Skills Audit and Strategy Workshop Notes NSW – 10/07/08

Overview of workshop attendees (convener notes)
· 30 people attended
· Good gender balance
· Lots of people from voc sector, no-one from tertiary, other than RK

· Good cross section of regional, private and public sector

Workshop Notes (will overlap with input from attendees, below)
General (convener notes)
· Queries raised on the robustness of the figures – is the size true, nature of jobs, what about new entrants
· Short term immediate problem

Issues (notes) (convener notes)
· Do engineers need to do the jobs can Cert II and Cert III quals do the job?
· Different national industry skills councils, not just GSA and the Water Industry Training Package eg Agri Business Council – irrigation quals, Electro – electricians go across a number of industries
· Collapse the vocational packages and the COAG agreement

Why do we have a problem? (convener notes)
· Funding models - downsizing, resizing, outsourcing, pricing, return to treasury
· Apparently satisfied needs don’t motivate

· Water is important

· Lack of planning – continuous machinery of government changes, stable environment
· Lack of whole of industry approach, segmented approach = no economy of scale, happening but in segments
· Lack of champion – gov to provide a centre

· Current economic boom

· Social needs of current gen, attitudes of promotion

· Modernizing industry

· Community perception – more efficient water resource management

· Competition provides a short term view for contractors in particular
· BOOT schemes constrain ability to develop staff

· Research and innovation

· Low unemployment rates

Strategies (convener notes)
· Job redesign – do engineers need to do all the jobs
· Certification to set standards
· Work outside PP programme – needs its own strategy outside the national PP programme
· Mimic successful sectors eg mining

· Build T&D in contracts

· Research and Innovation

· Looking at education capacity
· Industry training levy – government and industry funding matching  

· Assistance to small business with migration, too complex

· Funding for  upsklling/retraining

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

· WIST

· Water Reform Agenda eg $ increase. Drivers

· Link to climate change

· Science/maths – various groups therefore more energy

· Global – what countries getting it right? Australia is a leader

From white board

Why?

· Stable environment = long term planning. Funding models. Outsourcing

· Lack of investment - government has no capacity to deal with it

· Satisfied needs – decrease motivation

· Lack of whole of industry approach – is happening in segments. No economies of scale. Not like for like

· Government changes = no long term planning

· Water/climate now hot topic

· Many industries growing. No pool

· Gen Y 

· Dry – better management

· Short term contracts = no long term investment. Incentive required for private.
Issues (contributed by attendees)
Competition
· Competing with skill shortages in other industries
· Competition from other industries eg mining

· $$$ in comparison to other industries

· Employ (mostly) people with skills in demand in other industries – eg construction, mining and recreation

Funding

· Declining investment in science and scientists in primary industries/irrigation
· Is it too late?

· Is there money available?

· Appropriate funding for the VET sector – some focus on VET

· Need to fund more RTOs to deliver VET qualifications

· Training resources - $ and people – materials, skills profile and pathway

Branding

· Barriers to entry to sector – brand

· Branding 

· Water industry does not really exist. The water industry we conceptualise includes farming enterprises, national parks, recreational reserves, local councils, state governments and so on. Vacancies occur almost at random. National coordination is doomed to failure

Training system

· Productivity – management and supervision development

· Improve articulation between educational qualifications – 44 per cent of need is for graduates

· The complexity of the training package system needs simplifying – for the poor HR manager

· Experience needed through training

· Urgency to skills needed

· Continuous professional development not encouraged across industry therefore not recruit like for like

· Lack of RTO’s offering water qualifications

· Funding uni placements ie engineering

· Strategy for upskilling within the water industry and for those new or coming into the industry from other sectors

· Training: levels of complexity. Many roles require VET and Higher Ed training

· Unrepresented areas in water training package

· Flexibility in training packages

· Use of paraprofessionals by better recognition of VET skills and upskilling

· Articulation from Cert IV/VET to Uni (higher education)

· Lead time required to resolve VET training packages

· Loss of skill – lack of experience to educate staff

· Adequate investment in training and professional development by the industry and lack of courses to meet industry needs
· Tailor made strategies (not one size fits all PPP solution)

· Change in ‘Cadetship programme’

· Opportunities for fast-tracking training (at all levels?)

