Skills Audit and Strategy Workshop Notes SA and NT – 02/07/08

Overview of workshop attendees (convener notes)

- 17 people attended

- reasonable cross-section of segments/jurisdictions – Commonwealth, State, Local Government, NRM, Private, Other, Utilities,
Workshop Notes (will overlap with input from attendees, below)
General (convener notes)

· Can we differentiate between public/private gaps in the audit?

· Engineers – not included at all in WSAA report

· Prue Madsen – categories used by the ABS do not match up well to jobs. Can COAG address this?

· Surveys not entirely representative of entire industry either (ie WSAA and ICE WaRM surveys)

· Therefore placements cannot entirely be based on this data – can’t reliably determine appropriate proportions of traineeships/uni places

·  SA Water – ageing workforce profile as do most other utilities (not just water – also electricity and others)

· Resignations affected by workplace environment – ie $$, prestige, competition from other sectors such as mining etc and other infrastructure orgs – roads, power etc

General and image (convener notes)

· Need to stop the rot – retention issues

· Need people now as well as in future

· Water industry often seen as a ‘public good’ but it is not now – need to change this image to a more business-based model

· Seen as a long-term job but it is not so much now

· One major issue is the changing industry shape and composition – difficult to define industry as is so sprawling with fuzzy, changeable boundaries 

· Water industry traditional definition – bulk water stores/flows, delivery and treatments and irrigation, waste. Now includes many others – plumbers, manufacturers, hydrogeographers etc. Needs to broadened

· Industry investment is changeable – ebbs and flows – eg de-sal plants, once built, will be less demand for new workers in that segment

· Common elements to many issues and objectives between industries – need to align where possible. Especially where skill sets are shared between industries, so are essentially sharing the pool of labour

· Dumbing down of some ‘traditional’ jobs – ie from science to technologist, plumber to home handyman

· Long-term promotion opportunities poor – need to change organisations to get promoted

· Retaining people in industry very difficult – government generally moving towards contract, so all is very short-term. Lose knowledge repository every time an employee leaves.

· Strategy – tax benefits offered for mentoring programme (similar was previously run by SA water) for retirees if they participate so that their knowledge is not lost

· Workers feel disposable in the short-term

· OZ Industry Grants and similar (?) removed – less incentive

· Strategy – offering incentives (eg OZ Industry Grants, USA health packages to supplement salary) 

· Industry not united – in-fighting over $$$

· Industry is not multi-disciplinary enough – segments don’t know how others operate and so don’t benefit from cross-pollination of ideas

· Reform also needed for users of water

· Differences in ability to invest in infrastructure or programmes for different segments – ie farmer can, but NRM groups cant really invest

· Potential strategy – charging for water at a profit so that some can be fed back into re-vitalising the industry (instead of charging what it costs). Future fund – to provide direction and certainty to attract funding and investors

· Under-skilled people in responsible positions and doing them badly and over-qualified people in positions that don’t need degrees necessarily

· Need to define specific skills for specific jobs

· No regulatory body for any job roles – issue for private enterprise as they don’t know which way govt is going (policy). Uncertainty needs to be addressed. Regulatory environment needs to be established to raise professionalism and provide guidelines. This would then attract private orgs instead of them leaving OZ for more favourable places offshore 

· Need career development/pathways so they are not just jobs

· Need branding (eg ADF) so that OZ is seen as at forefront internationally (like Israel) (WIST/COAG currently working towards this). Seen as govt role as most of industry is govt

· Need one voice to achieve most of this – industry together, with COAG

· Skills more important than numbers – plenty of people but not the right skills

· Centres of Excellence – for water – have tried to do this previously but not supported. Usually industry-driven – needs lots of industry support

Diversity and demographics (convener notes)

· Indigenous people are projected to make up 80-90 % of population of central OZ by 2020 (ie 50km inland)

· Gender imbalance. Females tend to go for environmental or green subjects at uni and jobs, whereas males go for the heavy end of engineering and jobs. 

· Strategy – change names of topics to attract opposite sex to imbalanced subjects and jobs

· Different options needed for different demographics – ie 27-37 yo readily move out of industry, while younger/inexperienced people cant get in as there are no spare experienced people to provide instruction or formal training

· Rural/regional – tend to be more multi-skilled as they may be in charge of water, power and sewage. Because power needs certification, they tend to be electricians background.

· Of these, some are resident and indigenous, some are neither

Education – training, uni, schools, teachers (convener notes)

· No restrictions on minimum training requirements – is up to individual industry/org.

· A need to change qualifications and job roles to suit new/evolving conditions in water industry? Ie job re-design required as well as registration/certification?

