
projected to remain below replacement level and net migration is assumed to either be
negative, or only marginally positive, the population aged 25-54 years declines under all the
main series. The number of people in this age group is projected to decline between 2% and
50% in Tasmania, and between 22% and 27% in South Australia by 2051.
Irrespective of an increase or decrease in the number of people aged 25-54 years, in all
states and territories, in all of the main series, the people in this age group are projected to
form a smaller proportion of the total population in 2051 than they did in 2002.
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Extract from the U.S. Department of Labor 2006 Budget 95
Strategic Goal 4 — A Competitive Workforce: Maintain
competitiveness in the 21st Century economy
This last strategic goal, A Competitive Workforce, addresses the issues facing us as
the Department adapts and prepares to capture the vision of the Department's 21st
Century Workforce initiatives and consists of two outcome goals:
Build a demand driven workforce system to address worker shortages and equip
workers to adapt to the competitive challenges of the 21st century.
Promote job flexibility and minimize regulatory burden.
Our first outcome goal — Build a demand driven workforce system to address worker
shortages and equip workers to adapt to the competitive challenges of the 21st
century — focuses on workforce gaps that are likely to occur, including labor
shortages for new and replacement workers, with an emphasis on knowledge workers.
The second — Promote job flexibility and minimize regulatory burden — focuses on
adopting innovative approaches for establishing an effective regulatory environment
and expanding workplace flexibility that are consistent with the changing nature of
work in the 21st Century. This goal is supported by the full complement of DOL
agencies.
Our country's economic development and global competitiveness depend on the
competitiveness of our workforce. To succeed, our policies must embrace the
emerging changes in our economy — in how we actually work, where we work, what
skills we need, and how we balance our professional and family lives.
While employers and workers bear ultimate responsibility for adapting to these
challenges, DOL has a leadership responsibility to support the needs of the changing
workforce and position the U.S. for continued economic development and growth. The
knowledge-based workplace will require a higher level of technical skills creating
opportunities for many to succeed, but carrying the potential for some to fall farther
behind. At the same time, an increasingly competitive and global economy will put
pressure on our regulatory environment. Historically, we developed our labor policies
and programs under conditions of labor surpluses and based our employment laws
and regulations on traditional, full-time, long-term work arrangements. Over the next
two decades, the relevance of these, and other assumptions will be challenged.
For a competitive workforce the Department will concentrate resources on those
workforce segments that have work experience and skills, but who also need skill
upgrades, desire to shift industries or occupations, or need help in readjusting to the
changing economy.
The Department requests $6.1 billion in discretionary budget authority in FY 2006 for
programs that strive to maintain competitiveness in the 21st Century economy. This
funding level in Strategic Goal 4 is primarily due to the shift of ETA resources
associated with Strategic Goal 1 in prior year performance budgets, namely the WIA
Plus Consolidated Grant program. This new alignment supports the Secretary's
priorities and focus for A Competitive Workforce.
As the 21st Century unfolds, the American workforce will evolve to something
different. Two powerful forces will transform the workforce and the manner in which
we work:
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A sharp increase in the demand for knowledge workers.
Greater use of alternate work arrangements that do not fit the traditional work
model.
These forces have significant implications for our economy and the way DOL
approaches its mission. Our challenge is to anticipate these changes to ensure that
our programs and regulatory processes address contemporary work environment
issues in a forward-looking way that contributes to economic growth, changing
technology, and the changing workplace.
Our future prosperity demands the world's most skilled and productive workforce. A
key aspect of meeting this challenge involves the long-term shift from goodsproducing to service-producing employment associated with the decline in
manufacturing employment and the dramatic increase in the demand for knowledge
workers — people whose jobs require formal and advanced schooling. Knowledge
workers now account for a third of the American workforce, outnumbering factory
workers by two to one. The demand for knowledge workers is outpacing supply,
resulting in attractive, high-paying jobs going unfilled. When companies do not find
the talent they need within our borders, they seek it abroad. Global competition will
reinforce the economic premium on knowledge workers, leaving low or unskilled U.S.
workers increasingly vulnerable.
The shift to knowledge work will reinforce the ongoing trend of “non-traditional” work
arrangements. Today, few workers can count on spending their entire careers within
one company. A recent BLS press release from the National Longitudinal Survey
states that “individuals held an average of 10.2 jobs from ages 18-38.” Full-time,
stable, long-term employment arrangements will continue to decline. Instead, a
growing number of workers will be part-timers, temporaries, consultants, or
contractors.
Competing demands for Americans' time are also increasing. Among the world's
industrialized nations, only the workers of Australia and Korea report working more
hours than American and Japanese workers. Many workers are struggling to meet
their family obligations, which have expanded in many cases to taking care of their
elderly parents. Consequently, the need to balance work demands and home life will
continue to be a growing concern.
DOL has made significant progress advancing labor issues for many years. However,
for us to provide essential leadership to meet future challenges, we are shifting to a
more forward-looking role that emphasizes:
Identifying high-growth careers that require some post-secondary education but
not four year degrees.
Identifying high-growth industries and the career ladders they offer.
Promoting training in industries with skill shortages through grants for training in
community and technical colleges.
Focusing on success by reforming Federal job training and employment programs.
Offering better, faster foreign labor certification.
Fostering a competitive economic environment.
Implementing practical, effective regulations and regulatory approaches.

