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Executive Summary

This report is concerned with ‘learning lessons from selected case studies of individual
employment and training projects delivered through the South Australia “SA Works in the
Region” program and the Workforce Participation Partnerships (WPP) program, an initiative
of the Victorian government. It is part of a broader and progressive evaluation framework
adopted by SA Works in the Regions; it is not an evaluation of the entire program nor are the
researchers evauating the impact of the program (i.e. the impact of the program on
employment and earnings or the net effect on unemployment).

The study is intended to identify attributes of successful projects that are assisting South
Australians who face the greatest difficulty in the labour market achieve employment
outcomes, or other positive outcomes which may lead to employment. In essence, the
guestion to be answered is.

“....Isit possible to identify and to extract lessons from some of the more successful
projects to understand what makes for an optimal labour market program, measured
against successful employment outcomes. Other positive outcomes include increased
labour force participation and continuation in education and training program post
program participation”.

A review of the literature on labour market policies and programs suggests there is broad
agreement on several key principles to improve the effectiveness of labour market programs
although “why some programs’ work well is not always fully understood.

The key principles include:

training should be closaly targeted to the needs of industry or local employers and
match the interests of the cohort of job seekers (latter involves careful selection of
job seekers);

programs should generally be small in scale and again, be targeted at skills in
demand or the needs of employers,

achieving a qualification or certificate is important for some participants and for
some industries, as it signals to the employer competency, skills and employability;

combination programs work best as they have the capacity to address ‘multiple
barriers to employment and are able to be tailored to the needs of the individual.
Combination programs may involve, inter alia, training on and off the job, work
placement, mentoring, job search assistance, and follow up once in employment;

early intervention is advisable, whether this involves the unemployed job seeker or
those currently at school who are at risk of leaving school without sufficient a
foundation to compete in the labour market; and

there are job seekers with entrepreneurial skills and talents who have the capabilities
and desire to commence their own business who would benefit from training ard
business start up support.

Voluntary participation is important, while local projects should attempt to mirror
employment disciplines and conditions as much as possible.
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Sections 2 and 3 provide a brief overview of SA Works in the Regions and the WPP program
in Victoria. Both target the most highly disadvantaged, both give considerable weight to
locally generated/designed projects to address local labour priorities; they differ in that the
WPP program explicitly stated the objective was to address skills in demand or known job
vacancies and full-time employment was the objective outcome. WPP was designed as an
outcomes based funding model; SA Works in the Region was “less insistent” on employment
outcomes. Both projects have been able to generate considerable involvement of employers
and local organisations.

Sectiors 4 and 5 are devoted to 11 case studies (South Australia= 6 and Victoria= 5).

The individual case studies in Sections 4 and 5 commence with a piece “Learning Lessons’
that summarise, in our view, the reasons why projects were successful. They include:

demand drive model to address skills in demand in the loca market, strongly
supported by employers (e.g., Goa 100, Track Maintenance, VICSEG);

apprenticeship access programs for the more disadvantaged, using employer
networks, involving good selection processes, pre-employment training and post
placement support (e.g., Latrobe Valley Partnerships, ETU, ATV Automotive);

combination programs that emphasise learning and then applying skills in a
workplace setting, plus personal counselling/support throughout to equip participants
for the reality and discipline of the workplace (BoysTown, KilburnBlair Athol
Employment Project, ARA);

careful selection of participants matched to the level of training and intended
outcomes is important (basic skills courses such as Renmark-Paringa, higher level
suchasETU, AMTIL, and ATV). Not all will achieve employment outcomes,

completing a qualification (where appropriate) combined with actua work
experience indicates competency and employability (VICSEG, AMTIL, ETU, Track
Maintenance);

projects that identify an industry or occupation where skills are in demand and tailor
pathways to meet this demand achieve high employment outcomes. Persona
support, counselling, mentoring, etc., will be required by many participants but the
focus should be to acquire tradable skills; and

projects that offer tangible and redlistic outcomes achieve high retention rates;
mentoring especialy for indigenous participants (often supported by well known
sporting figures) is very beneficial overal.

There is no single, optimal labour market program. What the case studies illustrate is the
diversity of responses to local labour markets and/or industry and occupational requirements.
This is a critical design feature of both SA Works in the Region and WPP; it leads to
agencies, organisations and employers taking responsibility to address skill shortages and
recruitment difficulties.

There can be a tension between the objectives of “assisting the most marginalised/most
disadvantaged” and a requirement to achieve employment outcomes. Thisis most evident in
outcomes based funding models such as the Job Network. Notwithstanding, the priority
should be that projects place the strongest emphasis on skills and transition to employment.
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The researchers believe that SA Works in the Regions program could benefit from further
emphasising the following:

strengthen the cooperation with local employers;
give greater priority to skills formation for transition to employment;
provide a stronger indication of intended outcomes by industry and/or occupation;

first aim to target employment outcomes and then build into programs the necessary
“wrap around welfare”, case management, mentor support as required as an aid to
achieve those outcomes,

to the extent possible enable participants to achieve a qualification which signals
competency, skills and capability; and
general community-benefit projects (e.g., CEP or WfD type projects) must aways

have a strong training and skills component thet is relevant to the labour market and
should not be funded otherwise.
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1. I ntroduction

1.1  Objectives, Methodology and Outputs

The Department of Further Education, Employment, Science and Technology (DFEEST)
commissioned the South Australian Centre for Economic Studies (hereafter the Centre) to
review local labour market programs designed to assist the most disadvantaged enter into
education, training and ultimately employment. In South Australia the various projects were
funded and conducted under the South Australia Works in the Regions education, training and
employment initiative. The scope of the review required the Centre to report on a number of
projects which were funded through the Workforce Participation Partnerships (WPP) program
conducted in Victoria, that were also designed to assist the most disadvantaged achieve
sustainable employment outcomes.

1.1.1 Objective

The principal am of the project was to identify and document principles, criteria, methods
and models for engaging persons who face multiple barriers in obtaining employment.  This
information would then be used to assst DFEEST and loca Employment and Skills
Formation Networks (ESFN) to further develop a range of workforce participation models for
engaging persons who are most disadvantaged in the labour market. The ultimate objective
was to assist individuals through improving opportunities for learning and/or training that lead
to employment.

Other specific objectives were:

document and discuss methods for assisting individuals gain employment, which
include addressing personal, skills or qualifications barriers;

report on strategies for supporting newly employed persons remain in employment;

identify the critical components in various programs for achieving employment
outcomes;

consider high level principles and guidelines to support the implementation of
proposed models; and

consider the role of relevant networks/agencies, e.g. ESF Networks, 1SBs, DEWR.

1.1.2 Methodology

examine existing documentation on innovative employment projects,

identify 15 or so projects from across the regions that demonstrate effective
approaches for engaging job seekers in employment, based on the following criteria:
local response; minimum of 24 stakeholders; works with persons facing multiple
barriers to employment; process for supporting new placements,

select 8 or 10 most relevant projects, identified from project documentation;

obtain input from Departmental officers involved in funding and supporting these
projects;

obtain input on strengths, weaknesses and future possibilities from persons engaged
in delivering projects;

speak with other relevant persons involved in selected projects;
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identify what is working and the reasons why it is; and
document relevant findings.

In addition, the Centre agreed to conduct a limited literature review (international and national
literature) on active labour market polices and programs, with a view to identifying any
“lessons to be learned from the experience of others’. The Centre also agreed to review
several projects funded under the Victorian Government's Workforce Participation
Partnerships Program (WPP) 2006-07 that were designed to assist the most disadvantaged
enter the labour market and to achieve full time employment outcomes.

Rationale

Target 1.12 in South Australia’s Strategic Plan aims to increase the level of employment
participation in SA to the same level as the Australian average by 2014.

To achieve this target it is envisaged that additional efforts, new strategies and new ways of
working across government, industry and the community sector will be required to augment
existing programs and projects.

The major focus of this project is to identify and document examples of projects or
components of projects that are engaging persons with multiple barriers in employment. The
project will seek input from those who know what works but don’t have time to write it up.

Overadl, this study has relevance to eight of the target set out in the South Australian Strategic
Plan shown here:

Employment Participation (T1.12);
Jobs (T1.10);

Unemployment (T1.11);

Aboriginal Unemployment (T1.26);
Work-life Balance (T2.12);
Economic Disadvantage (T6.5);
Learning or Earning (T6.15); and
People with Disabilities (T6.22).

Scope

The Department advised that initial research into Workforce Participation in SA: Barriers and
Opportunities has concluded that future options to increase workforce participation are
dependent upon:

Arresting and reversing the decline of male labour force participation, especialy of
low skilled prime aged men.

Sustaining and increasing female labour force participation, particularly the
participation of women of childbearing age.

Improving and extending the participation in the labour market of older South
Australians.

Improving the skill level of those currently peripheral to the workforce.
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Increasing the participaion in further education and training of groups who have a
struggle finding employment.

Due to the range of issues associated with the labour force participation of the groups
identified above as well as the fact that regions are experiencing different economic and social
conditions a number of different models were proposed to be investigated, for instance,

Engaging older workers

Engaging migrants

Engaging and retaining aborigina workers
Engaging unskilled workers

An employer model

A union model

An urban renewal model

Each model will be underpinned with principles necessary to support its effective
development, implementation, monitoring and evaluation. An example of such principles
includes a measure of flexibility to allow program administrators to adapt to the needs of
individual participants.

1.1.3 Outputs

A pre-determined number of models/case studies, as specified above, that include:
a broad rationale for engaging persons facing multiple barriers in employment,
essential elements of each mode,
principles underpinning this approach,
criteria for working with individuals and stakeholders and
an evaluation component.

The models will be shaped by relevant information about projects in both South Australia and
Victoria that are successfully increasing employment participation, e.g. of indigenous persons,
women or in skill shortage aress.

The report will aso draw on relevant approaches currently used in the Victoria Workforce
Participation Partnerships Projects to prioritise partnership projects and to promote the
government’ s commitment to this work through prominent use of SA Works branding.

1.2 Literature Review

In the Economic Issues Paper, “A Review of the Literature on Active Labour Market
Policies’®, the South Australian Centre for Economic Studies conducted an extensive
literature review of labour market policies and programs in an effort to address the question
‘what makes for an optimal labour market program’. An important observation was that,
because labou market programs (and individual projects) differ in terms of the policy
objectives, the participant cohort, location, implementation and management, and that

! SACES (2006), “A Review of the L iterature on Active Labour Market Policies’, planned publication in 2008, Economic | ssues
Paper series.
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national, state and local labour market conditions vary over time and place, etc., it is difficult
to make comparisons and unequivocally conclude particular factors contributed to the success
or otherwise of various labour market programs. Further, evaluations of labour market
programs can often inform us as to what works well but ‘not why it works'.

