Skills Audit and Strategy Workshop Notes ACT – 11/07/08

Overview of workshop attendees (convener notes)
· 26 people attended

· Lots of Commonwealth Government staff – DEEWR and DEWHA
· Agri- Business and EE – both National Industry Skills Councils

Workshop Notes (will overlap with input from attendees, at end)
General (convener notes)
· Skewing of data could be – urban utilities down sizing could mean skills needs transferred to other groups; lack of response from some groups eg LG, regional, irrigation etc

· Acknowledgement that the numbers may overlap with other sectors eg electro-electro-technology, instrumentation and control
Issues (convener notes)
· Timelag to develop secondary students with maths and science

· Technical migrants

· Increase productivity of engineers (and other skilled workers)

· Lack of middle mgt people 

· Lack of middle mgt people at unis

· Definition of water industry by training package – could help define the package
· Changing skills requirements – eg water treatment plants – now IT skills, elect instrumentation, chem. Eng etc process engineering 

· Lack of career advice

· New demands/occupations

· Is there a requirement for a particular task

· Transportable qualifications and mandatory licensing

Issues (from whiteboard) (convener notes)
· Global changes/impacts – eg climate change, growth, social sustainability

· Water industry has changed – skills needed are much broader

· Private didn’t invest in training 

· Utilities – 70s/80s/90s – outsourced. Not recruiting. Unis and government – not investing in training (commercial drivers)

· School leavers exposed to higher education rather than trades

· Lack of investment in infrastructure (PPP not eventuating. Protect credit rating)
· Water price. Revenue is cash cow

· Private – less government support for interns, cadets, trainees. Profit cap on public jobs liability – competing
· Skills crisis now

· Lack of water teaching and teachers

· Water industry not having attractive offers – eg engineering, law

· Overall labour shortage

· Gen Y want quick results – training industry not responded
Why has this happened? (convener notes)
· Economic rationalism – lean utilities, with outsourcing of many functions, lack of recruitment through 80’s  

· Same commercial drivers apply to govt and unis and industry
· Management focused on economics, not technical skills

· Return on investment (commercial drivers)

· Lack of internships, cadetships

· Government support/interest for cadetships etc

· Lack of investment in infrastructure

· Good debt/bad debt, credit ratings

· Water pricing

· Justification to independent regulator

· Cash shortages

· Profit capped on public projects around 10% and unlimited liability – disincentive to invest in training
· Co-oper scholarships – supporting students thru uni eg BHP and then water industry employing them after

· Lack of contributing to the pool of human skills resources
· Expertise of teachers in science/maths
· Career opportunities for scienctist/engineers – went to other fields, not engineering e.g. Accenture, more attracted to law, accounting etc
· Lack of labour and skills 
· Gen Y looking for something not offered by the current training and education
· Changing face of the water sector leading to new skills
· Increase in univ outcomes from school leavers, rather than trades
· Private industry also didn’t invest in the workforce
· World change – climate, skills, new technology
· Growth – social sustainability implications

Strategies (convener notes)
· Job redesign - Improve procurement of engineering skills and services, and contracting processes
· Expand nature of workforce to include more women, more part-time work

· Recycling/ re older workers

· Schools based training resource programmes – need funding

· Lack of national programmes in community engagement

· Accelerate length of training

· Australian Technical Colleges

· Triple bottom line approach – economic, social, environmental

· New approach to tertiary education – students pick and choose and then aggregate for a degree

· Roaming teaching – face book etc

· Remote learning plus intensive periods of teaching

· Required training budgets – training guarantee levy

· Indentured scholarships

· Public/private sector investment in cadetships, scholarships: universities; 

· Reform or remove HECS

· Long term planning for those trained now to have jobs in the future

· More flexible pathways - traineeships, cadetships

· Training pathways, link full wages to life long learning – staged learning

· Use the expertise in the industry to teach/train - offer incentives for industry experts to learn to teach
· Biggest increase in employment market – over 45, they still offer a 20 year worklife, attract women

· Highest area of unemployment in indigenous- attract and retain

· Flexible work practices – 95%

· Education and training should focus on fundamental and general knowledge

· Build training into contracts

· Revenue returned to T&D

· Changing funding models for pps, trainees, partnerships

· Skills recognition for existing workers

· Return on Investment to WSAA

· Labour supply

· Increase careers in water awareness but selling as environment

· HECS incentives – scaled HECS debt repayment

· Workforce development strategies – women, indigenous

· Policy frameworks – climate change implications
· Long and short term strategies

· Immediate demand for occupations – eg hydrographer
· Look at Pacific/Asian region

· Skilled occupation demand for water

· Salary packaging to increase attractiveness

· Develop national joint industry/gov courses
· Uni/vet to offer a wide range of courses as they address climate change

· Flexible delivery of education

· Strategies to retain and upskills online

· Skills registers

· Job seekers – targeting

· Tailor jobs to the demo of an area?