Outcome Goal 4.1 — Build a demand driven workforce system to
address worker shortages and equip workers to adapt to the
competitive challenges of the 21st century.
The nation's future success will largely depend on our ability to continue to meet the
needs of employers for new and skilled workers. To this end, DOL is committed to
ensuring that the workforce investment system is responsive to the changing needs of
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business and is focused on linking job seekers with opportunities in high growth
industries. DOL will strengthen partnerships among the workforce system, business
and industry, education and training providers, and economic development agencies.
These partnerships are critical to understanding the skills demanded by the labor
market and will enable the Department to make informed investments in job training.
Furthermore, DOL will take the necessary steps to ensure that the tools and
information needed to understand emerging workforce issues are available. Finally, to
maintain the nation's competitiveness, the workforce investment system will reach
out to available workers, particularly in special target populations, so that there are
enough skilled workers to fill the jobs of the 21st century.
The Department's ability to contribute to maintaining a competitive workforce will be
assessed through our efforts to: develop more responsive workforce information by
establishing a research and information analysis agenda that contributes to our ability
to forecast emerging workforce issues; address worker shortages in sectors of the
American economy; and, build a demand-driven workforce system, with particular
emphasis on assisting high growth industries. Included in this outcome goal is $250
million for a second year of funding of the President's Community College Initiative to
provide Community Based Job Training Grants.
The youth population is once again a growing segment of our population. The majority
of jobs will continue to require workers who have acquired knowledge and skills via
two-year colleges, vocational training, moderate to long-term on-the-job training and
real work experience. The result for those who do not obtain the education and skills
that the workplace demands is quite clear. Since 1979, according to 2003 BLS data,
high school drop-outs are three times more likely to be unemployed than college
graduates, and real earnings of college graduates have increased 19 percent, while
those of high school graduates fell 5 percent.
To make our programs more comprehensive and supportive of the needs of youth,
adults, and business, we have adopted the following new principles and strategies to
guide our programs:
Strategies for Outcome Goal 4.1 include:
Establish a business intelligence and research function that identifies trends and
provides policy guidance.
Increase individual control over employment and training.
Improve the administration and delivery of services to trade-impacted workers.
Increase employment opportunities for persons with barriers to employment.
Increase opportunities for participation of low-income and hard-to-serve
populations in employment and training programs through partnerships with
community- and faith-based organizations.
Improve communication and collaboration among businesses, workers and
training providers.
Establish crosscutting strategic initiatives with other government agencies.
Stimulate investment in longer term and continuing training.
Build a demand-driven workforce system.
Improve the Foreign Labor Certification Programs.
Ensure that youth programs have a strong educational component.
Bolster opportunities for individuals with disabilities, minorities and disadvantaged
populations.
Equip individuals with the information they need to develop the knowledge, skills,
and abilities sought by the new economy.
Increase attainment of high school credentials.
Enhance the mix and relevance of career offerings in youth training programs.
Increase business and intergovernmental partnerships.
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U.S. Vice President Gore’s Partnership Program
SKILLS FOR A NEW CENTURY:
A BLUEPRINT FOR LIFELONG LEARNING 96
The Issue
As we enter the new century, preparing the nation's workforce is more important than ever before. The
impact of globalization is constant and permanent. Knowledge is growing exponentially, and changes - technological and otherwise -- will accelerate. Lifelong learning is imperative, and the rewards are
likely to be great.
This exciting new time demands new skills and knowledge, but many Americans are not fully able to
participate in our new economy. As a nation, we are not investing sufficiently in education and
training. Employers report difficulty finding the skilled workers that they need. Realizing America's
potential in the next century will require investments in education and learning for all Americans
throughout their lifetimes. Students must graduate from high school and college prepared to navigate
this constantly and rapidly changing time. They must be ready for a lifetime of learning.

Our Charge
Earlier this year, Vice President Gore convened a group of key leaders from business, organized labor,
education, and all levels of government. He asked the group to synthesize current thinking and
promising practices on workforce learning, and to issue recommendations for how the sectors it
represents can help Americans continuously acquire the skills they need for the 21st century workplace.
This document is the result.

Our Vision
We recognize that workforce learning is already receiving widespread attention from business,
organized labor, educators, and others. Many more exciting things are happening across the country
than could possibly be included here. Employers spend an estimated $60 billion annually on education,
training, and upgrading skills of their employees. Unions are working with employers to expand
education benefits for workers and their families through collective bargaining. Public institutions and
government programs invest billions. Individuals are investing in skills for lifelong employability. But
as changes accelerate and require ever-higher skill levels, continuous workforce learning is becoming a
more critical priority.
This challenge is too large and too complex to be met by any single stakeholder. If we want all adults - including the 40 million with low basic skill -- to have the opportunity to reach their full potential as
workers, parents, and citizens, then we must work together to create a culture of lifelong learning for
all Americans. We envision a 21st century in which American employers and employees will have the
skills they need to prosper, and in which integrated partnerships among stakeholders create the learning
environments and expectations necessary to continuously transform the workforce. Partnerships must
include students, workers, educators, employers, unions, and government and occur at all levels -local, state, regional, and national. Together we must make learning accessible, affordable, relevant,
and exciting. Only through collective efforts, integrated actions, and new thinking can we meet this
challenge.
We hope this document will accelerate current momentum around transforming the workforce and
serve as a catalyst to action that will spur colleagues not yet committed to this issue to get involved.
Our intent is to provide a "strategic start" toward changes in workforce preparation and to model the
types of partnerships that we believe are so important. The commitments on the following pages of
actions we will take in the coming year will become increasingly significant as they progress -- and as
new partners join these efforts.
96
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This conclusion leads to the Leadership Group's overarching recommendation:

Initiate new partnerships and collaborations among stakeholders from which a
host of workforce development efforts can be launched.
As a critical step toward achieving our vision, we commit in the coming year to encouraging interested
communities across the country to bring together key stakeholders to develop and implement local
strategies for achieving the scale and pace of lifelong learning necessary in the 21st century. We will
inform our local affiliates in participating communities of this opportunity and encourage their active
involvement. This includes asking our local affiliates to adopt the recommendations on the following
pages as appropriate locally.

Recommendations
We propose four key workforce learning goals to move America forward.
1. Deliver education, training, and learning that are tied to high standards, lead to useful
credentials, and meet labor market needs.
2. Improve access to financial resources for lifetime learning for all Americans, including
those in low-wage jobs.
3. Promote learning at a time and place, and in a manner that meets workers' needs
and interests.
4. Increase awareness and motivation to participate in education, training, and learning.
Recommendation 1:
Deliver education, training, and learning that are tied to high standards, lead to useful
credentials, and meet labor market needs.
Investments in education and training by students, employees, employers, and all levels of government
must result in Americans who have the skills needed to meet the skill requirements of their current jobs
-- and to prepare for future jobs. Our K-12 education system must produce the high levels of
performance that students need to be successful lifelong learners and responsible citizens. Education
and training programs must relate directly to skill needs, and lead to credentials that employers value.
Credentials will have an impact if employers use them in hiring and promotion decisions and if unions
encourage their members to earn them. Changing skill needs require colleges and other education and
training providers to continually modify and upgrade their programs based on input from local
employers and unions.
We recommend the following action steps to help meet this goal.
Action Steps
1. Incorporate skills of a high-performance workplace into workforce development
curricula. These skills -- such as those recommended by the Secretary's Commission
on Achieving Necessary Skills (SCANS) and skill standards for specific jobs -- include
the following: basic skills, thinking skills, problem-solving skills, resource
management, interpersonal skills, information analysis, understanding systems, and
using new technologies.
2. Promote a skills-based, portable documentation process that allows individuals to
maintain a record of acquired skills and gives employers a concrete way to measure
qualifications.
3. Support the use of industry-endorsed, skill-based certifications now being finalized by
the National Skill Standards Board, and support nationally-validated industry
standards that include academic, workplace readiness, and occupationally-specific
standards in the design and implementation of all workforce development initiatives.
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4. Support the development of a common assessment tool that is based on the crosscutting skills identified by the voluntary industry-led partnerships of the National Skills
Standards process.
5. Expand joint labor-management education and training programs, such as registered
apprenticeships, that provide employees with skills most valued in the local labor
market.
6. Participate actively on state and local Workforce Investment Boards.
7. Promote education, training, and learning as key tools for local and regional
economic development.
8. Open corporate universities to a wider audience, including teachers, administrators,
and school counselors.
9. Increase the training received by front-line employees.
10. Organize state and local advisory panels of employers to guide the development of
curricula for work-related programs of study in secondary, post-secondary, and
second chance programs.