In concluding that there was still little knowledge about ultimately what makes for an optimal
labour market program, the Centre noted that ‘judging the success of labour market programs
also depends on the role one believes programs ought to play; as a policy response used to
reduce unemployment in its own right, to help those who are currently unlikely to find a job
become employed even if it is at the expense of some who are aready in employment, as a
complimentary policy to other polices designed to reduce unemployment (Neville, 2003) or
for a range of reasons that might be summarised under the heading of ‘social and
distributional equity’.

1.2.1 That thelevel of Aggregate Demand does matter ...

It is significant to note that, many evaluations of labour market programs occurred in the
1980s and early 1990s, when deficient aggregate demand for labour was the prevailing norm
in most developed OECD economies. Labour market programs were developed to ‘combat
high and persistent unemployment’, particularly high rates of youth unemployment within
these economies. However, from the late 1990s through to today, stronger economic growth
and changes in the demographic profile of developed economies have given rise to very
strong demand for labour. Thus the economic environment and the labour market are very
different than previousy was the case; the demand for skilled labour continues to be
exceptionally strong. For example, it was reported that in Western Australia today, as that
economy experiences a prolonged mining boom, there are just 1.2 unemployed persons for
every 1 advertised vacancy.? Ceteris paribus, employment outcomes from labour market
programs are likely to be exceptionaly high if programs are appropriately designed and
targeted to address skill shortagesin such an environment.

As well, in recent years across most OECD economies, there has been considerable attention
(at the policy and at the program level) paid to the interaction between income support and
active participation in labour market activities, ‘welfare to work’ programs, job search
activities, programs to increase workforce participation and the employability of job seekers.
There has been a much closer integration of ‘active and passive’ employment assistance
measures, progams and policies that has generated a variety of new approaches to assist
jobseekers find and retain employment and to assist re-entrants to the labour force.

Notwithstanding that the economic environment is different and demand for labour is
exceptiorally strong, it remains to understand why some programs are successful in achieving
high employment outcomes, why some programs/activities appear to work for ‘some groups
and not others and in what circumstances .

Based on a detailed literature review of labour market assistance programs and the Centre's
evaluation of labour market programs at the national level, in South Australia and in the State
of Victoria we outline and consider below, some of those factors that appear to be significant
in programs achieving high and sustainable employment outcomes and other positive
outcomes such as retention in the programs, participation in training, return to education, and
voluntary work. This discussion and summary of the researchers experience was written prior

2 TheAustralian, 11 January 2008.
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to visiting, interviewing and reviewing the case study projects conducted under the SA Works
in the Region Program.

This approach was important methodologically in that, a priori, the researchers set out from a
‘basis of ignorance’ to review each of the nominated case study projects in South Australia.
We sought to understand the origin, design, nature, location, staffing, funding, etc, of each
project, the participant target group and how they were selected, the quality of the relationship
with community organisations and training agencies, the relationship with local employers,
whether there were any specia features that would help to explain ‘successful outcomes and
what worked and why it worked. Thus, at the outset the researchers knew very little about
any of the case study projects.

Those factors that the researchers considered may be important and which receive
considerable attention in the international literature, are considered here.

1.2.2 Close Cooperation with Local Employers

Martin (1998: p 17) suggests three elements that are crucial features in the design of public
training programs:

the need for tight targeting on participants,

the need to keep the programs relatively small in scale; and

the need to have a strong onthe-job component in the program, and hence to
establish strong links with employers.

On the last of these points, where unemployment is high and job seekers are active, then
employer based programs are likely to have a displacement effect; that is to say, it is the
participants from the program who receive job offers rather than non participants. However,
there may be no displacement effect when unemployment is declining or very low as is
currently the situation in several regiona labour markets and industry sectors in South
Australia.

In the current labour market, the input of local employers in the design of labour market
assistance programs appears to be advantageous in achieving sustainable employment
outcomes, for the following reasons:

genuine demand for additional employees and difficulty in recruiting new staff;

employer specific training programs act as a screening device to reduce employment
recruitment effort and costs,

training programs help to test or assess the capacity of participants to neet future
workforce demands (i.e., they are work ready) providing valuable insights and
information to employers,

higher skills at entry level provide immediate gains in productivity, and over the
longer term;

employers desire to achieve improvements in workplace retention and minimise
turnover; and

employer sponsorship and contribution to specific training programs are seen to
contribute to social equity goals, as well as contributing to being a ‘good corporate
citizen'.
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Later, we report (Section 4) that the Whyalla Track Maintenance Project was tightly targeted
through the selection process, it was relatively small (20 persons) and was directly linked to
the recruitment needs of the employer (it met al three elements as suggested by Martin). On
the other hand, the Whyalla based Goal 100 program was relatively large but had very strong
links with local employers. Goa 100 was supported by a number of employers who had
previously committed to hire up to this number of graduates. Subsequent programs have been
reduced in scale to a) meet employer requirements, and b) participating agencies felt that a
smaller number of participants would assist with providing personal, one-to-one assistance
that was required by many participants who previously had been marginaised from the
workforce.

Both these programs were successful because they addressed employer’s expressed needs. It
could not be said that they displaced other workers (i.e., no displacement or deadweight loss
effects), as both projects were specificaly designed as a method of recruitment. The GGT
Latrobe Valley project (see Section 5.2) funded under the Victorian Workforce Participation
Partnerships (WPP) program, where 50 disadvantaged young people received extensive pre-
employment training, onthe-job placement with a host employer and extensive post-
placement support to assist the job seeker and the employer, is another example of the
sustainable employment outcomes where specific job related training is provided in response
to known job vacancies.

From a review of a number of employment assistance programs funded under SA Works in
the Regions and the Victorian WPP program, training programs that combine classroom
learning and onthe-job work experience (skill enhancing activities) coupled with meeting the
requirements of local employers appear to achieve solid and sustainable employment
outcomes. These ‘local projects are targeted at local labour demand and they expose
participants to the realities of employment. Depending on the individual needs of the cohort
of participants, the programs provide ‘wrap around welfare support’, assistance with cultural
issues, assistance with literacy and numeracy and other support services as required (e.g., post
program support, mentoring). They may also provide additional support to the employer
either through “handling the paperwork”, providing rotation to other employers if the
placement is not working and intervention to assist the employee where they are experiencing
difficulties. Support services contribute to high retention rates while in training. For some
projects, the guarantee of employment once training was completed also assisted with
retention rates.

1.2.3 Early Intervention

The literature points to the need for early interventionin regard to young people at risk of
long-term unemployment and the relative ineffectiveness of labour market programs as a
primary means of assistance for this group. “It cannot be over-emphasised that if young
people leave the schooling system without qualifications and a good grounding in the 3Rs, it
is wellnigh impossible for labour market programs to overcome these handicaps later on.”
(Martin 1998: p 20)

However, when disadvantaged young people do engage in labour market programs the role of
the ‘adult mentor’ appears to be very important in program retention, building a young
person’s self esteem, developing skills and acquiring a positive attitude to work. Severdl
labour market programs the researchers reviewed in Victoria and South Australia (e.g.,
BoysTown in Port Pirie) reinforce this conclusion.
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1.24 Wage Subsidy

Programs that involve the use of a wage subsidy for employment in the public sector have
generally not been successful in achieving sustainable employment outcomes. Wage subsidy
programs applied in the private sector, unless to assist with self employment,® are rarely
successful in creating sustainable employment and may give rise to large displacement
effects. They are usually justified on redistributive grounds. SA Works in the Regions has
not funded wage subsidy projects per se, athough participants in some training programs may
receive a small payment to cover expenses provided by a future employer. The Community
Jobs Program (Jobs and Training) in Victoria which was replaced by the WPP program did
provide a wage subsidy for employment in a community organisation for up to twelve weeks.
Generaly, the trainee was not retained by the community organisation at the end of the
subsidy, although many trainees were successful in securing employment in the private sector
following their participation in the program.

1.2.5 SkillsFormation and theroleof Training

There is considerable support for the findings of Moskos (2007a) that policy measures and
individual programs which emphasise skills formation do assist with employment outcomes
and ongoing participation in the labour market. Where skills formation and training is
employer specific, employment outcomes are even higher. Moskos (p. 23) notes:

“The increased demand for «illed workers in the South Australian labour market
suggests that policy measures aimed at increasing participation in the workforce should
pursue avenues for improving the skill level of those currently peripheral to the
workforce. It also suggests that increasing the participation in further education and
training of groups whose labour is not currently being utilized by the labour market
would go along way in offsetting any future decline in economic growth caused by the
ageing of the population.”

In her review of the literature on labour market programs Moskos (2007a, p. 36) summarises
some key points as to what works best among labour market programs. They include the
following:
. work experience and training programs appear to be the most suitable approaches to
improving the employment outcomes for medium and long term unemployed people,
particularly when the two are combined;
training programs have the most impact when they are targeted at the labour
demands in particular regions,
for short time unemployed people job matching appears to work well; and
post-placement support services are particularly useful in both engaging employers
to employ disadvantage job seekers and ensuring lasting employment outcomes for
unemployed persons.
The ABS in “Barriers and Incentives to Labour Force Participation”* recently reported that
the main difficulty in finding a job reported by people who were available and looking for a
job or work with more hours was ‘lacks the necessary training/qualifications/experience’.
Over two thirds of respondents to this category were women. Other barriers most often
referred to were difficulties in accessing transport, some form of personal disability and that
the conditions/arrangements were not suitable. Moskos (2007a, p. 32) also noted (inferring

3 South Australia conducted a very successful Self Employment Ventures Scheme (SEVS) in the late 1970s and early 1980sto
assist the unemployed start their own business.
4 Australian Bureau of Statistics (ABS), “Barriers and Incentives to Labour Force Participation”, Cat No 6239.0, December 2007
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from national data) “that skills and experience are crucia to the employment prospects of
unemployed persons, with 46 per cent of unemployed people considering that the main
barriers they faced in securing employment were lacking the necessary skills and experience
and/or insufficient vacancies for people with their skill level”.

Because labour market programs are ineffective in increasing employment opportunities (that
is to say, of themselves they do not create vacancies) then training of itself is unlikely to be
very effective in meeting the needs of both employers and job seekers. However, whether in
a depressed or a buoyant labour market, where training for specific skills is undertaken that
meets the demands of the local employers/the local 1abour market, then training is more likely
to be effective. Some types of training programs are more suited to buoyant labour market
conditions (i.e., WPP, Private Industry Partnerships (USA), demand led approaches to skills
shortages).