· Paraprofessionals don’t want to get next level qualifications because they feel inferior compared with uni trained engineers (profs). Need to change that image – so that they are considered a profession in their own right? But then would also need to have professional orgs, standards and accreditation

· Need to raise profile of water industry in primary schools etc (mining industry and others already do this)

· Change of government – scrapping current training agenda and returning to state-based training which is not seen as ideal – need to have a national approach for a national industry

· Introduce HECS for VET subjects? Though, essentially that is what the Productivity Places Program is for – state and employer funded

· Issue - Students don’t study maths and science at school, therefore choices like engineering are closed to them later. 

· Need to make water industry more ‘real’ in schools (eg used – project like ‘watering ovals in a sustainable way’ can help provide info about water industry, sustainability as well as providing an oval to play sport on AND can also result in a capability certificate)

· Education needs need to be aimed upwards at politicians to raise their awareness

· Teacher education paramount – need good teachers to inspire and teach

· Communication rather than education in schools – teachers cant get industry interested in involving themselves to help make it more real to students. (This is the role of Career Advice Australia – Nick Dudley)

· Visits are very popular in schools but not a money spinner (as far as industry is concerned) so is limited to funded programmes.

· Visits to schools also need to be followed-up to keep it relevant over time and also need to have hooks (eg environment/climate change/sustainability)

· No repository for long-term use of resources for teaching. Need to buy or get options for resources for school activities (for teachers to use)

· Education changes are very long-term, but governments are short-term

· Some segments of industry – eg farmers – use 80 percent of water but have no official training requirements

· Farmers - $4 billion for on-farm restructuring, but nobody to do the training

· Vic ‘food bowl project’ aims to increase irrigation efficiency

· Fed Govt are offering tenders for trades, but no mention of water industry-specific job roles (? Skill Centres)

· Need to build capacity in government depts to do training or they can only employ experienced people - need $$$ for graduate programmes etc. Currently inadequate resources to do any training at all – even up-skilling

· In past – cadetships, internships, national post-grad programmes, but all need funding and there is none now

· Uni degrees seen as a trade qual now – ie job-ready, before it was seen that further industry training would be required for graduates

· Issue – govt depts are now ‘business units’ – have a bottom line that needs justification

· Need for something in between old days and new days (ie reverse the tide of change to an extent)

· Need to support work-based skills development – maybe even requiring larger orgs to do this?

· Need to link schools, vet and uni – ie career pathways that can progress to other levels/segments. Need to map vocational to uni transition (plus credit for experience)

· Prerequisites in uni seen as prohibitive to some people and therefore they are more attracted to VET. However if paths are aligned, then future uni choices are still an option if they choose

Immigration (convener notes)

· Pacific solution – issue as everyone internationally have same issues so OZ cannot really compete (not enough incentive offered to immigrants)

· Professional immigration – hydrogeologists targeted and tempted with OZ lifestyle, but it is a long process – eg need to exhaust all OZ potentials first 
· ? need particular skills or jobs or to be experienced? Experience considered critical – what they have done, where and for how long. Qualifications less important

· Migrants need to pay more than OZ people to upskill themselves upon arrival in OZ – hence the taxi driving jobs

· No TAFE subsidies for immigrants for about 2 years

· Higher fees for migrants for schools etc than for Australians

· Strategy – sponsorship options from large orgs – ie sponsor new migrants so they are employed on arrival

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

· Early days, but problem is recognised and investment is commencing (by industry) towards attracting 13-19 yo 

· GSA ‘Career Advice Australia’ (Nick Dudley)

· resources provided

· engaged with 92% of high schools

· developing partnerships between schools and local industry

· NICS – GSA Careers Advice. 9 Industry plans

· Development of National Learning Resources for Operators – GSA (funded by NWC)

· Mentoring programme previously run by SA Water

· Vic – ‘Food bowl project’ – increasing irrigation efficiency

· OZ Industry Grants (no longer running)

· Skill centres (? Not sure if current or past)

· Cadetships, internships (no longer running)

· National Post-Graduate Program (no longer running)

· ALA’s (ICE WaRM)

· Productivity Places Program – 460,000 places, 4.5k – 6k per trainee. GSA making recommendations as to what those places are and where. However, still not sufficient capacity to undertake the training (ie RTOs and industry capacity insufficient)

· Austrade

· NWC – Water Industry Export Initiative (Joe Flynn chairing) – exporting technology and skills

· DEEWR – tasked skills councils to identify industry needs in general (Environmental Scans)

· NWC Programmes – multiple – check website (Erik Olbrei)

· EEEWSB – ’mature age transition to trainers’ (or similar) - study on insufficient trainers – looked for mature-age workers and funded them to become trainers (now finished) (on DFEEST website)