Our Commitments
1. AT&T will strengthen its support of the development of an Academy of Information
Technology, a 9th through 12th grade curriculum aligned with the relevant academic,
employment, and workplace standards. The academy, being developed by the
National Academy Foundation (NAF) and the Center for Occupational Research
and Development (CORD), will be incorporated into existing high school programs;
curriculum will be delivered via CD-ROM, and teachers will receive professional
development. CORD will be the primary developer of curriculum, courses, and
professional development activity; NAF will build and sustain the nationwide network
of academies.
2. The National Association of Manufacturers will encourage its training partner,
General Physics, to design new curricula reflecting new national occupational skill
standards.
3. The National Alliance of Business will work with a growing network of local
business-led coalitions and workforce investment boards to advocate that all publiclyfunded training providers in the community meet industry standards. The Alliance will
also work with employers to increase the available information about skill
requirements in the workplace that can be used by local workforce investment
systems.
4. The Alliance for Employee Growth and Development, (AT&T/Lucent
Technologies/Communications Workers of America, AFL-CIO/International
Brotherhood of Electrical Workers) will volunteer to participate in the development
of any future national skills standards initiative and include the results in future course
design, will continue to deliver SCANS-related courses, and will map future course
designs for SCANS and other skill standards.
5. The Communications Workers of America, AFL-CIO (CWA) will contact all CWA
training programs and other labor-management programs to encourage them to
develop, integrate, and map SCANS skills into their various training initiatives.
6. Cisco Systems will map out and integrate high-performance workplace skills (i.e.
SCANS skills) into its workforce development program for high schools, colleges, and
workforce development programs, the Cisco Networking Academy.
7. Through a League for Innovation project funded by The Pew Charitable Trusts,
Central Piedmont Community College and other selected community colleges will
establish new standards for the community college sector, including identifying and
st
assessing learning outcomes of 21 century skills.
8. The U.S. Chamber of Commerce will encourage state and local chambers to work
with the workforce development boards and other workforce development to define
job-specific skills and training strategies to meet labor and skills shortages.
9. The American Association of Community Colleges will encourage the
development of local business advisory councils to build connections with community
colleges and develop occupational curricula, and will enhance existing partnerships
with business and industry to provide relevant, quality training programs.
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10. The American Council on Education will produce a new generation of GED Tests
that reflect the major and lasting academic outcomes of a high school education, with
an increased emphasis on the demands of the workplace and higher education.
11. The Business Coalition for Workforce Development, through which national
business organizations collectively have an extensive record of initiatives for
workforce investments and lifelong learning, will expand its efforts to promote
employer leadership in shaping new policies for comprehensive state and local
workforce investment systems that will be set up in partnership with local officials.
The advantages to both businesses and job seekers will be policies that ensure
services are demand-driven, competency-based, and results-oriented.
12. State Farm Insurance Companies will extend and increase its sponsoring of
participants in the Illinois State InfoTech program. Dialogue between the partners will
result in the preparation of workers for high-quality professional information
technology careers and help respond to the growing shortage of technology workers.
13. AT&T will strengthen its mutually-beneficial partnership, the "E-Alliance" with Ohio
State University, Miami University of Ohio, Steven's Institute of Technology,
North Carolina State University, and North Carolina A&T University to
collaboratively develop "networking" skills and knowledge in the IT industry and
among university graduates. AT&T will continue to provide financial and technical
resources to assist the universities in developing networking management curricula
and provide internships, cooperative education, distance learning, and employment
opportunities for students.
14. The National Association of Manufacturers will continue to urge its members to
spend at least three percent of payroll on education and training for employees.
15. Miami-Dade Community College will expand its partnership with business and
industry to develop cooperative education internships that support work-based
learning and create partnership programs for faculty to shadow employees who are
assigned to critical jobs.
16. The California Community Colleges will increase the number of degrees and
certificates conferred annually from 80,000 to 110,000.
17. The U.S. Chamber of Commerce will inform its members through the Chamber's
website and newsletters of the benefits to business of a skills-based portable
documentation process that allows workers to maintain a record of acquired skills and
that gives employers a concrete level of assurance of a qualified workforce.
18. The American Federation of Teachers will use its website and publications to
promote professional development and encourage teachers to pursue National Board
for Professional Teaching Standards certification.
19. The American Council on Education will strengthen its civilian and military
registries to provide lifelong learning transcripts for qualified Americans.
20. The AFL-CIO will post information on its website about how to establish joint labormanagement education and training funds, including sample contract language.
21. AT&T will continue to actively promote Tek.Xam, a new standardized certification of
technological literacy and problem-solving skills developed by the Virginia
Foundation for Independent Colleges for liberal arts students.
22. Empire State College will include skills certification and assessment of prior learning
in its transcript and certification center.
23. The Business Roundtable will extend its commitment to state-level education reform
focused on achieving world-class performance in our schools.
24. The National League of Cities will highlight ways for local government to integrate
education and training into economic development strategies, including publishing
articles in Nation's Cities Weekly.
25. The National Retail Federation and the National Institute for Literacy will partner
to pilot a training curriculum in several states through which businesses and trainers
will use Equipped for the Future (EFF) standards and retail skill standards for training
to prepare welfare recipients for work.
Recommendation 2:
Improve access to financial resources for lifetime learning for all Americans, including those in
low-wage jobs.
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All Americans must have access to financial resources for education and training, including knowledge
about how to apply for available resources. Too often students and employees do not know where to go
or how to apply for assistance.
We recommend the following action steps to help meet this goal.
Action Steps
1. Encourage employers to increase employees' continuous learning by communicating
the benefits, offering rewards and incentives, and devoting resources to the most
effective education and training programs.
2. Work to get greater use of employer tuition assistance plans and expand the use of
tax incentives for training and education, such as:
3. Section 127 (which allows employees to exclude up to $5,250 annually in employerprovided tuition assistance for non-job-related education);
4. Hope Scholarships (which allow a tax credit up $1,500 for students in their first two
years of college); and
5. Lifetime Learning Tax Credits (which allow tax credits for those students beyond the
first two years of college, or taking classes part-time to improve or upgrade their job
skills).
6. Encourage banks and other lending institutions to provide low-interest loans for
lifetime learning.
7. Work to get disadvantaged and other students -- including immigrants, senior
citizens, the unemployed, and underemployed -- into training for high-growth, highskill jobs and, when appropriate, provide financial and other support, such as
subsidized loans and scholarships.
Commitments
1. The American Council on Education (ACE) with the AFL-CIO and the National
Association of Manufacturers will expand ACE's "College is Possible" campaign to
include information for working adults about how to access workplace-based tuition
and scholarships. The AFL-CIO, U.S. Chamber of Commerce, and the National
Institute for Literacy will develop hyperlinks to the "College is Possible" campaign
websites that will direct businesses and others to important lifetime learning
resources for workforce preparation.
2. GTE, with the Communications Workers of America, AFL-CIO, and assistance
from the National Institute for Literacy and the U.S. Department of Education,
and will orchestrate a national platform that will increase funding, community
awareness, and support a wide diversity of adult literacy programs. It will include
launching a new fundraising effort that will enable all 21 million GTE telephone
customers to donate $1 per month to support literacy in their community by checking
a box on their monthly bill.
3. AT&T will strengthen its support for the Hispanic Scholarship Fund's efforts to
increase the number of Hispanic students in higher education through
communications programs and outreach activities. It will also expand its efforts to
provide financial support and mentoring to women and under-represented minority
graduate students in scientific areas of interest to the communications and
networking industry through the AT&T Labs Fellowship Program.
4. The California Community Colleges will convene a special task force to develop
strategies to increase public awareness about programs that help students finance
their education and increase the numbers of low-income students who successfully
apply for those funds.
5. Miami-Dade Community College will initiate activities to effectively use technology
and state-of the-art processing to provide the public with information on financial aid
opportunities.
6. The AFL-CIO will highlight and promote exemplary education and training programs
involving unions that serve unemployed and underemployed workers.
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7. The National League of Cities will publish a report about resources for incumbent
worker training that ALL 50 state leagues can publicize through their newsletters.
8. The National Institute for Literacy will publish a guide for employers on adult
education and literacy needs of the workforce, the GED, and how to encourage
workers to improve their basic skills.
9. The U.S. Department of Labor will expand America's Learning Exchange
(www.ALX.org) and America's Career Kit as a clearinghouse for information on
education and training offerings, financial resources, skill analysis, and job and wage
trends.
10. The U.S. Department of Education will partner with the U.S. Conference Board to
disseminate information about the economic benefits of workplace learning to
businesses and unions throughout the United States.
Recommendation 3:
Promote learning at a time AND place and IN A manner that meets workers' needs and interests.
Old formats of semesters, day-only classes, and multi-year programs no longer meet many workers'
needs. Education and training programs must become more responsive to the conflicting demands
faced by today's workers. New and powerful learning technologies allow for learning anytime at home,
at the worksite, and in other appropriate places.
We recommend the following action steps to help meet this goal.
Action Steps
1. Promote employee/employer partnerships that direct resources to career
development, including funds for career counseling, distance learning, childcare, flextime, and tuition.
2. Expand business/education partnerships that offer mentoring and work-based
learning.
3. Help get more qualified Americans into the workforce by using technology and
supporting the development and widespread dissemination of high-quality
instructional software for adult basic education, GED equivalency, and English as a
Second Language (ESL).
4. Support the accelerated development of varied, effective education and training
delivery methods, such as interactive learning software.
Commitments
1. Cisco Systems, the Communications Workers of America, AFL-CIO, and the U.S.
Department of Labor Veterans and Employment Training Service will develop
and pilot a new world e-learning delivery system that will allow transitioning military
and CWA union personnel to pre-assess their IT skills; take training anytime,
anywhere; and access hands-on skill development labs for IT training. Once this
system has been piloted and proven, it will be expanded to other needed
communities through a U.S. Department of Education grant managed by Arizona
State University.
2. State Farm Insurance Companies will increase the number of training courses
available to its associates via its Intranet, the Internet, CD-ROMS, and Interactive
Distance Learning Network, when those media are appropriate and effective. This
saves transportation costs, allows associates to receive training in their workplace or
via laptops and learning kiosks, and facilitates PROMPT training rather than waiting
for enough learners to form a class.
3. The United Steelworkers of America/Steel Industry's Institute for Career
Development will work with their 56 career development sites and other labormanagement programs to disseminate their high-tech "Modulized Basic Skills
Learning Continuum" -- a series of basic skills teaching packages that use cutting-
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edge technologies and were developed in collaboration with the U.S. Department of
Labor, the Adult Literacy Media Alliance, and others. Modules take adult learners
from the simplest to the most complex entry level basic skills learning environment,
and allow students to learn at their own pace.
The American Council on Education, the University of Wisconsin, and the U.S.
Department of Education will partner to put the external diploma program on
Internet. The External Diploma program is a performance-based high school
credentialing program.
The National Association of Manufacturers will expand its virtual university to
include access to adult basic education, GED equivalency, and English as Second
Language (ESL) materials.
The AT&T Learning Network Virtual Academy will provide on-line professional
development courses on curriculum integration for teachers and basic technology
training for the general public. Users will have the advantage of taking courses at
their convenience for college credits, certificates, or continuing education units.
The American Federation of Teachers, AFL-CIO, (AFT) will use its website and
publications to encourage state and local affiliates to participate in regional skill and
workforce development alliances and to educate affiliates and members about
resources available to assist the pursuit of education and training. AFT will also work
with business partners to seek funding for expanded distribution of "Hard Work Pays,"
a resource for middle school students to help them prepare now for getting in to
college when they graduate from high school.
Miami-Dade Community College will expand its offerings and will seek grants to
purchase WEB-TV and other technology to facilitate student access to coursework.
The AT&T Learning Network will strengthen efforts to support teachers in the use of
technology to help improve teaching and learning. This includes a variety of
resources, including online professional development courses for both curriculum
integration and technology training.
The California Community Colleges will provide all 106 of its colleges with the
ability to deliver program content to the workplace via satellite through expansion of
the CCCSAT network, and will increase the number of Internet-based courses that
can deliver training to employees' desktops through development of four California
Virtual University Regional Centers.
The U.S. Department of Education will partner with four states to develop a new
series of family literacy distance education programs that can be accessed by adults
and their children at home, at an adult education program site, or at a local
community center. The programs, along with instructional resources for teachers, will
be made available at cost to schools, adult education, Even Start, and Head Start
programs throughout the country.
The National Institute for Literacy will create an on-line catalogue for distance
learning opportunities for adult education and English as a Second Language (ESL).
The U.S. Department of Labor commits to establishing itself as a Lifelong Learning
organization, including launching a Lifelong Learning initiative for its employees. This
will include supporting opportunities for on-line learning.