Another lesson from the literature is that training programs appear to be more effective for
women then men and more effective for adults than for youth. Training does appear to help
women re-entrants into the labour force (Webster, 1997; Fay, 1996; Dar and Tzannatos,
1999). This finding supports the training component and the design of the Parents Return to
Work Program, which assists parents returning to work to update skills, knowledge, their
curriculum vitae and job search skills.

Overall the review of literature suggests that training programs tend to be more successful if
they are long and lead to a formal qualification. The formal qualification helps to establish a
competency (i.e., a set of skills) which is recognised by an employer. On balance, the
Centre's review of the literature suggests that, if training is to be part of an active labour
market policy, it should be incorporated as only one element of a combination program (see
below). Our observation from other labour market evaluations, the literature review and
interviews with WPP and CJP-JT providers in Victoria and project sponsors under the SA
Works in the Regions is that training is almost always incorporated with other assistance
measures.

1.2.6 Combination Programs

The Workforce Participation Partnerships (WPP) conducted in Victoria in 2006-07 and
similar programs conducted overseas such as Private Industry Partnerships in the USA (Gore
2005) are examples of combination programs (i.e., skills training, work placement, mentoring,
persona assistance) with a very strong emphasis on the needs of the local labour market. To
that extent they reflect a priority in policy for ‘demand-led approaches to meet address skill
shortages in the local labour market’. They can be conducted to address skill shortages in
specific occupations or to address more general shortages within an industry (e.g. automotive
industry or machine operators across various industry sectors). The Centre has previously
commented on these types of programs as being a ‘response to the existence of a large
number of jobless persons at the same time as employers in certain sectors were reporting
recruitment difficulties, skill shortages and high levels of employee turnover” (SACES 2005).

They are most often closely targeted, participants are carefully selected to assess their interest
in employment in the industry/occupation, and the programs are small scale and have
significant industry input into the design of the relevant training course, and most
importantly, a commitment by employers to take on graduates. The Private Industry
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Partnerships program in the USA actually requires employers to sign up to take graduates
prior to the commencement of any program.

1.2.7 Assistingthe M ost Disadvantaged

The literature does support the need for ‘wrap around welfare’ or ‘life-first’ approaches to
labour market programs, especialy those designed to assist the most disadvantaged job
seeker, arguing that attention needs to be paid to the life circumstances of the individual (e.g.,
family issues, homelessness, prior education experience, assistance to address problems with
drugs and acohol and cultural and family circumstances such as generational unemployment).
Retention in the program and employment outcomes will be that much harder to obtain and
sustain without individualised or personal assistance in many case. The Commonwealth’s
Personal Support Program (PSP) recognises this necessity for job seekers who face multiple
barriers to participation in the labour market, and is specifically designed to address ‘life
circumstances' prior to tailoring assistance for employment outcomes.

1.2.8 Community Projects

Most researchers and authors are critical of community projects or ‘welfare to work
programs such as Work for the Dole (WfD) as being generaly ineffective in improving
employment outcomes. This is largely attributed to the fact that they are neither demand led
in origin and for the most part divorced from the redlities of the labour market. Most
significantly, and this is an important comparison with WPP and SA Works in the Regions,
evaluations of Work for the Dole conclude that many participants are frustrated and
disappointed that WfD was not tailored to their career aspirations and the work skills they
sought to acquire. In addition, because WfD projects are managed by not-for profit
organisations many participants who are seeking to enter atrade or particular industry such as
retail are not able to acquire the skills that would help achieve these aims.

All the above stresses the need to design and approve projects that have local employer
involvement, address employment opportunities that are available at the local level, and
improve both skills and personal attributes related to the world of work. At the same time
projects should continue to encourage all participants to continue with their job search while
undertaking their project in order that participants do not become ‘locked into” labour market
assistance and training programs/projects. Where projects are linked directly to employers
and a commitment to employ graduates (as in several WPP and SA Works in the Regions
projects) the likelihood of this ‘lock-in effect’ is much reduced.

1.29 Counsdling

Effective counselling tailored to the needs of the individua seems to be especially important
for those who face multiple barriers to employment. Assignment of a personal adviser,
information on labour market opportunities, assistance with making job applications,
information on training opportunities and follow-up assistance after program participants have
found employment, all seem necessary for promoting post-program employment outcomes.
For the most disadvantaged in the labour market, counselling on matters other than those to
do with the labour market such as financial issues, substance abuse, accommodation and child
care issues may be an important first step to get them into a position where they can engage
employment, in job search and/or be assisted to be job-ready.
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1.2.10 Conclusions

While the review of literature points to several factors that appear to be important in the
design of labour market assistance programs, it is important to acknowledge that many
evaluations of such programs took place under different circumstances. However, while the
economic environment is different today and demand for labour is exceptionaly strong,
unemployment remains a concern, particularly for disadvantaged job seekers, re-entrants to
the labour market, many job seekers with a disability and other groups. There till remains a
degree of uncertainty about ‘why some programs work’. Accordingly, we should be cautious
in urging recommendations and not to be too proscriptive about the types of programs that
ultimately receive funding.

The researcher’s review of the literature does suggest that there is broad agreement on the
following key principles to improve the effectiveness of labour market programs:

1) training should be closely targeted to the needs of industry or local employers and
match the interests of the cohort of job seekers (latter involves careful selection of
job seekers);

2) programs should generally be small in scale and again, be targeted at skills in
demand or the needs of employers;

3) achieving a qualification or certificate is important for some participants and for
some industries, as it signals to the employer competency, skills and employability;
4) combination programs work best as they have the capacity to address ‘multiple

barriers to employment and are able to be tailored to the needs of the individual.
Combination programs may involve, inter alia, training on and off the job, work
placement, mentoring, job search assistance, and follow up once in employment;

5) early intervention is advisable, whether this involves the unemployed job seeker or
those currently at school who are at risk of leaving school without sufficient a
foundation to compete in the labour market;

6) there are job seekers with entrepreneuria skills and talents who have the capabilities
and desire to commence their own business who would benefit from training and
business start up support; and

7) evauation should be built into the design of program, it should provide an
assessment of program outcomes and hence effectiveness of the program over time.
For example, if the measured outcome is sustainable employment, then this needs to
be followed up for a minimum period of time. If the outcome is to place job seekers
into employment or into a specific occupation, where there is a demand for skilled
workers, then the actua job placements should match those skills in demand in that
occupation or that industry.

Campbell (2001) suggests that in addition to the above, other critical factors for success for
labour market projects include that participation is voluntary, that job search continues to be
encouraged while on the program and should be an integral part of the process (to avoid ‘lock
in effects’) and that programs should mirror employment * disciplines and conditions'.

Finally, Table 1.1 (originaly drawn from Webster (1997) and expanded) summarises the
relative efficacy of different labour market programs by the groups most assi sted.
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The researchers have taken this discussion and the various points raised in evaluations of
labour market assistance programs and then sought to assess whether the ideas and issues
considered here are relevant to ‘successful projects in the WPP program in Victoria and
projects funded under SA Works in the Regions.

Table1.1
Relative efficacy of labour market programs
Program Type Appearsto Help Appearsnot toHelp
Training: classroom Women re-entrant Youth, older males and groups with low
education

Training: on-the-job Women reentrants, youth with sufficient

education
Placement assistance Most unemployed
Job Creation Very disadvantaged, longterm unemployed | Most adult unemployed
Job search assistance Most unemployed, women and parents

returning to work,
Special youth measures Disadvantaged youth
Wage subsidy Most unemployed, long tern unemployed
Combination programs Y outh, long-term unemployed

Source: Webster (1997, p. 29), Martin (1998, p. 16) and SACES based on literature review.

Some of the questions we were interested to explore include:
how has local employer involvement been achieved, with what benefits/outcomes,

are there any elements in combination programs that appear to work well for some
groups,

are smaller projects (in terms of participant numbers) always more successful in
achieving sustainable employment outcomes;

does local employer involvement influence employment outcomes and what is the
nature of this;

can GTO's extend on their networks with employers to provide for more
disadvantaged job seekers and if so what is required to assist this group of job
seekers;

how can unions and employer associations' best respond to skill shortages;

what type of programs best assist new migrants and refugees gain skills, build on
existing qualifications, overcome cultural barriers, and more speedily enter the
labour force.
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2. SA Worksinthe Regions

21  Overview and Objectives of the Program

South Australia Works is the State Government’s main learning, training and employment
initiative designed to improve workforce participation and employment outcomes. The
program provides employment opportunities and training for people who experience difficulty
securing and maintaining employment. It recognises that the pool of available labour has
shrunk dramatically as the South Australian labour market has moved towards “full-
employment”, leaving an increasing number of people who face significant barriers to
employment. There is consequently a need for labour market initiatives that not only leverage
disadvantaged people into employment opportunities, but also link potential employees with
emerging skill needs.

In the 2006-07 financial year South Australia Works learning and work program had 25,035
participants across seven priority areas. regions, communities, young people, indigenous
people, mature aged job seekers, industry and the public sector. Not al participants were
unemployed; participants may have attended a career expo, conference or employment related
information session and workshop. Some of these participants could potentialy be employed,
but are seeking to change careers, students and those contemplating leaving school seeking
information on job/career opportunities. A total of 7,945 employment outcomes are reported
to have been achieved by project sponsors.

South Australia Works in the Regions was launched in December 2003 as a 10 year
coordinated strategy to improve regional employment outcomes and assist those persons who
have difficulty engaging the labour market. Under this approach, local communities have
responsibility for identifying their employment and training needs and implementing
programs to address these needs and assist those persons facing barriers to employment. This
is formally achieved through the Programs’ Grantees (13 Regiona Development Boards and
the City of Onkaparinga, Northern Futures Inc., Western Futures Inc. and the North East
Development Agency Inc.) and through the Employment and Skills Formation Networks
(ESFN) (see Table 2.1 for a complete list of Networks and their auspice organisations).

Employment and Skills Formation Networks are comprised of representatives from Regional
Development Boards, local, state and federal government, industry, training and education
providers (e.g., TAFE) and other loca community organisations. The Networks are co-
located with Regional Development Boards and local government. Each network’s activities
are facilitated and coordinated by Executive Officers who are funded by support grants. The
Executive Officers and Networks are supported by Employment and Skills Formation Teams
within DFEEST and Regiona Coordinators employed by DFEEST who are located in the
regions.

Each Network is required to develop a3 year Employment and Skills Formation Strategic
plan for their region. These plans include a summary profile of the labour force in the region,
especially those who are most disadvantaged. They also identify emerging labour and skill
requirements in the region education and training initiatives and strategies to address these
needs, the nature and scope of such initiatives including partner organisations, funding
requirements to deliver initiatives including potential sources, and targets and other evaluation
mechanisms to enable the evaluation of labour market initiatives.