· Flexibility to respond to a changing world

· Industry engagement with school and teaching

· Holistic reform – by government and industry, many existing programme  need to be promoted

· Industry workforce development

· Incentives - apprentice fee top up, wage top up etc
· DEEWR already doing a lot – needs to be promoted, advertised

· Industry needs to implement its own strategies

My ideas (AM)
· Retain senior workers
· Agreed core knowledge sets – then specialize
· HECS incentives – scaled HECS debt repayment/ pay through TAX 

· Add working visa onto students visas
· Analyse available options to address shrot term – medium and long term programme

What’s working/under development or used to work before being discontinued? (convener notes)
· Careers Advice Australia organisation

· Transitions programme – NICS, RICS, LCPs
· Promotion of science and maths etc eg Questacon

· Promoting water reuse – eg  Questacon to promote science/maths education to reach into schools

· Funding to come to Canberra House – could come to Questacon

· Productivity Places

· Holistic approach – national organisation to aggregate the information, advocate; AWA and WSAA

· Apprenticeships incentives

· Rural scholarship for uni

· Nursing gets discount on HECS fees

· Workforce Development tool

· Mining Association has skills as a top priority

· FF – appoint a person funded by govt to focus on workforce development
· Less licenses but more national approach

· NCVER capacity of the region not but industry 

· PPP, Apprentice Inc

· Compared with mining association where people and training are top priority

· COAG – no more licencing?

Blocks (convener notes)
· Labour shortages

· Increase collaborative

· Libraries – read more and increased access to libraries

· Increase distance/on-lien education

· E&T responsiveness to industry 

· Links to tying to Murray Darling activities

Issues (contributed by attendees)
Industry image/definition

· Structure of workforce – age, gender

· Increase awareness of careers – young people, graduate, more skilled/technical careers

· Widen workforce

· Equip Australia as a water leader to assist less developed countries

· Industry definition

· Water industry image

· Define the industry boundary

Training 

· Use of science in management
· What are the emerging occupations?

· National training starting to be developed

· A long-term issue – workforce planning in context of population policy. If Australia restricts population growth in the future need large productivity lift

· Future of the industry – requirements, what skills will we need, capacity to deliver these skills/education

· Geographic spread of training providers

· Investment – who pays? How do we get it past independent regulators?

· Need for new skills – for wastewater treatment, WSUD, Stormwater re-use

· Skilled operators – competency. Not glorified labourers

· Training opportunity for full-time workers

· Who educates the educators? Where are the educators going to come from?

· Potential of traineeships not realized – attract and retain

· Re-education of land owners/farmers – primary users of water irrigators. NRMs can do this. Audit of all irrigators

· Remote and distance education

· Planning and upskilling in new technologies in response to shift to green economy
· Raise profile of water education related opportunities. Boutique occupation. Flavour of decade

· Need for cross-discipline skills

· Capacity and capability to deliver in a competitive market

· Capacity to deliver skills in numbers needed

· Flexible/responsive tertiary education delivery

· Universities need to start working with the water industry – better coordination

· Crawl before walk. Integrate water education into other technical courses – lower level cert II (? And III) courses – higher education

· Availability and take up of apprenticeships and cadetships

· How is the skills strategy going to be implemented?