Recommendation 4:
Increase awareness and motivation to participate in education, training, and learning.
Americans must recognize the short and long-term benefits of investing their time and resources in
education and training. Information on the options for learning must be presented regularly and in
practical terms.
We recommend the following action steps to help meet this goal.
Action Steps
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1. Create a mechanism whereby the local employers' education and training
requirements for hiring is known to all high schools, community colleges, community
organizations, unions, incumbent workers, etc.
2. Build upon an extensive network of over 600 local business-led coalitions, increasing
their efforts -- in partnership with schools, unions, community institutions, and local
officials -- to promote awareness about the importance of high quality education and
workforce investments for future prosperity.
3. Promote use of America's Learning Exchange (www.ALX.org), an on-line
clearinghouse for learning opportunities and a resource for information about financial
aid, consumer information, testing and assessment, career exploration, available job
openings, and labor market trends.
4. Increase research and evaluation on the value of training and continuous learning to
both companies and individuals, including the impact of training investments on
business profits.
Commitments
1. The Business Coalition for Education Reform will expand its initiative, doubling the
number of employers (20,000) requesting high school transcripts in the hiring
process, to emphasize for students the importance of academics in the world of work.
2. The American Council on Education and the AFL-CIO will undertake a coordinated
campaign in workplaces designed to increase the number of adults who take the
GED Tests to one million per year.
3. The Lila-Wallace Reader's Digest Fund, Harvard University's National Center for
the Study of Adult Learning and Literacy, the U.S. Department of Education, the
National Institute for Literacy, the National Council of State Directors of Adult
Education, and the National Coalition for Literacy, will host a national literacy
summit in February 2000. The summit, which will be modeled in part on Vice
st
st
President Gore's Summit on 21 Century Skills for 21 Century Jobs, will bring
together a broad group of stakeholders to create an action plan for how to close the
skills gap. The U.S. Chamber of Commerce, AFL-CIO, American Council on
Education, National League of Cities, and U.S. Department of Labor, will promote
and work with this and other partnership efforts to help Americans improve basic
skills. Northeastern University will sponsor a New England-wide regional
conference on literacy in cooperation with this effort.
4. The U.S. Department of Commerce will partner with the National Association of
Manufacturers and Women in Film to create and promote a national public service
advertising campaign to encourage teen to pursue technical careers.
5. Northeastern University and the Ray Marshall Center for the Study of Human
Resources at the University of Texas at Austin will organize community
stakeholders to promote skills development, lifelong learning, and improved job
access in the Boston and Austin areas. This will include: 1) helping convene
business, labor, government, community-based organizations, and other educational
institutions; 2) helping establish a set of goals and measures for workforce education,
training, and advancement; and 3) working to establish specific commitments from
stakeholders to provide literacy education, skill development, and on-the-job learning
opportunities for youth and adults seeking advancement.
6. AT&T will work with the National Action Council for Minorities in Engineering to
develop Information Technology industry case studies that will help inform students of
the skills needed to have successful career opportunities in the Information
Technology industry.
7. Miami-Dade Community College will open more one-stop career centers as part of
its role in welfare-to-work efforts in the greater Miami area.
8. The U.S. Chamber of Commerce will encourage local partnerships between
business and education that education teachers about the needs of business through
business internships for teachers, teacher training, etc.
9. The Education Excellence Partnership created by the Business Roundtable will
build on its public service advertising campaign to increase public understanding of
and support for the changes needed to achieve higher academic standards in our
schools.
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10. The Interagency Council on Adult Literacy of Delaware will conduct a public
awareness campaign directed to workers and an outreach campaign directed to
employers, conveying the impact that increased literacy can have on job success and
publicizing opportunities for literacy improvement.
11. The U.S. Department of Labor will work with other stakeholder groups to facilitate
their use of America's Learning Exchange (ALX) and America's Career Kit as tools for
their members. This assistance can include electronic linkages to stakeholder
websites, information for stakeholder publications and conferences, and other ways
to facilitate learners' use of this free on-line resource.
12. The SCANS/2000 Center at Johns Hopkins University and the U.S. Department
of Labor will work together to integrate the Career Transcript System into America's
Learning Exchange (ALX), adding 10,000 persons by Labor Day 2000.
13. The American Association of Community Colleges will actively encourage
community colleges to participate in the ALX network and will continue its role as a
key strategic partner in ALX.
14. The American Council on Education will provide ALX with information on all 3,200
GED Testing sites, and will publish information on accessing postsecondary
education and training in its newsletters, which reach over 50,000 educators.
15. The National Institute for Literacy will provide ALX with a comprehensive listing of
over 5,000 adult education and ESL programs nationwide, and will publicize ALX
among these programs.
16. Through its website (www.nlc.org) and its Workforce Development for Poverty
Reduction Project, the National League of Cities will highlight successful local
partnerships for lifelong learning that involve municipal government.
17. The U.S. Department of Education will partner with the Leadership Group, the
National Partnership for Reinventing Government, and other interested federal
agencies to launch a High Skills Communities Campaign to help communities
mobilize their resources to address local skill needs. Participating communities will
receive assistance in assessing their skill and educational needs, identifying potential
resources, and raising public awareness about the importance of lifelong learning.
18. The U.S. Departments of Education and Labor will expand and improve the use of
workplace learning BY SPONSORING a national conference that will provide
practical, hands-on technical assistance to interested employers and unions.
19. The U.S. Department of Labor -- in partnership with the U.S. Departments of
Commerce and Education, the National Partnership for Reinventing
Government, and representatives of business, organized labor, and educational and
community-based organizations -- will provide comprehensive lifelong learning
information for American workers through a single "portal" on the Internet.
20. By December of 2000, the National Institute for Literacy will publish a report that
will detail appropriate cost-benefit analysis tools that could help employers make
decisions about offering workplace literacy to employees.
NEXT STEPS
As this document was developed, Organizations outside the Leadership Group approached the group
with requests to be included in this effort by making a commitment that also works toward the group's
vision. Because we hope this document will be a catalyst for action across the country, we welcome
their commitments, which follow. We hope this document will encourage others to make similar
commitments.
1. Sallie Mae will work with interested members of the Leadership Group and other
organizations to develop regional partnerships that facilitate training in skills needed
to meet local labor market needs by providing affordable loans to finance relevant
training opportunities.
2. The Center for Adult and Experiential Learning (CAEL) will create demonstrations
of universal lifelong learning accounts in partnership with employers, government,
and the independent sector.
3. The Colorado Community Colleges will offer new e-commerce technical and
business programs on-line to meet the time/distance education needs of adult
learners.