Each Network is also required to prepare a Regional Annual Action Plan which helps to
facilitate the actual implementation of the program and alow the program to respond to
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changing local needs. The annual plan identifies the actual strategies and initiatives that will
be funded, including the outcomes that are expected.

Funding for the initiatives identified in the Employment and Skills Formation Plans are
provided through funding agreements between the Minister for Employment and Training and
each Grantee. Grantees are generally Regiona Development Boards and Local Governments
that were responsible for negotiating with DFEEST the establishment of the Employment and
Skills Formation Network in their region (see auspice organisationsin Table 2.1).

Table2.1
Employment and Skills Formation Networksin South Australia

Employment and Skill Formation Network

Auspice Organisation

Adelaide Hills Regions at Work Network

Adelaide Hills Regional Development Board

Eastern Adelaide Regions at Work Network

North East Development Agency

Barossa and Light Workforce Development Network

BarossaLight Development Inc.

Eyre Region Employment and Skills Formation Network

Eyre Regional Development Board

Fleurieu Employment and Skills Formation Network

Fleurieu Regiona Development Inc.

Kangaroo Island Employment, Education and Training
Network

Kangaroo Island Development Board Inc.

Limestone Coast Employment and Skills Formation
Network

Limestone Coast Regional Development Board

Mid North Employment and Skills Formation Network

Mid North Regional Development Board

Murraylands Employment and Skills Formation Network

Murraylands Regional Development Board Inc.

Northern Adelaide Employment and Skills Formation
Network

Administered through Northern Futures

Flinders Ranges and Outback Employment and Skills
Formation Network

Northern Regional Development Board Inc.

Southern Flinders Employment and Skills Formation
Network

Southern Flinders Regional Development Board

Riverland Employment and Skills Formation Network

Riverland Development Corporation

Southern Metropolitan Employment and Skills Formation
Network

City of Onkaparinga

Western Adelaide Regions at Work Network

Administered through Western Futures
(City of Port Adelaide Enfield)

Whyalla Employment and Skills Formation Network

Whyalla Economic Development Board Inc.

Y orke Region Employment and Skills Formation Network

Y orke Regional Development Board Inc

2.2
221

Data

Region Characteristics

There are some significant differences between the various Employment and Skills Formation
Network regions in terms of labour market characteristics. Table 2.2 shows that there are
significant variations in terms of the relative size of the labour force and level of
unemployment in each region. Such variatiors together with other differences in terms of
industry structure, economic growth prospects, size of disadvantaged populations and other
socioeconomic characteristics emphasize the advantages to taking a localised approach to
labour market planning and intervention For instance, the Northern Adelaide Region has a
relatively high level of unemployment which reflects that it has significant pockets of
disadvantage communities, including long-term unemployed and migrants. The target groups
face significant barriers to employment and requires tailored services that meet their needs,
such as programs that improve their general employment skills and English language skills.
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Table2.2
Labour Market Characteristics of Regions, 2006
Estimated Resident Unemployment
Population® Labour Force® | Unemployment® Rate®

ESFN Region (Persons) (Persons) (Persons) (Per cent)
Adelaide Hills 53,129 35,316 943 2.7
Barossa and Light 27,024 15,936 443 2.8
Eastern Adelaide 343,432 222,691 7,695 35
Eyre 27,369 19,074 706 3.7
Fleurieu 32,041 14,240 728 51
Kangaroo Island 3,583 2,252 49 22
Limestone Coast 50,989 33,741 1,400 41
Mid North 12,455 8,461 226 2.7
Murraylands 28,980 16,894 926 55
Northern (Port Augusta)®® 24,041 16,339 879 5.4
Northern Adelaide 168,041 99,751 8,309 8.3
Riverland 26,547 17,380 863 5.0
Southern Adelaide 191,660 121,081 7,281 6.0
Southern Flinders Ranges 18,164 11,061 640 5.8
Western Adelaide 222,363 127,826 7,639 6.0
Whyalla 17,719 11,337 726 6.4
Yorke 33,275 18,354 789 4.3
Note @ Asat 30 June 2006.

®  Year average estimate based on quarterly estimates

Source:

222

ABS, Satistics, Demography, and DEWR, Small Area Labour Markets, datafile.

Program Expenditure, Participation and Outcomes

Table 2.3 shows the aggregate funds committed, number of participants and employment and
training outcomes by Employment and Skills Formation Network regions in 2007. A total of
2,581 employment outcomes were anticipated from SA Works in the Regions projects funded
in 2006-07 and this figure has been surpassed as shown in Table 2.3 (N=3,142 outcomes

achieved).

The greatest number of employment outcomes in aggregate terms were achieved in Northern
Adelaide (401), Southern Adelaide (299), Whyalla (260) and Western Adelaide (227) and

each of these regions have a significant number of unemployed persons.

Overdll, the program is well targeted in terms of regions, the relative size of the workforce,
the aggregate number of unemployed persons and the funding provided to each region, to
facilitate alocalised response to labour market characteristics of individual regions.
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Table2.3
SA Worksin the Regions
Funds committed, participants and outcomes, 2006-07
Total Anticipated Total Total Actual
Participants Total Actual Total Total Actual Anticipated Accredited
Total Funds (Funding Deed) Participants Anticipated Employment Accredited Training Hours
Allocated in Employment Outcomesto | Training Hours | Delivered to
Funding Deed | High Low High Low Outcomes Date (Funding Deed) Date
Adelaide Hills $300,000 260 0 332 306 135 129 13,250 18,597
Barossa Light $270,000 248 0 251 252 102 132 20,770 25,199
Eastern Adelaide $385,000 265 0 480 0 135 200 8,750 33,971
Eyre $400,000 238 0 275 3 142 162 34,220 37,979
Fleurieu $420,000 375 0 530 2,954 174 164 33,600 24,486
Kangaroo Idand $151,000 70 0 154 0 30 75 7,800 7,428
Limestone Coast $300,000 508 0 330 2,516 230 162 13,000 13,686
Mid North $300,000 170 0 238 73 60 128 19,300 25,043
Murraylands $300,000 340 0 379 1,022 163 173 17,600 14,819
Northern Adelaide $614,000 570 0 759 160 361 401 38,150 53,297
Northern (Pt Augusta) $400,000 385 0 198 2,025 126 90 30,492 13,554
Riverland $400,000 325 0 580 353 143 271 14,800 26,086
Southern Adelaide $662,500 427 0 520 200 265 299 26,600 40,338
Southern Flinders Ranges $400,000 223 0 286 0 146 153 56,800 57,810
Western Adelaide $400,000 254 0 373 1,500 144 227 31,500 63,818
Whyalla $400,000 195 0 343 734 156 260 57,975 101,619
Yorke $310,000 160 0 236 404 69 116 8,300 25,427
Total $6,412,500 5,013 0 6,264 12,502 2,581 3,142 432,907 583,127
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3. Wor kfor ce Participation Project (WPP: Victoria)

3.1  Overview and Objectives
Box 3.1: Summary

Broader economic and demographic change supports the policy of increasing workforce
participation rates;

WPP - adual linkages model, very flexible, each project isa “black box”;

Six core principles summarise the design, objectives, implementation and outcomes of WPP. The
program is premised on a central role for a broker organisation that contract with DV C to deliver
agreed outcomes, supported by partnering organisations;

A diverse range of projects have been funded. There is considerable flexibility in the way projects
aim to achieve the agreed outcomes. This reflects the target group of participants, the different
partnership arrangements and the skills shortages to be addressed;

WPP is one component of strategies to address barriers to employment, and skills shortages;

Critical role for the broker in establishing linkages, partnerships;

Need to be aware of the nature and the reason for skills shortages as directly influences project
activities;

The Workforce Participation Partnerships (WPP) program was designed to assist
disadvantaged job seekers re-enter the labour market, while simultaneowsly meeting skill
shortages across Victoria. The program was one part of a broader policy framework to
increase workforce participation across Victoria, recommended by the Workforce
Participation Taskforce in its 2005 report. The Department for Victorian Communities
(DVC) administered the program by providing grants to projects. Projects were selected
following an application process.

3.1.1 Context for Change

Employment is, for many people, fundamental to economic success and self-esteem. The
objective of employment for al who want it is therefore fundamental to a socially inclusive
society. In A Fairer Victoria: Creating Opportunity and Addressing Disadvantage (2005),
the Victorian Government outlines strategies and policies to, inter alia, “Reduce barriers to
opportunity” and “Build stronger communities’ and policies to assist people with
disadvantages in the labour market.

As aresult of strong economic growth combined with low unemployment figures, there have
emerged skill shortages in the Victorian labour market. Skills shortages are observable at the
industry and occupational level and also by location or place. Skills shortages may be even
more acute in some regional localities.

In some regions, LGAS or suburbs there are “pockets’ of high unemployment. Paradoxicaly,
at times of strong economic growth and skills shortages there are regions that experience high
unemployment and where individuals face barriers to employment. Yet at the same time
many employers are also experiencing persistent difficulties in recruiting and retaining staff.
This situation can constrain output and economic growth.
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It is clear as evidenced by, inter alia, skills shortages, high rates of job vacancies, the rate of
workforce exits and demand for skilled labour in regional areas that responses are required on
the demand side of the labour market.

Equally, in order to address, inter alia, social disadvantage, assist in reducing unemployment
still further, increase training rates and reduce wastage rates, to respond to industry and
occupationa skills in demand and location /place skills shortages, supply side responses are
also required.

The Workforce Participation Partnership program did address the demand side and the supply
side of the labour market simultaneously; that is to say employers/industries were to benefit
from addressing skill shortages and jobseekers were assisted to overcome barriers to
participation and thereby achieve sustainable employment outcomes. The Workforce
Participation Partnerships progam (WPP) was one component of much broader strategies and
policies designed to overcome barriers to employment (thereby helping to achieve socid
inclusiveness) and to address skill shortages in the labour market.

The broader context for change includes:
prospective demographic change and an increase in the dependency ratio;

that workforce participation rates influence the size of the economy, its per capita
income, living standards and capacity to generate wealth; and

that higher participation rates help to alleviate budgetary pressures.

A more detailed discussion of the broader context for change is included in Appendix C. This
was developed for the evaluation of the WPP program in Victoria, but similar arguments are
relevant to South Australia and could be said to “underpin” the SA Works in the Region
initiative.

Specifically, Workforce Participation Partnerships (WPP) was designed to address two key
priorities:

1) increase sustainable employment opportunities for Victorians facing significant
barriers to work; and
2) respond to areas of emerging labour and skill shortages.

The WPP sought to foster a range of flexible support services for job seekers, including inter
alia, skills training, work experience together with individual case management, post
placement support, mentoring and counselling.