· Upskilling existing employees
· Changing nature of water sector and workforce

· Mandated qualifications for key roles

· New skills development pathways

· New regulations training impacts

Management

· Take responsibility for promotion of occupations within industry
· Methods of analysis. Workforce development requirements

· Increase efficiency. 20th Century practices for procurement of knowledge based services waste professional time (on both sides) and large amounts of money, all of which ends up as a cost. Improved practices and increased efficiency could have the equivalent of a 10 per cent increase in employees

· University employer integration

· Water security (food security)

· Evidence-based decision making

Skills/qualifications

· Underpinning skills knowledge of operators (vs plumbers)

· Need for national industry qualifications – ie water plant operators (national certification) program

· Skill set vs qualification

· Lack of training/recruitment of water industry professionals in 1980s and early 1990s 

· Education to meet new and emerging water industry needs

· New skills emerged (eg water trading, environment water) cross-discipline

· Skills definitions and relevant training opportunities

· Climate – greenhouse energy technologies – new technologies, new skills

· The multi-skilled worker – industry or cross discipline

· Changing skill set requirements of industry

Retention

· Retention strategies particularly aimed at younger generation – average tenure of Gen Y 1.1 year

· Discrepancies in pay rates between water industry and mining industry

· Time lag – to increase production of engineering and science graduates. Need to focus on 11-13 year olds to pursue maths, physics chemistry etc and they will be 20-21 years old at graduation – 8-10 years lag

· Develop superannuation strategies to retain older workers

· Workplace flexibility

· Age profile

· Workforce flexibility. Strategies? Ie part time work, job sharing

· Age/skill profile of professionals and paraprofessionals imbalance

· Retention

· Why do people leave the sector? Retention strategies

· Fundamental issues why people are leaving/don’t choose the water industry

· Retention

· Retention strategies

· Potential for retention through training scholarships

· Retention strategies especially for aging expertise

· Better informed career choices by young people leads to improved retention

· Flexible workplaces

Attractiveness

· Water industry needs to be an employer of choice

· Improve attractiveness of industry – thinking outside the box

· Attractive package to work in rural water sector compared to urban sector

· Provide young people with opportunities to experience the industry

· Attraction

· Attracting people to science

Competition

· Competing industries
· Cross sector competition. Attracting a limited pool of talent relevant to the water industry will create tensions in other sectors, so not a sustainable solution for Australia

Demographics

· Productivity of existing/incoming staff – use of technology; and change of expectations re: structure of work. Age profile of workforce – development of all staff

· Age

· % of workforce planning to retire in next 5 years

· Attraction across all age groups

· Address age demographic issues – encourage mature workers to postpone retirement (p/t work, job share etc). Mentoring – until skill base of younger workers increases

· Age profiles – lack of middle management effect on research/information provision – ie no young academics mid-career

· Gender

· Widen workforce (esp professional partners who decide to take care of their own kids)

· Holistic

· Utilisation of 457 visas

· Changes in policy not reflected in training for skills eg planning, hydrologists, river management

· Age profile of workforce

Strategies (contributed by attendees)
Government – funds, policy and regulation

· Increased government funding
· Funding models and skills sets not only full qualification – include PPP

· Government sponsored financial incentives in universities/TAFE

· Incentives and benefits to train

· Free/low tuition fees. Training courses for - 1. retraining for restructuring of labour force eg engineering and 2. generation Y

· Leading edge procurement processes to better utilise scarce skills – governments

· Training guarantee levy or equivalent – ‘smarter Australia’

· % revenue allocated to skills development VET and Uni

· Water pricing to cover real costs including strategic development and training

· Review government procurement policy for water infrastructure (possible greater private investment and ownership)

· Governments interfere less in public sector providers and so they can reflect market better – dividends, salaries and strategies

· Provide workforce development tools

· More efficient contracting processes

· Reduce HECS or loan fees for students in maths and science

· Incentives – HECS assistance – assistance increases the longer you stay in the industry. Bonded scholarships. Fee help. Target people who will actually want to work/stay in the industry

· Provision of more/better funding for VET system

· Provide increased incentives/subsidies to industry to encourage investment in training

National

· Strategy has to be holistic, including - industry actions (via skills taskforce?); and government actions (via GSA, DEEWR etc)
· Career Advice Australia is a national network reaching all young people (13-19 years old). Use the network!