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4. The American Society for Training and Development will work with its local
chapter network to education chapters on the availability of Johns Hopkins
University's SCANS/2000 Center and its initiative to create career transcripts. The
Society for Human Resource Management will work with its local chapter network
to educate them on the availability of the Johns Hopkins University's SCANS/2000
Center and its initiative to create Career Transcripts.
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Skills to Build America’s Future Initiative
U.S. Department of Labor
Employment and Training Administration 97
Industry Summary
Construction is one of our nation’s vital industries. It had a gross domestic product of over $480 billion
last year and now employs over 6.9 million workers. The future growth and prosperity of our country is
dependent on the ability to build the buildings and homes where we work and live and the roads that
get us there and back.
The Challenge
To build America’s future, we will need the skills and talents of a new generation of tradesmen and
women. According to the Bureau of Labor Statistics, between 2002 and 2012, there will be nearly 1
million new jobs for workers in the skilled trades – an increase of 15% -- and more jobs will continue
to open up as the men and women of the Baby Boom generation retire. To fill this demand, we must
inform young people and their educators, guidance counselors and parents of the higher education
opportunities, career options and earnings potential available in the skilled trades. Only through the
hard work and dedication of tomorrow’s skilled tradesme n can the United States maintain and improve
the critical infrastructure upon which our economy depends.
Meeting the Challenge
The Employment and Training Administration has spent several months meeting with construction
industry executives and human resource managers as well as labor union representatives to learn more
about the industry’s workforce, the job opportunities that exist and education and training required to
fill those opportunities. During those meetings, it was apparent that the industry also faced serious
challenges in recruiting and retaining new workers. To help meet this particular challenge, the Labor
Department established a partnership among industry/labor, educators and the workforce investment
system. The result is the Skills to Build America’s Future Initiative.
Founding Partners
The three major sectors of the construction industry – commercial, residential and transportation – as
well as unions representing the construction workers partnered with the U.S. Department of Labor’s
Employment and Training Administration to create the Skills to Build America’s Future Initiative. The
products and messages are designed for use by all construction industry stakeholders in their efforts to
promote the value of and career opportunities in the skilled trades. The founding partners of the
Initiative include:
Executive Branch: U.S. Department of Labor, Employment and Training Administration; U.S.
Department of Education, Office of Vocational and Adult Education
Industry: Construction Ind ustry Round Table, National Association of Home Builders
Labor: Affiliated international unions of the National Heavy and Highway Alliance including:
Laborers’ International Union of America; International Union of Operating Engineers; United
Brotherhood of Carpenters and Joiners of America; International Association of Bridge, Structural,
Ornamental & Reinforcing Iron Workers; Operative Plasterers’ & Cement Masons’ International
Association; International Brotherhood of Teamsters; International Union of Bricklayers and Allied
Craftworkers.
The Initiative
Launched in April 2004 by Labor Secretary Elaine L. Chao and the heads of the founding partner
organizations, the Skills to Build America’s Future Initiative is concentrating on addressing the
industry’s need to attract a pipeline of new workers in order to address the current and future shortages.
The Skills to Build America’s Future Initiative is designed to build national awareness of the
importance of skilled workers to our economy and nation; inform people about the training, education,
and apprenticeship opportunities available to those who want to join the skilled workforce; send the
message that careers in the skilled trades are plentiful, lucrative and fulfilling; and invite young people
and more experienced workers who are transitioning to new careers to pursue opportunities in the
trades.
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Action Plan
The actions taken under this Initiative by the Labor Department and partners are focused in the
following seven primary areas.
(1) Executive Agency Action – coordinate outreach efforts to educators with the U.S. Department of
Education, and use the Web site CareerVoyages.gov as the home for information concerning the
Initiative.
(2) State/Gubernatorial Outreach – ask Governors and/or State Legislatures to issue proclamations
promoting the skilled trades, include a link to CareerVoyages.gov on their page, and record Public
Service Announcements.
(3) Workforce Investment System Outreach – engage the national network of over 1,800
comprehensive One-Stop Career Centers, federal and state apprenticeship directors, and agency
national programs (Job Corps, Native Americans) in efforts to partner with local construction training
programs.
(4) Educational Outreach – issue joint letters to guidance counselors, co- host job fairs and other
events, and provide information to schools detailing the education and career opportunities available in
the skilled trades.
(5) Events – deliver speeches at middle- and high-schools, trade schools, skills competitions, and
graduations; participate in ribbon cutting ceremonies; visit new construction sites, etc., to promote
opportunities in the skilled trades.
(6) Media Plan – obtain earned media through speeches, press releases, op-eds, and celebrity
endorsements. The Labor Department will also purchase media time for TV ads, radio ads, and print
advertising.
(7) Sponsorships – Through Labor Department sponsorships with professional sports organizations, we
will secure radio and print ads on game/race day, athlete spokesmen, opportunities for “Skilled Trades
Day” activities at stadiums and race tracks with industry and educators, links from team sites to
CareerVoyages.gov, and other opportunities to project the message of opportunities in the skilled
trades.
Public Access Point for Information
http://www.careervoyages.gov
http://www.careervoyages.gov/skillstobuild-main.cfm
What should I do in preparation for the initiative?
• Establish relationships with representatives from construction industry sponsored apprenticeship and
training programs, associations, labor unions and companies.
• Identify where the job opportunities in the skilled trades are in your state and/or local community.
• Participate in any state-wide or industry-led “Skilled Trades Appreciation Day/Week,” activities.
What information and services can I provide to interested parties?
• DOL and the Skilled Trades Coalition will provide brochures, posters and other resources for display
within the one-stop offices.
• Provide a link to www.careervoyages.gov on your computer terminals available to job seekers in the
one-stop career centers. The user will have access to a variety of information to create an electronic
tool box for skilled trades information.
o Some resources currently available on the website include:
Profiles of different skilled trades occupations as well as information on growth of that occupation
by state.
Links for education, skills, earning potential and training requirements for each occupation
Specialized resources for youth, career changers, adults and career advisors
o Short term, future enhancements of the website will include:
Service Locator tool designed for user’s to easily locate information about construction industry
training and apprenticeship programs accessible to them by entering a zip code.
Ongoing updates on national activities in support of the Skills to Build America’s Future initiative.
Ongoing updates to downloadable tools and informational resources on the skilled trades.
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Labour economics seeks to understand the functioning of the market for labour. Labour markets
function through the interaction of workers and employers. Labour economics looks at the suppliers of
labour services (workers), the demanders of labour services (employers), and attempts to understand
the resulting pattern of wages, employment, and income. It is an important subject because
unemployment is a problem that affects the public most directly and severely. Full employment (or
reduced unemployment) is a goal of many modern governments.