The design of WPP, as the name suggests, emphasises working in collaboration or partnership
with local and regional industry groups, unions, Commonwealth and State agencies to achieve
employment outcomes. The lead agency in the partnership is called a broker. Together, the
broker and the supportive partners are required to place job seekers in employment for a
minimum of 16 weeks in industries and occupations with identified skill shortages.

3.1.2 Program Logicfor the Dual Linkages M odel

A model or organisation chart shown here as Figure 3.1, illustrates the basic structure of the
program, the relationships between potential stakeholders and that flexible assistance is a key
aspect of the program.
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The key agent in the administration of the WPP is the broker. DVC is the principal funding
organisation, while community groups, industry, employers and unions act in a support role to
the broker linking the supply side of the labour market with the demand side. A ‘support rol€e’
can be as smple as providing advice, but can extend to very active participation including,
inter alia, providing employment opportunities, mentoring, provision of training, work
experience and counselling. Organisations other than the DVC may contribute funding to a
project (a fact emphasised in the application process), but this was not a compulsory
requirement.

Figure 3.1
Organisational Chart for the WPP
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Source: DV C WPP presentation slides (2005).

The WPP program is described as a dual linkages model in which successful outcomes must
be achieved for both the job seeker and the employer. It isadual linkages model because the
demand and supply side of the labour market are equally in focus.

The rationale for describing our program logic model as a dual linkages model can be
summarised as follows:

the process involves linkages to achieve dual outcomes,
outcomes are intended to meet the needs of the employer and the job seeker;
the dual outcomes are real/tangible and the payment schedule reflects this;

the broker takes responsibility to establish linkages to meet the needs of the
employer and the job seeker;

there are known skills shortages while there are many job seekers. To obtain
equilibrium a systematic effort to “fix” the linkages problem is required;

all stakeholders are able to draw-in or link up WPP with other programs, funding and
resources,; and

projects are intended to link the supply side and the demand side of the labour
market.
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In the absence of satisfying dual outcomes - for the employer and the job seeker - then the
program would simply have a focus on either the unemployed job seeker and their
employability, and essentially be a case management model (supply side) or conversely it
would have afocus on job matching, training or perhaps migration to satisfy only the demand
side.

However, dua outcomes require satisfying or meeting the needs of both parties. That is,
matching the supply and demand side, the job seeker and the employer.

Applications were assessed against six selection criteria (or six principles) and four questions
shown at Table 3.1.

Table 3.1
Selection Criteria for Projects
Six Principles Four Questions*
1 Target Disadvantaged Job Seekers 1 Why doyouwanttodo the project (20 per cent)
2 Target Areas of High Need 2 How will the project effectively address the need (30 per cent)
3 Complementary Programs 3 Who will beinvolved in the project (20 per cent)
4 Vaduefor Money 4  What will the project achieve (30 per cent)
5 Development of Partnerships
6 Sustainable Employment Outcomes
Note * Figures in brackets are relative weightings.
Source: DV C Workforce Participation Partnerships. Description and Guidelines.

3.1.3 Aims, Objectivesand Six Principles

The aims and design of the WPP are best expressed by the six principles guiding the
implementation of the program®. These six principles are summarised bel ow:

1) Targeting of disadvantaged job seekers

The WPP provides job opportunities for highly disadvantaged job seekers who face
significant barriers to employment. The WPP addresses some of the imbalance identified by
the Victorian Government within the Victorian labour market.

In summary, those who experience significant disadvantage in accessing employment include,
inter alia:

People from Culturally and Linguistically Diverse (CALD) backgrounds;

Refugees and recently arrived migrants who are ineligible for Commonwealth
support;

People with disabilities or mental illnesses;
Mature aged people;

Disadvantaged youth;

Homeless,

Aboriginal and Torres Strait Ilanders;

SACES evauated the WPP program based on these six key principles. The evaluation was required to “assess program
implementation and performance against the six principles of the program”, to provide information about future program
directions and to assess employment outcomes of the program, addressing job seekers’ barriersto participating in the workforce
and assisting industries’employers to meet their skill and labour needs.
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Recently retrenched workers;
Ex-offenders; and
Residents of Neighbourhood Renewal Areas

This list is not exhaustive. Target groups such as the homeless and recently released
offenders ard others who are inéligible for employment assistance qualify as disadvantaged as
do the long term unemployed. Their inclusion in the target population of the WPP is, prima
facie, justified.

In previous labour market program evaluations, SACES reported that employment prospects
of recently released offenders and homeless were found to be significantly lower than the
genera program population. These groups (and others) required more extensive assistance to
achieve similar employment outcomes to other target groups. Unit costs per projects can be
expected to vary dependent upon the client group to be assisted.

2) Areas of high need (i.e., higher than average unemployment)

Special consideration was given to projects that sought to place job seekers from areas with
significant economic disadvantage, such as high rates of recorded unemployment and long-
term unemployment, regions that had demonstrated skill shortages and a strong demand for
labour and Neighbourhood Renewal Areas (NRAS). The Neighbourhood Renewal program is
funded by the Victorian Department of Human Services.

3) Complementary programs

It was important that the WPP did not duplicate assistance provided by other programs. The
WPP initiative was structured to complement programs by providers such as Job Network or
nonprofit organisations and to complement and utilise available State and Commonwealth
assistance schemes and programs. WPP sought to coordinate assistance from many different
interests through a broker organisation, rather than duplicate other forms of assistance.

4) Value for money

Value for money was stated by the DV C as an important criterion they would use to assess
and select projects. This meant considering the number of contractual employment outcomes,
the overall project cost, the cost of the project per participant, and an assessment of any risks
associated with the project. Consideration was also to be given to the location of the project,
the likely efficacy of the method of assistance, and the capacity of the broker organisation to
effectively manage the project.

5) Development of partnerships

Emphasis was placed on broker organisations developing partnerships with other
organisations. Projects were required to demonstrate the involvement of partners, such as
loca employer groups, unions, local government, community organisations and non-profit
organisations.

6) Sustainable employment outcomes

The objective of the WPP was to achieve employment outcomes; sustainable, permanent
employment in locations (i.e., place) and industries or occupations with documented skill
shortages. Applicants were required to demonstrate how the project would meet existing skill
shortages in the labour market. Sustainable employment was defined as a minimum of 30
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hours a week, for at least 16 weeks over a twenty week period. Additional information on
skill shortage was obtained from regional analysis and documentation from DEWR.

3.1.4 Program Organisation and Funding

Some $24.6 million was allocated to the WPP program for the period 2005-06 and 2006-07.°
The level of financia assistance provided to each project depended upon the nature of the
project, the client group, the length over time over which the project was to run, the number
of approved employment outcomes and the extent of sponsor contribution and support. Other
factors taken into consideration included the identified skill shortages and industry demand,
the type of assistance to be provided, the level of disadvantage of participants, regiona and/or
statewide activity and the capacity and capability of the sponsor organisation. Projects were
also evaluated on the basis of stated outcomes and cost of delivery, reflecting the requirement
that projects provide value for money.

There were no limitations on exactly what types of skill shortages or disadvantaged job
seekers the projects should address. Special consideration was given to projects in areas with
high levels of unemployment, areas of high socio-economic disadvantage and Neighbourhood
Renewal Areas. Projects could be of any size; in practice, funded projects ranged from 15 up
to 300 participants. WPP grants were ultimately provided based on the ability of projects to
deliver servicesin relation to the six key principles outlined by the DVC.

Grants were provided directly to broker organisations for the administration of the projects.
The role of the lead agent or broker was to coordinate employer, agency and community
interests and manage the project. Broker organisations were contractually responsible to the
DVC for the delivery of the project, which included responsibility for the financial
administration of the project.

One of the design characteristics of the WPP was that although all applications were to be
assessed against the six principles, there was no template or single project design that limited
or constrained the way in which project sponsors could match the needs of employers with
individual job seekers. The range of measures stated by project sponsors to be used to
achieve outcomes included:

Training;

Work preparation;

Work experience;

Mentoring and Counselling;

Working placement and wage subsidy;
Housing assistance; and

Transport assistance.

Thus, the nature of the projects funded by the WPP was very diverse, due to the fact that they
were designed and administered by broker organisations, they were not centrally planned and
innovative ideas to obtain employment outcomes were actively encouraged.

Treasury Budget Paper No. 3, $24.6 million alocated to achieve a minimum of 2,000 sustainable employment outcomes. The
Department set an object ive to achieve 3,000 employment outcomes within the budget provided.
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The three most common forms of program assistance - training, work preparation and work
experience - were typically described as “tailored to the specific skill shortages and/or needs
of the job seekers that are targeted”. Industry and employer groups involvement in planning
training and work experience was very important, to ensure that relevant skills and training
were incorporated in individual projects.

More intensive support requirements for job seekers experiencing severe disadvantage in the
labour market meant some projects planned to use quite intensive assistance measures. For
example, some projects designed counselling and mentoring for job seekers, whose
difficulties in entering the labour market were of a more persona nature (e.g.: psychological,
family issues, etc.).

3.2  Overview of Program Data

The Centre provided a final evaluation report to DVC in September 2007 although the
program was not to be finalised until December 2007. The following is based on results for
83 WPP projects that commenced prior to July 2007.

Table 3.2 provides selected summary statistics on the WPP up to August 2007 - 98.5 per cent
of project funding has been alocated for 96 projects with over 8,600 participants and over
2,200 outcomes as at August 2007. In this final evaluation the Centre roted that participant
numbers had increased by 41 per cent in the period April to August 2007, placements had
increased by 65 per cent and employment outcomes by 123 per cent so that outcomes were
accelerating with the passage of time.

Employment outcomes were 66 per cent for males and 34 per cent for females, although
participant registrations remain almost evenly distributed at 53/47 per cent.

Table 3.2
Selected Summary Statistics: January to August 2007
First Progress Report Second Progress Report Final Report
January 2007 April 2007 August 2007
Projects 52 89 96
Funding $16.6 million $23.5 million $24.2 million
Per cent of Funding 73 per cent 96 per cent 98.5 per cent
Participants 3,876 6,118 8,649
Placements 1,323 2,174 3,588
Employment Outcomes 503 1,013 2,264

Source: DV C data base, January 2007, April 2007 and August 2007.