· How do we use existing VET sector to support industry to meet skills needs?

· What are training requirements for remaining 50 per cent (non-VET)

· Tailored training for water management – not broad brush

· Upskilling existing workers to meet future industry needs

· Articulation of education pathways: school to VET to University that lead to the water industry

· Market – water operators training. Promote qualifications

· Long-term strategy to build maths and science education

Attractiveness

· Attraction/recruitment to the water sector

· Attraction – industry culture

· Attraction recruitment retention

· Getting skilled people to go to remote rural areas

· $$$ - incentives for attractions, incentives to employers and incentives to employees

· Priority issues – career attraction – intersectoral competition, global economics and condition of employment = resignation

· How do we make water an industry of choice?

· Recruitment – salaries not competitive

· Adequate number of university placements (particularly engineering) to meet the water industry needs

· Attraction – what is the value proposition?

· Attraction to the industry

· Poor image of work in primary industries – ability to attract people to rural and regional centres

· Attraction of people to the industry

· Attractiveness of the water industry to prospectives (school students, graduates) in face of competition from other sectors

· Adequate number of VET placements to meet the water industrys needs

· 80 per cent water used for irrigation – which is not fashionable

· Are the numbers there to attract? Where are they coming from? Need to resolve this first
· Comparative remuneration water compared with mining
· Water specific recruitment strategy

· Recruitment into water sector

Retention

· Keep them in the trade

· Capacity of experienced industry people to pass on skills to future generations

· Incentives to join water sector. Longer term relationships to encourage training implementation over time

· High turnover of policy people in water industry – need resources for their training existing and new staff

· Priority issues – retaining skills in industry (particularly regional). Flexible approaches to retirement

· Retention of knowledge and skills in the water sector

· Retention – mobility, tax relief

· Need for strategies to retain older people in the workforce

· Retention – career paths, L & D

Governance

· Too many 1 off projects being funded not a whole of industry approach
· Government, insurers and employer need to drive minimum skill requirements. Especially using certification programmes

· Public sector funding model

· State-based industry structure

· A consistent approach by all departments both state/commonwealth

Supply

· Supply – what is the industry doing? Skills? Numbers?

· International employees visa process

· Priority issues – timelines – related to government investment. Supply meeting demand – how quickly (to gear up sector)

· Need for clever manipulation of job analyses to ‘break down’ professional jobs to allow VET-skilled workers to perform them

· Wider issue regarding under supply of engineering graduates

· Many vacancies occur in remote or at least regional areas, where difficult to attract skilled employees. Perhaps water industry needs to share skilled employees across intra-industry sectors (eg local government and farming) or across industry sectors ( eg farming and mining)

· Need to stage priorities – short-term (<2 years) and longer-term (>2 years)

· Demand for training from industry and capacity

· Size of total employment pool is inadequate

Rural/regional

· Rural/regional – nature of industry

Strategies (contributed by attendees)
Branding

· Market the water industry as a great career. Get in professional marketers

· Promote the water industry career benefits to Gen Y and those of other industries

· Develop industry brand – segmented (urban, bulk, irrigators)

· Industry awareness/branding campaign (just endorsed by water industry skills taskforce)
· Promote mentoring to help pass knowledge and skills between generations

· Promote the industry through schools, media. Make it attractive

· Promote the water industry better

· Promote the industry. Promote the career path

Funding

· Remove barriers (cost) to tertiary education

· University funding for engineering/environment studies

· Increased funding to universities for engineering places

· Industry to actively lobby government to prioritise water training

· Funding for upskilling and units from qualifications – not only for full qualifications and (in some cases) only new entrants

· Develop commonwealth funded body to champion/lead water industry skills development

· COAG to fund industry body (taskforce) to coordinate a long-term whole of industry approach that is independent of government restructures and governance changes

· Government funding models need to require expansion of industry employees base: longer term contracts relationships with need to develop industry skills base

· Commonwealth funding which is easy to source for traineeships and cadetships

· Recognition of workforce development needs in funding models

· Funding for water-specific L & D at all levels

· Allocate funding (? From) water rates

Retention/attraction

· Recruitment – learning opportunities and qualifications
· Defined career path with low-level entry and planned development