Two ways of analysing labour markets
There are two sides to labour economics. Labour economics can generally be seen as the application of
microeconomic or macroeconomic techniques to the labour market. Microeconomic techniques study
the role of individuals in the labour market. Macroeconomic techniques look at the interrelations
between the labour market, the goods market, the money market, and the foreign trade market. It looks
at how these interactions influence macro variables such as employment levels, participation rates,
aggregate income and Gross Domestic Product

The macroeconomics of labour markets
The labour force is defined as the number of people employed plus the number unemployed but
seeking work. The participation rate is the number of people in the labour force divided by the size of
the adult population (or by the population of working age). The unemployment level is defined as the
labour force minus the number of people currently employed. The unemployment rate is defined as
the level of unemployment divided by the labour force. The employment rate is defined as the number
of people currently employed divided by the adult population (or by the population of working age). In
these statistics, self-employed people are counted as employed.
Variables like employment level, unemployment level, labour force, and unfilled vacancies are called
stock variables because they measure a quantity at a point in time. They can be contrasted with flow
variables which measure a quantity over a duration of time. Changes in the labour force are due to
flow variables such as natural population growth, net immigration, new entrants, and retirements from
the labour force. Changes in unemployment depend on: inflows made up of non-employed people
starting to look for jobs and of employed people who lose their jobs and look for new ones; and
outflows of people who find new employment and of people who stop looking for employment.
When looking at the overall macroeconomy, several types of unemployment have been identified,
including:Frictional unemployment — This reflects the fact that it takes time for people to find and
settle into new jobs. If 12 individuals each take one month before they start a new job, the aggregate
unemployment statistics will record this as a single unemployed worker. Technological change often
reduces frictional unemployment, for example: the internet made job searches cheaper and more
comprehensive.
•

•

•

Structural unemployment — This reflects a mismatch between the skills and other attributes of
the labour force and those demanded by employers. If 4 workers each take six months off to retrain before they start a new job, the aggregate unemployment statistics will record this as two
unemployed workers. Technological change often increases structural unemployment, for
example: technological change might require workers to re-train.
Natural rate of unemployment — This is the summation of frictional and structural
unemployment. It is the lowest rate of unemployment that a stable economy can expect to achieve,
seeing as some frictional and structural unemployment is inevitable. Economists do not agree on
the natural rate, with estimates ranging from 1% to 5%, or on its meaning — some associate it with
"non-accelerating inflation". The estimated rate varies from country to country and from time to
time.
Demand deficient unemployment — In Keynesian economics, any level of unemployment
beyond the natural rate is most likely due to insufficient demand in the overall economy. During a
recession, aggregate expenditure is deficient causing the underutilization of inputs (including
labour). Aggregate expenditure (AE) can be increased, according to Keynes, by increasing
consumption spending (C), increasing investment spending (I), increasing government spending
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(G), or increasing the net of exports minus imports (X−M).
{AE = C + I + G + (X−M)}