A summary of key results to August 2007 showed that the WPP program had achieved the

following (N=83 projects’):
registered 8,649 participants®;
had placed 42 per cert of al participants;

2,264 employment outcomes (26 per cent of all participants);
estimated to achieve 3,000 to 3,100 employment outcomes by December 2007,

Tota number of projects funded N=96, but only 83 projects could be evaluated for employment outcomes as at date of report.
Definitions relating to commencements, registered participant placement and employment outcomes are shown in Appendix D.
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placed 1,000+ participants in DEWR identified occupations where “skills were in
demand”;

450 apprenticeship outcomes and 250 traineeship outcomes;
involved over 1,500 individua private employers providing employment outcomes,

outcomes in regiona Victoria and for the more disadvantaged Neighbourhood

Renewa Areas were above the all program average;

met the twin objectives of:

- assisting the most disadvantaged enter or re-enter the workforce at entry
level positions for which they have received some training/work
preparation; and

- placing participants into positions where skills are in demand, thereby
matching the job seeker (supply side) with employer requirements (demand
side).

The Centre concluded that the entire WPP program had been well managed and was cost
effective in achieving employment outcomes. Significant strengths of the program include
the involvement of private employers, the ability therefore to achieve sustainable employment
outcomes, matching of disadvantaged job seeker with skills in demand, the diversity of
program providers including industry associations and employers and unions and the targeting
of the program.

Because outcomes could continue to be achieved from the time the Centre delivered its final
report through to December 2007, we provided an estimate of the expected number of
outcomes® by year end.

Table 3.3 estimates that an additional 800+ employment outcomes would be achieved, so that
total outcomes were within the range 3,000 to 3,100 and the projected cost per outcome at
approximately $7,800. The Centre further assumed that approximately 8,700 participants
were registered with WPP so that the cost per participant is estimated at $2,700-$2,800 per
participant.

Over 1,350 WPP sustainable employment outcomes will be in occupations where DEWR has
recorded “skills in demand” by December 2007.

Table 3.3

Expected Employment Outcomes as at end December 2007
Employment Outcomes achieved as at August 2007 2,264
Expected employment outcome end December 2007 800-830
Total number of employment outcomes 3,064-3,100
Projected cost per employment outcome $7,800-$7,900
Total participants 8,700
Cost per participant $2,700 to $2,800

Source: SACES calculations.

The number of employment outcomes are those that meet the criteriaand for which aproject ispaid. Itispossible for aproject
to achieve ahigher number of employment outcomesthan that for which they are paid.
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3.3 Final Overview

Both SA Work in the Regions and WPP were designed to accommodate localised responses
to the labour market, athough the design and the implementation of the two programs and
individual projects differs; both sought to increase labour force participation, impact on
unemployment while maintaining that the most disadvantaged job seekers should receive
assistance.

The Victorian WPP program maintained an unwavering focus on meeting skills in demand,
placing job seekers in known job vacancies that had been substantiated by labour market
analysts and local intelligence. Full-time employment (16 weeks at 30 hours per week) was
the objective outcome. The program also required partners to link-in with the broker.

SA Works in the Regions was “less insistent” on employment outcomes, yet achieved these
nevertheless. The method of funding 17 loca ESFN meant that local projects were generated
but there appears to be no objective test that each project necessarily addressed local
employment demands. On the other hand, because the WPP program was so structured as to
pay only for employment outcomes, then an incentive existed to recruit participants who were
most likely to succeed. This may not always be “the highly disadvantaged”. It isimportant to
be aware of these incentive effects in an outcomes based funding model.

While differently structured, both labour markets programs appear to be successful in
attracting financial contributions and in-kind support from employer groups, other tiers of
government and community organisations.
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4. South Australian Case Studies

In this Section we discuss the six case studies of successful projectsin South Australiaand in
Section 5 we consider five successful projects'models in Victoria. Each of the case studies
contains an introductory section on “learning lessons’ intended to highlight the characteristics
of each project and why the project was successful. In Section 6 we attempt to draw out from
the literature and these case studies some principles, design characteristics and objectives that
appear to be important in:

achieving sustainable employment outcomes;

continuing to assist the most disadvantaged;

matching the demand and supply side of the market to address skill shortages; and
building on existing networks/practices for more effective outcomes.

41  ChooseYour Future Goal 100 Whyalla (South Australia Worksin
the Regions)

4.1.1 LearningLessons

Goal 100 is an example of a ‘demand driven model’, where there was a clear focus on
employment outcomes and addressing skills in demand at aregional level.

A commitment by employers to hire graduates was a strong incentive to participate ard
continue in the program. The program ran over 20 weeks and achieved almost a 100 per cent
retention rate, illustrating the importance of this commitment. The promise of future
employment in turn generated a commitment from job seekers to ‘ stay the course’.

Specific industry based training (demand driven program) achieved sustainable employment
outcome one year after the program and has provided a platform for the program to be
repeated.

Community support and co-operation was a visible and significart element of this project.
The design of the program, in providing holistic support for participants, and a strong
emphasis on peer support and leadership reflected an understanding of the needs of the most
disadvantaged/ the most marginalised job seekers. Assisted retention rate.

Training providers are able to respond to the specific needs of industry (“industry set the
requirements’) and individual employers in well structured and well funded programs, where
specific skills, hands on training and the gatus of being ‘work ready’ are agreed between all
providers.

4.1.2 Overview, Background, Organisation and Funding

The background to this project was the inability of OneSteel, following the near completion
of Project Magnet at their Whyalla site, to scure sufficient interest in employment at the
Whyalla steel making facility. They had advertised positions in the norma way (through
newspapers, the Job Network and via word of mouth) but had received insufficient job
applications or applicants were not able to demonstrate they possessed the required work
skills. Up to 50 vacancies for operators and semi-skilled personnel were available within the
company. The company was forced to consider advertising in Port Augusta and Port Pirie,
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and possibly even overseas. The company and other employers were clearly frustrated with
this situation given that unemployment was still relatively high in Whyalla.

OneSteel and several magjor employers in the heavy engineering sector, DFEEST and the
Whyalla Economic Development Board (WEDB) met and designed the Goa 100 program.
As with the Track Maintenance project, a very significant element of the Goal 100 program
was the involvement of local service providers, including inter alia, the local Job Network
members, and the Bungala Indigenous Employment Centre.  The commitment of employers
to provide employment at the conclusion of the program was another important element of the
program, not the least of reasons that it provided the incentive to retention in the program
over a 20 week period. Thus, community support and the co-operation of local service
providers was a visible and significant element.

The program was 20 weeks in length and involved both on and off the job training. Thisis a
relatively extended period of time for which participants had to attend and commit to gaining
work and life skills. The program built in student, educator and employer networks to support
each participant, including a component “I make a difference’ to address socia, family,
emotional and personal issues confronting a number of the participants. There is no doubt that
the program deat with many job seekers who had experienced extended periods of
unemployment (some had been unemployed for more than five years) and were truly
marginalised job seekers. This makes the achievements of this program even more
exemplary.

A training supplement of $10 per day pad fortnightly did cause problems for some
participants (Centrelink assessed income received for benefit and housing assistance ad
reduced assistance) and left them financially worse off. The training supplement has not been
included in Goal 100 Mark 11.

4.1.3 ProcessIncluding Selection of Target Group

Demand for the program was very strong with up to 350 unemployed persons registering for
the first intake and 320 for the second. As unemployment has fallen in Whyalla (from 12.0
per cent (May 2006) to approximately 5.3 per cent in October 2007) applicant numbers for
employment programs under the banner of “Whyalla Works' have declined to 200.

The design of the Goal 100 program was ‘not set in concrete from day one’; in fact severa
contributing organisations described a process of responding as required or ‘making it up as
we went along’. The point is that the 20 week program was flexible in its design although
there was no wavering from the ultimate goal (sustainable employment) of the program. Here
participants were required to demonstrate that they were capable of attending the program
over 20 weeks, from 9 until 5 each day, whether it was in a classroom setting, attending a
worksite or day trip, sporting or other forms of physical activity. This was described as
‘meeting the rhythms of working life'. Industry set the standard in this regard.

TAFE as the training provider successfully built into the project a life skills component to
assist those who had been unemployed for a considerable length of time, including health and
fitness, assistance with family issues, drug and alcohol support, career planning, problem
solving and persona development. Peer support groups provided opportunities for
leadership, attendance at management meetings by peer support leaders and help to others. In
this way, leadership skills in helping others were incorporated into the program.
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The Goal 100 program had a mix of age groups, mae and female, nonindigenous and
indigenous participants and it appears that the program was successfully able to integrate all
participants to achieve the personal goa of employment, using peer leadership groups,
building group identity to achieve successful outcomes, €tc.

414 Outcomes

Measured solely by sustainable employment outcomes, Goal 100 was a successful program.
“Employment Extra’, a publication of the Department of Employment and Workplace
Relations recorded that “100 participants began the Goal 100 program with 79 graduating
including 11 femaes and 16 indigenous participants. Eighty-one participants had either
started work or received a job offer including some who didn’t complete the program but
found work as a direct result of their participation. OneSteel gave a guarantee to employ 50
graduates, and ultimately employed 65”. At the time of interview the project sponsor reported
that to their knowledge some 80 participants were still employed.

It was highly successful as measured by the retention rate over 20 weeks.

4.15 Conclusion

Demand driven programs, where local employers identify a need for skilled employees and
combine with local service providers to design specific training programs, with a commitment
to employ the graduates of such programs, are likely to be successful in today’s job market.

Goa 100 is a ggnificant program for that reason, but also because of the number of
participants and the retention rate for a 20 week training program (abeit not all this time was
spent in the classroom). The commitment to employ appears to be a significant element in the
success of the program.

TAFE as the principal training provider, in co-operation with other agencies demonstrated
that it was capable of the meeting the needs of 100 participants, with technical (job specific
skills training) but also incorporating life skills training, personal development, assistance
with family and personal issues and building a peer group culture that enabled the high
retention rate.

A back of the envelope calculation is that this program for atotal cost of approximately $800,
000, in placing 80 previously unemployed persons into sustainable employment would save
the Commonwealth in welfare payments approximately $1.8 million per year, result in the
payment of wages of $3.2 million per year with personal tax revenue accruing to the
Commonwealth of $0.6 million per year. There are clearly many other savings and benefits
to account for, at the personal, family, community and public agency level.

For employers, there are many benefits and reasors why they should financially support this
type of demand driven project. They have access to a more highly productive workforce from
day one, a ‘work ready/work hardened’ trained workforce, where training is industry or job
specific. Employers benefit by reducing recruitment or search costs. Employers also
contribute to strengthening community relations and are seen to support the local community.
The co-operation across service agencies in the design and delivery of Goa 100 is not
quantifiable in dollar terms; however, that Whyalla Works is now planning Goal 100 Mark 3
illustrates the value of the networks and relationships established through these programs.
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42  Whyalla Track Maintenance Program™ (South Australia Works in
the Regions)

4.2.1 LearningLessons

Specific industry based training for known job vacancies resulted in immediate employment
outcomes and sustainable outcomes up to two years after the program.