· Australia wide training providers
· Develop employment strategies across industry

· Locate discussions/strategies in the broader policy issues of climate change and smarter workforce

· Consider short-term v. med-term strategies

· Are there immediate demands for occupations? How can these be solved?
· Flexibility – world will change

· Fragmentation of effort

Incentive to train

· Requirement by government for minimum training budget when contracting work out

· Job seekers source targeted training. Financial incentives for employment service providers

· Include requirements for training/trainees in infrastructure contracts

· Reform/remove HECS to encourage study in science and engineering and teaching

· Training/skills development legacy requirements on major projects

· Introduce incentives for cadetships and apprenticeships to industry

Qualifications required

· Minimum skills standards across industry for operators

· Mandate minimum qualifications for professionals/operators at a national level

Industry

· More flexible work practices

· Workforce flexibility. Workshop for organisations in the industry to profile the industry, issues and possible solutions. What they can do as employers to attract and retain staff and encourage phased retirement

· To increase the status of trades/professions and attractiveness, pay needs to be in line with other professions

· Can some of the problems be solved within the organisations ie workforce development

· Scholarships to retain staff – 50 per cent work for organisation; 50 per cent research that will assist organisation

· Water planners and environmental water managers adequately empowered and resourced

· Incentives for retaining (full/part-time) aged personnel from leaving/retiring from industry

· Promote ROI training to WSAA members

· Industry involvement in career development is not a community service. It is vital to the bottom line.

· Gender issues addressed

· Competition with other industries. Promote industry to school kids. Target particular courses at uni/TAFE

Awareness

· Advertising campaigns for women
· Greater advertising

· Streamwatch attraction/retention strategy

· Work experience opportunities in water industries/businesses

· Focus on providing hands-on learning opportunities to raise awareness of career pathways

· Need to target young people and the biggest influence on their career choices ‘parents’

· Links – making water relevant

· Improving awareness of careers in water

Labour Supply

· Widen workforce especially females, older workers and Indigenous

· Existing worker skills recognition – mentoring

· Industry participation. Flexibility to allow senior people to work some of the time, not completely retire

· Change culture of organisations to create opportunities for women, Indigenous and mature age etc

· Salary package (non-tax in fringe benefit increase) to attract more people in (similar to community or health sector)

· Enhanced capacity building services

· Labour supply

· Bring overseas skill labour, especially water-related skills. Fills skill shortage/teacher/trainer (explicit in the skill occupation list)

· More tertiary education range of disciplines and forms (online)

Investment

· Re-investment of water revenues into the water industry – governments
· Investment (private and public) in associated support institutions & organisations, eg universities, special interest science and technology high schools, TAFEs, industry peak organisations
· Commercially realistic public sector work linked to private sector increase in training investment

· Investment (public and private) early to mid career development – researchers and teachers

· Investment – public and private, in apprenticeships, traineeships, cadetships, scholarships (under-graduate, graduate, summer vacation)

Education methods – change

· Multiple discipline training/education eg triple bottom line
· Courses tailored for individuals – cross institutional

· Enhanced distance education – instrument (?)

· Required training budgets re-introduced training guarantee levy

· Re-deploy expertise to train new workers

· Universities/water industry project. Closer engagement between them

· More flexible training/skills development pathways

· Consider training of people in Pacific and Asian region as a means of locating Australian water industry in the climate agenda
· Re-focus training options and delivery

· Indentured scholarships

· Incentives to retrain/upskill online

· Support for industry mentor/education programmes. Help educators provide meaningful programs

· Develop flexible, general and multi-disciplinary courses in university engineering faculties

· Acknowledge that careers in water resources/business are broad and not just university degree careers

· Combine learning and work (internships, traineeships etc) and new arrangements

· Emphasise importance and wide applicability of basic maths/science/technology skills (at all levels of education)

· Registered training organisations – increasing role

· Increased collaboration between industry and education sectors on curriculum development and accreditation

· Career pathways – training and industry need to match

· Basic (generic) transferable skills and lifelong learning

· University (joint college/industry) to provide cross-discipline training (similar to certain courses eg education degree, health sector

· Skills registers

· Training – working group to look at what employers in the industry are looking for in regards to skills/qualifications. Can professionals in industry move into education sector? Training that covers topics relevant to industry. Summer break cadetships

· Reduce the cost of education in relevant areas to encourage higher participation. Scholarships 

· How to reduce attrition from vocational/graduate engineering courses?

· Management – mentoring scheme: link middle managers and senior managers

Build on existing

· Promotion of what already exists

· All been done before

Long-term Planning

· Long-term planning, predictable investment – governments and water utilities

· Avoid boom-bust by planning

· Long-term planning ensures people training now have jobs in future

· Long-term industry engagement with schools/curriculum

Regional and Rural Indigenous

· Indigenous focus remote areas tailored to demographics
· Indigenous and rural needs met with training packages