The classical microeconomics of labour markets
Economists see the labour market as similar to any other market in that the forces of supply and
demand jointly determine price (in this case the wage rate) and quantity (in this case the number of
people employed).
However, the labour market differs from other markets (like the markets for goods or the money
market) in several ways. Perhaps the most important of these differences is the function of supply and
demand in setting price and quantity. In markets for goods, if the price is high there is a tendency in the
long run for more goods to be produced until the demand is satisfied. With labour, overall supply
cannot effectively be manufactured because people have a limited amount of time in the day, and
people are not manufactured. A rise in overall wages will, in many situations, not result in more supply
of labour: it may result in less supply of labour as workers take more time off to spend their increased
wages, or it may result in no change in supply. Within the overall labour market, particular segments
are thought to be subject to more normal rules of supply and demand as workers are likely to change
job types in response to differing wage rates.

Information Approaches
Since the 1970s some attention has shifted to the information characteristics of the labour market. In
the classical model it is assumed that both sides know how much work effort and marginal product the
employee contributes. In many real-life situations this is far from the case. The firm does not
necessarily know how hard a worker is working or how productive they are. This provides an incentive
for workers to shirk from providing their full effort — since it is difficult for the employer to identify
the hard-working and the shirking employees, there is no incentive to work hard and productivity falls
overall.
The methods used to overcome this type of problem have been studied by modern labour economists.
One solution used recently (stock options) grants employees the chance to benefit directly from the
firm's success. However, this solution has attracted criticism as executives with large stock option
packages have been suspected of acting to over-inflate share values to the detriment of the long-run
welfare of the firm.

Criticisms of labour economics
One critique of standard economic analysis of labour markets is that it does not account for the
importance of social networks in the employment process. This view holds that personal connections
are key for both workers and employees. Hence, employees are more likely to apply for jobs where
they have a personal connection, and are more likely to be hired if they apply.
More generally sociologists and political economists claim that labour economics tends to lose sight of
the complexity of individual employment decisions. These decisions, particularly on the supply side,
are often loaded with considerable emotional baggage and a purely numerical analysis can miss
important dimensions of the process.
Also missing from most labour market analysis is the role of unpaid labour. Even though this type of
labour is unpaid it can nevertheless play an important part in society. The most dramatic example is
child raising. Unpaid work is typically ignored because it is difficult to measure and there is no agreed
upon method of incorporating it into standard analysis. When the unpaid labour variable is ignored, the
model’s conclusions might be biased.

Adapted

from

http://en.wikipedia.org/wiki/Labour_market
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Australian Capital Territory
New South Wales
Northern Territory
Queensland
South Australia
Tasmania
Victoria
Western Australia

Area Profile
Working Age Population (15-64) : 13 937 000
Employment Rate (15-64) : 71.7%
Unemployment Rate : 4.5%
Participation Rate : 64.8%
Teenage Full-Time UE Rate (15-19) : 20.7%
Teenage Full-Time UE to Population Ratio : 4.4%
Source : ABS Labour Force Survey. The working age population and employment rate are
January 2007 data, the unemployment rate, participation rate, teenage full-time
unemployment rate and the teenage full-time unemployment to population ratio are
seasonally adjusted January 2007 data
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Victoria

All Gippsland
Barwon-Western District
Central Highlands-Wimmera
Goulburn-Ovens-Murray
Loddon-Mallee
Melbourne

Area Profile
Working Age Population (15-64) : 3 457 600
Employment Rate (15-64) : 71.4%
Unemployment Rate : 4.9%
Participation Rate : 64.5%
Teenage Full-Time UE Rate (15-19) : 20.9%
Teenage Full-Time UE to Population Ratio : 3.4%
Source : ABS Labour Force Survey. The working age population and employment rate are
January 2007 data, the unemployment rate and participation rate are seasonally adjusted
January 2007 data and the teenage full-time unemployment rate and teenage full-time
unemployment to population ratio are 12 month average data to January 2007.
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Labour Force Region

Barwon-Western District

Area Profile
Working Age Population (15-64) : 241 300
Employment Rate (15-64) : 72.5%
Unemployment Rate : 6.2%
Participation Rate : 63.6%
Teenage Full-Time UE Rate (15-19) : 21.5%
Teenage Full-Time UE to Population Ratio : 4.4%
Source : ABS Labour Force Survey. Data are three month averages to January 2007 except
for the teenage full-time unemployment rate and teenage full-time unemployment to
population ratio which are 12 month averages to January 2007.
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Employment Service Area

Geelong

Area Profile
Unemployment Rate : 6.5 %
Job Seekers : 11 061
Ave Job Seeker Age : 34
Ave Job Seeker Unemployment Duration : 26 months
Source : DEWR adminstrative data December 2006 except for the unemployment rate which
is a DEWR Employment Service Area estimate, derived from DEWR's Small Area Labour
Markets Statistical Local Area estimates September quarter 2006.
'Job Seeker' is defined as persons registered and active with Job Network.

135

Excerpt from G21 draft Strategic Plan
Appendix 9

136

Excerpt from the Executive Summary from the ‘Taking
Action – Skilling the Region’ forum
Appendix 10