Relatively small scale, short and targeted training program with classroom and on-the-job
learning.

A 100 per cent retention rate resulted from effective selection of jobseekers, the commitment
of Transfield Services to employ all graduates and payment over the life of the course (during
training and then job placement).

The involvement of local service providers was considered to be a strong element of the
overal program, where each partner provided their specialist expertise. For example, Access
Working Solutions (AWC) identified that Job Network providers and the Indigenous
Employment Centre (IEC) were important in jobseeker selection, based on their knowledge of
each individual. Community support and co-operation was a visible ard significant element
of this project

The other outstanding element in this industry generated program is that it involved the most
highly disadvantaged, the most marginalised job seekers, yet through the design of the
program it succeeded in achieving 100 per cent retention rate in the program and employment
outcomes. Indigenous job seekers were a key target group. Potential to replicate the program
to meet occupational demand in the mining sector.

4.2.2 Overview, Background, Organisation and Funding

The Track Maintenance Program involved a partnership between DFEEST including Regions
a Work and Aboriginal Employment Programs, Access Working Solutions (AWC),
Transfield Services, ASK Employment Service, DEWR, WEDB, Job Network providers and
Bungala Indigenous Employment Centre.  Access Working Solutions (AWC) was
instrumental in sourcing additional funds to support training.

The objective of the program was to provide Transfield Services with arail track maintenance
workforce to assist with its contract to maintain services to OneStedl’s rail assets in Whyalla
on behaf of the Australian Raillway Group. Transfield Services is a leading provider of
operations, maintenance and asset management services across 11 industry sectors with
contracts in Australia, New Zealand, Malaysia, Fiji and the Middle East.

Transfield Services has a long history of commitment to employ indigenous jobseekers and
has an active company policy in this regard. Others involved with the program refer to
Transfield as ‘having an empathetic management philosophy to support indigenous
employment and training’. Transfield Services is a registered RTO,; it provided the actual
training. Jobseekers were paid!! while they undertook the training, including four weeks on
the job at OneSted.

10 This program was finalised in October 2004 so it was not possible to speak with several participating agencies or graduates

from the program, were staff and participants had moved on over time.
Average wage was approximately $600 while off the job training including at OneSteel siterising to $700 once on the job.
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AWC acted as the project co-ordinator including bringing together the funding, recruitment
selection, organising training, payment of wages and general administration. The project
received income of $40,400 not including additional commitments in kind by Transfield
Services, OneSteel, WEDB and others. For each of the indigenous job seekers Bungala
contributed $1,000 for the four weeks training.

4.2.3 ProcessIncluding Selection of Target Group

Some 60 people responded to the invitation to attend an information session and to register
with the project, from which 40 jobseekers were interviewed and a final selection of 20 long-
term unemployed and indigenous job seekers commenced on the program. Of the twenty
young unemployed jobseekers 8 were indigenous and 12 non-indigenous.*? At the conclusion
of the program up to 16 received an offer of employment, while the remaining four persons
received job offers with other local employers. The indigenous job seekers had been on
CDEP and were considered to be ‘far off from being work ready’, according to AWC and the
job network providers. The jobseekers graduated from the course with a Certificate 2-Rail
Infrastructure Maintenance which is recognised by the Transport and Distribution Training
Framework.

Transfield Services adhere to the philosophy that participants ‘learn in the work environment’
and the best way to achieve this is to have the commitment of employers. Placement and
training in the work environment means that new employees are ‘work hardered’, they have
realistic expectations about the world of work and the demands of the job. Thus, the program
was designed so that course work in a classroom setting is minimised to those essential
requirements for work in any industrial setting (OHS, workplace responsibilities, etc) and
time on the job is maximised. Critical to this objective was the supportive role played by
Transfield Servicess, AWC and Bungala, whereby severa components of the
coursework/instruction, was able to be delivered on site.  Other groups such as ASK
Employment Service, AWC and Bungala provided additional support to all participants in
addressing any behavioural or attitude problems.

424 Conclusion

Achieving almost a 100 per cent employment outcome is a very positive reflection on the
program. If the program was to be repeated then providers indicated they would like to
increase still further the number of indigenous job seekers.

As a November 2007 staff from Transfield Services indicated that up to 12 of the original
participants were still employed within the company (some in Whyalla, severa in Port
Lincoln), and that several had |eft to take up further study. So, based on evidence available to
the researchers it can be said that sustainable employment was achieved from a course which
trained participants for known job vacancies.

There is no doubt that this industry generated program recruited and trained some of the most
highly disadvantaged job seekers in the region. The commitment to employment and
payment while in training assisted in a high retention rate, but so did specialist recruitment by
AWC and the way training was organised.

12 Various figures for the number of indigenous participants were quoted but it appears up to eight were indigenous based on

payments from Bungada
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This form of industry based training for known job vacancies appears to be very successful.

This specific or targeted method of recruitment contributed to retaining participants in the
training course and then into sustainable employment. It is beneficial to employers in the
long run as the ‘new employees are work ready, they have an understanding of the job, and
receive training that is likely to contribute to higher productivity from day one. The employer
benefits from job specific training and reduced search costs.

Transfield Services recognise this and demonstrate not only their commitment to employ
indigenous workers but also to contribute significant financial resources ($26,900) and in kind
support to this method of recruitment. Employment service providers and AWC strongly
support these programs because they lead directly to employment.

4.3  BoysTown Port Pirie (South Australia Worksin the Regions)

4.3.1 LearningLessons

BoysTown is committed to assisting the most marginalised in the workforce who struggle to
find and hold employment even in a strong labour market. An outcomes based funding model
would not be appropriate for this group of participants nor the provider.

Classroom learning coupled with very extensive youth work and personal counselling,
persona support and skills development through work experience. The level of persona
support (‘wrap around welfare support’) is acritical aspect of the program.

Renovation of SAHT properties is similar to the Victorian Urban Renewal projects, where
participants learn and then apply skillsin real life settings. Career pathways are individually
mapped out and placement is sought with supportive local employers.

Strong support from local employers who have been ‘prepared to give the kids a go’ in rea

life work projects. BoysTown stated that the Employment and Skills Formation Network was
significant in gaining employer support and opening up opportunities for work experience.

Strong, local networks appear to be important.

Commitment from SA Works in the Regions plus undertaking community projects meant the
activities were highly visible in the wider community, thereby gaining further support and
acknowledgement within the wider community.

Stress on participant’s learning and then applying skills in workplace settings.

4.3.2 Overview, Background, Organisation and Funding

BoysTown is an incorporated company managed by a board of directors on behalf of the De
La Sdle Brothers. A national organisation with its headquarters in Queensland, BoysTown
has an annual turnover of $5million per annum and assists up to 1,200 young people each
year. BoysTown commenced operations in Port Pirie in 2004. The organisation has a
philosophical commitment to “support children, young people and families to overcome the
most severe disadvantages-problems such as abuse, homelessness, long-term unemployment
and mental illness’.
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Under the Regions at Work Program BoysTown conducted four pre-employment programs
over eight weeks with up to ten participants in each program (40 participants over a twelve
month period). Participants are aged between 16 and 21 years of age. The program involves
six weeks accredited training (240 hours) and two weeks on the job work experience (60
hours). Accredited training was provided by BoysTown qualified trainers and trade
supervisors.  Regions at Work provided up to $50,000 for four the courses while the
BoysTown organisation provided a sponsor contribution of $121,000.

BoysTown has established its own workshops and businesses premises where students are
able to gain rea life experience in trade skills, including concreting, metal fabrication,
hospitality, horticulture, carpentry, electrical, plumbing and general construction. Up to 50
per cent of all participants have gained employment or have enrolled in further study,
including in traineeships. BoysTown has refurbished up to eight properties owned by the
South Australian Housing Trust on a contract basis.

4.3.3 ProcessIncluding Selection of Target Group

BoysTown has consciously sought to register and train the most disadvantaged job seekers,
including indigenous persons. It worked closely with Job Network providers, Families SA
and other community welfare organisations to select each group of participants.  Self
referrals or family referrals were also accepted. The local indigenous community is not
homogeneous and conflicts sometimes aise between different groups. BoysTown has been
able to address some of these conflicts while retaining participants in the training courses,
thus helping to break the cycle of dependency, so the benefits of the programs extend well
beyond the transmission of skills and training.

Participant’s often required remedial instruction in literacy and numeracy skills and because
of long term unemployed, general improvements in living skills, communication and personal
development. Poor family backgrounds, “kids knocked from pillar to post’ and low self
esteem often characterise many of the participants. BoysTown provides “wrap around
welfare support’, including personal support, life skills development and then workforce
skills, including follow up while in the workforce and mentoring by supportive employers.
Youth work support and mentoring while under going training are vital elements of the

program.

In the researcher’s view an outcomes based funding model where the provider was paid for
employment outcomes alone would not assist either the provider or the participants. It is a
simple fact that 6 weeks classroom based learning and 2 -4 weeks on the job training is not
sufficient to fully address personal barriers in order to sustain employment outcomes. The
participants need longer time under mentoring systems, within the BoysTown supervised
environment or supportive private employers to raise their self esteem, build confidence,
develop a positive attitude to work and the confidence to extend their skills and capabilities.
An outcomes based funding model would see, either the provider select a different target
group that was more certain to gain employment, or ‘push’ the current group of program
participants to hard.  There is a trade-off between selecting the ‘best kids' in preference to
the more marginalised and those with greater barriers to overcome.
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434 Conclusion

Local employers have hired graduates from each of the four projects. Loca community
representatives acknowledged the projects undertaken and completed by BoysTown
indicating a high degree of visibility within the loca community. Employment outcomes
appear to be within the range of 35 to 40 per cent of al participants.

The researcher’s observations and discussions with local community networks, including Job
Network providers, is that BoysTown is assisting the most marginalised in the job market
through specialised training, local employment placement and mentoring. We were able to
speak with a number of current students working in various trades on the school site and the
new workshop.

BoysTown has been able to invest in its own workshop premises and thereby provide even
further training opportunities. The researcher visited the new premises to observe shop fitting
for the new welfare clothing store and setting up the new workshop, including electrical work
under supervision, carpentry, painting, wall fixing, welding and plumbing. Each of the
graduates was working under supervision of skilled tradespersons.

The new training facility is a potentia site for a self sustaining business having bid for a
contract to supply packing material for exporters to China. Further expansion is proposed by
BoysTown.

Socia benefits include that participants develop some structure in their lives, they are able to
drop in to the training facilities and continue to develop activities they have commenced (e.g.,
horticulture, maintenance of buildings) and the projects completed by BoysTown are well
known within the community.