· Identify specific demand and recruit accordingly in Aust and OS

· Remove entry level barriers for OS eg NZ citizen needs to wait 6 months to access teeship (? Prob traineeship) in Aust

· School systems to be a key player in rolling out recruitment strategy

· More professional and innovative personnel management practices

· Involve people targeted eg young people, in developing strategy and taking action for recruitment

· Maximize employment flexibility – employers of choice or big $$$, good training

· Improve work condition like mining – 8 day fortnight 
· Increase salaries to win scarce skill resources to our industry

· Increase skills capacity overall so all industries can share a bigger pie

Incentive

· Taxation incentives for employees to be attracted/retained

· Address issues of private sector competing with public sector

· Set up incentives to work in rural areas

· Put funds to centres of excellence for VET training to address problems of a thin industry

· More competitive salaries

· Need both public and private strategies. Investment framework. R and D, training, community education

· Incentives to join industry – reduction of course fees and HECS, direct payment (like baby bonus)

· Channel funding to a small number of high quality comprehensive training establishments

· Remove FBT for relocation to improve mobility

· Investment continued – ED Fees/taxation policy. Cost sharing R & D partnership arrangements

· Incentives to support/improve long-term planning (and coordination between govt, private etc)

· Employer incentives to train staff – (tax culture)

· Water pricing to reflect scarcity and create investment $$ in education and technology
· Supply management eg incentives to attract – eg no HECS for engineers

Governance structure

· Future industry recognise water is a global industry. Addressing water security in a climate changed world

· Market – training industry package. Water industry

Short and long-term

· Commitment to long-term funding in skills development

· Must be long-term not subject to constant change

· Create need increase value of agriculture produce; export; reduce import

· Sort strategies into immediate – 2015 and post 2015

· Short-term strategy – pay levels, overseas recruitment education, training including industry on the job training

· Initiate long-term water industry body to coordinate and liaise with government and private industry

Education and training

· Bring back the training guarantee levy

· Ensure educational capacity is matching educational demand

· Enable RTOs and universities to deliver training and education that meets current and forecast needs of the water industry

· Develop tools to assist agencies to do excellent workforce planning
· Some consistency in ways of training people for a very diverse industry. National recognition of skills

· Educate employers about benefits of training especially for bottom line (retention cheaper than replacing)

· Define areas of skill need clearly and develop strategies relevant to specific jobs/roles

· Requiring training and development KPIs within government contracts and funding models

· Coordinated training eg state-wide centre of water training

· Re-develop training culture. 

· Demonstrate to employees that they are valued

· Access to post-grad diplomas to people who have experience rather than a degree

· Strategy to increase numbers undertaking maths and science. Long and short term

· Focus on outcomes of water industry (eg food, health, employment, recreation, environment) not just the issue of recruitment and training qualifications. Distinguish from other industries as unique

· Supply of skilled trainers/educators to meet current and future demand

· Comprehensive skills analysis ~ qualifications mapping to guide education and training

· Encourage a training culture – not only in water industry

· Increase in community scientific literacy

· Reintroduce or extend cadetship style arrangements within engineering degrees and relevant VET courses

National/Industry approaches

· Industry owned resource provision company. To develop and share skills and people (state peak body)

· Must involve all states, not left to a tzar

· International recruitment made easier, especially for small/medium businesses

· Industry-based workforce planning and development

· Develop change management strategy to help business cope with new skills environment and competition for people

· Develop whole of industry

· Consolidate water focus groups/industries

· Nationally coordinated approach to fund development of skills (including upskilling) for the water industry. 

· Promote training culture

· National marketing campaign to promote water and science careers

· Develop a national water industry approach to training

· Set up a national coordinating body (NWC/DEWHA)

· Industry specific, industry owned, industry run
· A water specific ISC – ongoing development and maintenance of VET resources

· National body to coordinate training

· National e-recruitment website for water industry

· National long term government strategy (stability) – funded, training, marketing, recognise the need

· New body charged with coordination of training planning and delivery across private and public sectors

· Whole of industry approach needed – merges of existing bodies, collaborative approaches, coherent oversight

· Find out what is working in other industries and learn from their experiences

· Don’t try to coordinate at commonwealth level, but provide central clearing house for ideas, practices

· Look at what other industries have done well and replicate in relation to training, retention and attraction