137

Excerpt from NCVER ‘International Insight’
Appendix 11
Charting a career essential to life's journey 99
The continual development of new technologies and ways of working, and the subsequent need for lifelong
learning, has pushed career guidance up the policy agenda ladder internationally—so says the European
Training Foundation (ETF) in a review of career guidance published in 2003.
Changes in society today, particularly in learning and work, are creating an increasingly complex array of
choices and challenges for education and employment, so much so that career guidance is now an essential
part of an individual's life-planning processes. In simple terms, career guidance can be described as
'services intended to assist people, of any age and at any point throughout their lives, to make educational,
training and occupational choices and to manage their careers' (OECD 2004).
The availability and effectiveness of career guidance impacts on a nation's economic and social well-being.
There is 'widespread consensus that access to guidance is central to constructing a competitive,
knowledgebased economy, advancing active employment and welfare policies, and to social
inclusion'(CEDEFOP 2004).
A search of literature shows an increasing amount of research into career guidance in recent years.
In some European countries, there is a clear acknowledgment of the importance of career guidance to the
individual (ETF 2003). Watts and Sultana (2004) report that career education is being included in school
curriculums, in some instances as a separate service from other school-based functions. Career
management courses, opportunities for work experience and profiling and portfolio systems are also being
introduced within the tertiary curriculum.
The ETF also reports a number of other developments, including: integration of career guidance with other
services to encourage clients to be more proactive in searching for information and making decisions;
improved articulation of professional qualification and service standards for career guidance practitioners;
enhancement of cross-sector collaboration; nd the 'borrowing' (particularly in Europe) of policies, strategies,
tools, resources and training in guidance services from other countries.
Information communication technology based systems of career guidance are also being developed. Watts
and Sultana (2004) point to the online national career information system in Australia,
www.myfuture.edu.au, as a good example. They also report that in most countries career guidance is
provided through publicly funded services or employers. Only in a few countries (notably Australia, Canada,
Germany, Netherlands and the United Kingdom) is there a market, albeit quite limited, for fee-for-service
career guidance.
While these developments hold much promise, there are numerous issues still to be resolved.
Career guidance continues to be seen by many governments as a marginal activity (ETF 2003).
Consequently, it is rare to find dedicated leadership positions in career guidance and the career guidance
services of large-scale providers, such as schools and public employment services, are typically conducted
by people with other responsibilities, such as teaching and helping people with personal and study problems.
Many of these practitioners do not have specialised qualifications and training in career guidance (OECD
2004).
The OECD (2004) and ETF (2003) reports also identify a number of other factors that can be detrimental to
the quality and effectiveness of career guidance provision. For example, tendencies to emphasise provision
of information rather than guidance and to focus on immediate decisions at the expense of longer-term
career management is a concern. They also suggest that much of the guidance is aimed at the individual
when, in some cases, group approaches would ensure wider and more economical access to guidance
services.
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Other ways in which they say career guidance could be made more accessible to people include self-help
programs (such as those provided on the a myfuture website), creation of open-access resource centres,
use of community members and wider use of support staff.
In the case of career guidance for adults, services can often be quite limited and provided in the context of
public employment services. They tend to be remedial in nature and narrowly targeted to the unemployed
with an immediate goal of finding them employment (EFT 2003). Gaps can also be identified in the career
guidance provision for special groups, such as the disabled, migrants and refugees.
Within schools, Hughes and Karp (2004) reporting on the United States warn that, career guidance for
school students tends to focus on short-term employment outcomes with few lasting benefits. The OECD
(2004) warns that when schoolbased career guidance is provided by schools themselves, it can be too
remote from the labour market, too much linked to the self-interests of particular institutions and too
subordinate to personal and study guidance if it is provided by those who are not career guidance
specialists.
There is increasing recognition of the importance of career guidance—to the individual, to industry and to the
economic and social well-being of a country. It is a fast developing field and there are still many issues to be
resolved. But most importantly, something is happening—services are being developed and refined and
people of all ages and backgrounds are now reaping the benefits of more systematic, comprehensive and
accessible career guidance services.
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Career Update: Age does not weary them
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By Helen Bennett
Mature age workers are not a burden to a business, they are an asset, writes Helen Bennett.
THE concept of a wave of retirees motoring around Australia, caravan-towing and seemingly carefree, may
be about to change. According to a survey of more than 1300 people by specialist recruiter Hays Age
Advantage, one in two employees expects to work full-time past 60 and 34 per cent expect to work parttime or on contract from time to time. That leaves just 18 per cent who are looking forward to retiring.
The Government's advice that we need to look to self-funding our retirement along with the changes in
superannuation law means more and more people are considering continuing to work in one form or
another.
However, financial reasons aren't the only ones. While the most common reason is financial, other reasons
include retaining a sense of purpose and remaining mentally active.
Accountant John Large, 62, of West Ryde, says he believes he still has a lot to offer: "I feel I have a
responsibility to return something to the younger workforce. I had good mentors when I was coming
through the ranks and I'd like to be able to offer that to others.''
Large was employed by the ABC before taking early retirement due to ill health, but on recovering after
eight months his wife pointed out that he simply wasn't ready to retire. ``I'm much happier working and
while I still have all my faculties, it's much better if I do work.''
Large does contract work and says he's found the assistance of Plus40, an employment, training and
advocacy service for mature aged Australian workers, to be invaluable.
"They're very supportive of their associates and members and have a very good reputation with employers,''
he says. Organisational psychologist and Plus40 director Paul Dickinson says mature aged workers are the
answer to Australia's skills shortage, and with specialist skills in demand plus an ageing workforce,
employers will increasingly rely on mature skills in the future.
"Research shows that mature-age workers have qualities valuable to business including experience, loyalty,
corporate knowledge, commitment, strong work ethic, reliability and low absenteeism,'' Dickinson says.
An attitudinal study conducted by BIS Shrapnel found that almost half of Australians aged 40-60 believed
that employers think employees have a "use-by date'', and that date is 50 years.
Dickinson says that given the rapidly ageing population this gap in attitude is worrying.
"Australian employers face a crisis over the next decade. We have an ageing workforce and an ageing
population and there simply will not be the number of workers to fill the expected labour force requirements
if we ignore this demographic. All Australians must change their attitude towards mature people.'' The
Australian Bureau of Statistics forecasts that between now and 2016 more than 85 per cent of all new
employment growth will be in the plus-40 age group, while only 7 per cent will be in the age group of 35
and below.
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This opens up a world of opportunities for experienced workers around the country. "This is the ideal time
for mature workers to be looking for jobs,'' Hays Age Advantage director Catherine Foley says. "With the
people and skills shortage employers are pulling out their hair.''
But changing the mindset of employers to regard older workers as a valuable resource rather than having a
use-by date is a challenge. Businesses often discriminate against older job applicants, using the "overexperienced'' euphemism to disguise their ageist bias. "Employers need to change their attitudes but the
jobseeker also needs to recognise that sometimes they might need to reskill or upskill themselves and invest
some time and effort into that,'' Dickinson says.
Last month Prime Minister John Howard came out in support of the need for Australia to upskill its existing
workforce as a means of addressing the skills shortage when he said "we've got to get away from this idea
that skills preparation and skills training is all about what happens at the beginning of your working life, and
get to a situation where it includes what happens halfway through your working life.''
Dickinson says it is more cost-effective to employ a mature worker because they stay double the time that
younger workers do. "Generally the Y generation will leave a position every two years or so, therefore that's
costing your business a fortune.''
He says older workers are able to relate to customers as the population aged, and his organisation is finding
that some businesses are starting to realise they actually want mature workers behind counters to talk to
customers of the same generation. "They can relate to the customer over 40, they've had the experience.
They can better understand financial needs, emotional needs -- all the general needs that you want your staff
member to relate to and so deliver a positive experience for the customer.
"Lots of people have to work for financial reasons but they also deserve that right to work. However it's not
about a charitable exercise for employers, it's realising the value these people add to their business. It's not
about doing the right thing, it's simply good logistics.''
STRATEGIES FOR OVER-60s
•
•
•
•
•
•
•

Identify industry sectors facing skills shortages.
Set realistic goals based on an understanding of the market place.
Consider training such as technical refreshers and IT courses, updating communication and writing
skills, and "soft skills'' training such as presentation and dealing with Gen X and Y.
Maintain professional networks.
Consider part-time, contract and temporary work.
Consider voluntary committee work, not-for-profit organisations, consultancy work, TAFE teaching,
consultancy, assisting family members in business.
Consider applying to a recruitment service specialising in assisting mature-aged workers.

By Helen Bennett, The Weekend Australian, November 25, 2006.
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