· DFEEST - ‘SA Works’ – bottom up info on skills demand in SA

· DFEEST – Workforce development plans and Best practice plans – is one for South Adelaide. No water skills identified

· Centres of Excellence – for water

· NWC Capacity Program

· WIST – Young Professionals, Branding Programme, Secondment programme, Mentoring programme

Programmes mentioned (from whiteboard image) 
· National WIST

· NWC – Water Industries Export Initiative (Joe Flynn)

· Development of National Learning Resources – GSA/NWC

· DFEEST – SA Works. Workforce Development Plans. 6 industry plans

· GSA Careers Advice (NICS)

· Productivity Places Program – 450k (6k per trainee). GSA has provided priorities but training orgs don’t exist

· DEEWR – GSA to identify industry needs. New edition of Environmental Scan (of water industry) – due early next year

· EEEWSB – Mature age TAA 04. Water Skills Project. Promotion in schools. Retention.

Strategies mentioned (from whiteboard image)

· On the job training.

· need to resource people to do this

· require larger orgs to do it?

· Align key issues 

· eg immigration = more people in OZ for all industries

· Help fund upskills – currently no TAFE subsidies 

· Links school/VET/unis – pathways articulation

· Water revenue goes to industry - ? some diverted for development

· Cadetships/internships – skills training – reverse commercialisation tide to an extent

· Jobs which require specific qualifications - ?regulatory body needed. Uncertainty for investors and employers

· Industry sponsorship (govt. funded training) – eg electrical industry (Lora)

· Branding 

· eg ADF

· Dryest continent etc

· One voice

· Role for COAG and industry – drive states and territories

· Hook - ?sustainability or environment, water security, exports

· Invest in emerging technologies

· Government Investment – eg Future Fund. Direction to encourage – eg Austrade

· Skills shortage not labour shortage

Issues/strategies – (contributed by attendees)
Diversity

· Employment arrangements – age/part-time

· Gender balance

· Recognition of cultural and other support for Indigenous people

Attraction (of new people)

· Rate of expansion – same as in other countries 

· Is there a Pacific solution? 

· Security (short contracts)

· Facilitating professional immigration

Vocational

· Dispersed resources – training and trainees cost-effective?

· Enterprise investment in training, ‘esp quals, esp small operators’

· Planning for emerging skills (De-sal) and technologies

· Mandatory qualifications for water occupations

Rural

· Remoteness of rural organisations to attract skilled people

· Rural and Aboriginal people leaving area for greater opportunities, or because of broader social issues

Education (general)

· Job re-design – review requirements

· Registration, certification, licensing

· National resources for teachers to provide water education

· Training and experience – formal recognition

· Teacher education

· 360 degree education – not just up and down but also across all parts of industry

· Clearly identify new specialised skills (new technologies) (are the existing training packages relevant?)

· Education of politicians/policy makers

· Access to training – where, when and what

· Career pathway through vocational education sector

· Articulation between VET and Higher Education

· The industry needs to partner (long term) with education/training providers (fragmented now!)

· Green approach – climate change ecology

· Difficulties moving between operations and professions – professional snobbery

· National resources for schools
· Gaps in water education

· Low end science and technology

· Attraction of technical skills for school students – choice of subjects and occupations

· Encourage maths and science in senior secondary schools

What is the industry?

· Diversification and outgrowth

· Ability to make a difference

· Define point of difference to other competing industries

· Too many orgs/people having their own agendas/goals. Not enough synergy between stakeholders

· Industry profile

· What makes industry unique

· Understanding water/education

Investment

· People needed now. 

· Longer term workforce planning (avoid boom-bust)
· Long term (not short-term political thinking)

· Funding (gov)

· Governments need to invest in the attraction/retention strategy 

· increase in headcount

· Increase in costs/pricing submissions

Retention

· Short-term contracts

· Water industry needs to adopt modern/contemporary people and culture strategy

· Mentoring to keep skills and knowledge in industry

· Be an employer of choice. Employees stay with a business, not with an industry

· Competition for people – public/private consistency

· Linear career paths (lack of)

· Water industry needs to collaborate more to improve attractiveness to recruits

· Salary packages and incentives

· $$$ cant compete (with other industries)

· Keeping those you attracted to stay in the industry (not pushing them out)

· Career pathways (Para/Prof streams etc)

· Employer of choice

Image

· Promotion of the wider water industry – to school leavers

· Not enough effort to sell the industry to school leavers

· Need to change perception of careers in water industry – career pathways

· Image of water industry in media promoted

· Image (gov)

· Its not sexy – image

· Attracting students