44  Kilburn/ Blair Athol Employment Project
44.1 LearningLessons

One on one case management is the key to the success of this program which assists people
who face significant and/or multiple barriers to employment. Developing a trusting
relationship with the client to identify the key issues (e.g., personal, family) that affect their
ability to gain and hold employment and responding to their needs in a prompt manner are
two key reasons for the success of the program. Having good quality people to delivery the
program/case management is also a significant factor.

Developing partnerships and networks with local community organisations is critical in terms
of gaining referrals and being able to refer individuals to appropriate services. Fostering
partnerships with local employers has been challenging and a weakness of the project
although recent developments — i.e., relationship with Korvest industries — suggest that this is
gradually being overcome.

Outcomes cannot be measured only in terms of employment. Individuals may face significant
personal issues (i.e., drug and acohol addiction, lack of housing) which ultimately prevent
them from gaining employment. Addressing such issues can represent a significant outcome
for an individual but may not immediately lead to an employment outcome given that other
factors must also be addressed (i.e.,, improving pre-employment skills). Important nort
employment outcomes include improved confidence and self-esteem.
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Leveraging people into sustainable employment is challenging given that clients often have
little to no work history (e.g., a culture of unemployment), while the jobs they often gain entry
to (i.e., casual, low paid given their skill level) are often not conducive to sustainable
outcomes. Achieving successful enployment outcomes also depends on linking people with
jobs they are interested in.

The short term and/or recurrent nature of funding provided by the SA Works in the Regions
program does not fit well with the type of long-term case management services required to
support individuals. The problems faced by these individuals often require significant time to
address, while the skills and knowledge needed to assist them (i.e., developing networks with
other local community groups and employers) can also take time to develop.

4.4.2 Overview and Background

The Kilburn Blair Athol Employment Project was launched by Enfield Community Health in
2005. The project evolved from community consultations in 2002 which identified a lack of
relevant services (e.g., counselling) and high unemployment as two major issues facing youth
in the region. These issues reflect the relatively disadvantaged nature of the region, which
tends to suffer from a range of adverse social issues including poverty, drug and alcohol
abuse, crime and youth unemployment.

The project uses a variety of methods including one on one case management to identify and
address the multiple barriers to employment that participants face while also taking steps to
improve their pre-employment skills. Clients participate in accredited training courses and
community projects in order to help them develop the necessary entry level skills needed to
qualify for identified occupations available in the region. A range of other support and
assistance is provided to improve job readiness skills, including assistance with job searching,
resume preparation, assistance with interviews, and transport. The latter is a significant issue
for some people and a Drivers Training program has been established to enable some
participants to obtain their learners permit.

In addition to providing mentoring and advocating support, one on one case management
allows issues below the surface affecting an individua’s ability to gain employment (e.g.,
domestic abuse, drug and alcohol) to be identified and appropriate support organised (e.g.,
referral to appropriate services). Case management is carried out through a partnership
approach involving workers at Lutheran Community Care, a youth worker at the Port
Adelaide Enfield Council, and Community Development workers at Enfield Community
Hedlth.

4.4.3 ProcessIncluding Selection of Target Group

The project was initially intended for youth but an increasing number of ‘new arrivals (e.g.,
refugees from Sudan and Irag) were attracted to the project in lieu of significant pockets of
migrant communities in the region. As a consequence, the target group and range of support
services provided has evolved over time to include relevant services such as English classes
for migrants and refugees. This is very similar to the experience of VICSEG in Coburg in
Victoria (see Section 5.1) which is a mgor provider to ethnic groups, refugees and migrants.
In addition to youth and “new arrivals’, target groups now include women, indigenous
persons and people re-entering the workforce.
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The project was originally advertised in local newspapers but subsequent advertising has not
been required as new participants have been sourced largely from referrals from previous
participants and partner organisations. This reflects the general satisfaction that participants
have derived from the program and the significant benefits that flow from effective
partnerships and networks with other local community groups.

4.44 Outcomes

The anticipated and actual outcomes of the program are presented below. Outcomes have
been better than expected. Participation has exceeded anticipated levels while employment
outcomes have either exceeded or been close to expected levels. The popularity of the project
is demonstrated by participation for the 2007-08 phase of the project: there were over 50
participants at the time of writing (late December), well in advance of the target of 30
participants by May 2008. Better than expected participation is due to the high evel of
unemployment in the Enfield, Kilburn and Blair Athol areas.

Good employment outcomes are facilitated by intensive case management and the high
guality of case managers who are able to respond promptly to participants needs. Achieving
sustainable employment outcomes is important since it helps to improve many areas of an
individual’s life, such as their financial, health, housing well-being, self-esteem and
confidence. Maintaining sustainable employment outcomes are facilitated by providing
clients with ongoing support. Clients sometimes return to seek assistance with finding new
employment, obtaining drivers licences, dealing with health issues, legal issues, housing
issues etc.

Performanceindicators 2005-06 2006-07
Participants
Anticipated 20 30
Actual 54 36
Employment
Anticipated 12 15
Actual 23 13
Note Derived from “What Works Well - Project Summary”.

There are challenges associated with maintaining sustainable outcomes. Many of the jobs that
participants are placed into are of a casual nature or are poorly paid, meaning there is reduced
incentive to maintain employment given the prospect of losing income support payments.
Furthermore, the nature of most participants is that they have minimal work experience and
understanding of employers expectations, meaning they are at greater risk of losing
employment. An important factor in achieving sustainable employment outcomes is to link
people with jobs that they are interested in.

445 Conclusion

The Kilburn Blair Athol Employment Project has delivered better than expected participation
and employment outcomes in a region of relatively high disadvantage. While the ultimate
sustainability of employment outcomes are somewhat uncertain, the nature of the clients (i.e.,
facing multiple barriers, minimal skills and work history, poor general employment
knowledge) and the jobs they are leveraged in to (i.e., casual, low paid) means that there are
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inevitably significant challenges associated with maintaining these people in sustainable
employment.

The strengths of the program derive from the intensive case management approach adopted
and the close partnerships forged with other local community organisations. A lack of links
with local employers is perhaps the only major weakness of the program. However, the
recent establishment of a relationship with Korvest Industries who has itself taken steps to
establish alocal business association represents a possible turning point.

45  Ausralian Refugee Association — Connecting to Australia
45.1 LearningLessons

Developing effective partnerships with other local organisations, which has taken a number of
years in some instances, has been very important to the success of the project. In particular, a
partnership with the Skills Centre at Thebarton Senior College has enabled the devel opment
of training programs tailored to the needs of the target group (i.e., refugees and migrants).

Developing trusting and honest relationships with clients and employers is probably the most
critical aspect of the project in terms of achieving employment outcomes. Developing
relationships with clients allows other barriers to be identified and addressed (i.e., lack of
transport, mental illness). The importance of honesty reflects that participants need to be
realistic in terms of the type of work they may obtain, while employers need to be redlistic
with regard to the actual skill levels of refugees and migrants (generally lower than expected
by the employer), and the difficulties that these individuals may experience during the initial
stages of employment.

The effectiveness of the project was improved by the complementary services offered by the
ARA. These additional services (i.e., settlement, other employment services) assist in terms
of providing referras to the training program and supporting the overal case management
process.

That refugees and migrants generally have a positive attitude towards work tends to help
achieve employment outcomes. Nonetheless, in addition to having similar barriers to
employment as other job seekers (i.e., lack of skills and work history), they also face some
unique barriers such as menta illness (i.e.,, from detention), poor language skills and
gualifications not being locally recognised.

45.2 Overview and Background

Migrants and many refugees typically have limited skills and work history, which means their
employment opportunities tend to be restricted to low skilled or productionbased
occupations. The Connecting to Australia project provides migrants and refugees with basic
vocational education and training in order to provide participants with genera up-skilling,
improved practical skills and increased knowledge about Australian workforce practices.

Two separate training programs are provided: a basic gereral engineering training program
and a building and construction training program. The training programs run for three days a
week over a nine week period and includes one week of work experience placement. The
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Australian Refugee Association (ARA) uses its links with employers to then place
participants in employment.

The project is the result of a partnership with Thebarton Senior College. The establishment of
The Skills Centre at the college allowed vocational education and training services to be
provided to individuals outside the school. Building and construction and general engineering
programs were developed with 14 places being made available in each program.

453 ProcessIncluding Selection of Target Group

Participants were recruited through a variety of sources but primarily through the ARA’s
various refugee and migrant services. The majority of participants were clients who were
aready registered with the ARA’s Employment services. (In addition to training, ARA
provides assistance with job seeking, resume preparation, job interview preparation,
occupational, health and safety and workers rights.) There were more than 700 job seekers
registered with ARA’s employment services in 2006-07, meaning there was an ample supply
of potential participants. Nonetheless, participants were also sourced through advertising and
referrals by other ARA departments (especially the Settlement Department) and from Job
Network members, especially ARA Jobs Pty Ltd. ARA’s other functions complemented the
employment project not only in terms of referrals but also through overall case management.

The mgjority of clients are male given the nature of the training programs (building and
construction, and engineering) which typicaly lead to male dominated occupations. The
difficulties faced by female refugees and migrants are generally greater as they tend to have
less proficiency in English and lower levels of education relative to their male counterparts.
Thereis aso the issue in some cultures of women not being expected to work.

454 Outcomes

The project can be characterised as being successful in terms of achieving its expected
outcomes and particularly given the target group of refugees and new migrants. It has
achieved its expected number of participants.

An advantage associated with migrants and refugees is that they often have a genuine desire
and need to work in order to improve their lives and support their families. However, they
have their own unique problems which inhibit their ability to dotain employment. These
problems raise difficulties in terms of leveraging people into work after completing the
training. For instance, some individuas may suffer from menta illness due to their
experiences, have a general lack of knowledge about Australian workplace practices and
employers expectations, and/or have poor English language skills. Employment outcomes
were sometimes prevented by individuals wanting to undertake more English language
training after completing their construction training despite having sufficient English
language skills to secure employment.

Other barriers to employment experienced by migrants and refugees include a lack of skills
and employment history, and a lack of access to transport (i.e., drivers licence). Overseas
gualifications not being recognised locally is another disadvantage sometimes experienced by
refugees.
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While there is no explicit long-term monitoring of outcomes, that there are relatively few
return clients suggests that there seems to be some lasting employment outcomes. One
strategy used to promote sustainable employment outcomes is reinforcing to employers the
need to contact the ARA to discuss any problems that arise. This allows the ARA to perform
a mediation role to address the issue or, if it cannot be addressed, commence the process of
leveraging the person into some other form of employment.

Expected and Actual Participation and Employment

Performanceindicators 2007
Participants
Anticipated 28
Actual 28
Employment
Anticipated 19
Actua 19

455 Conclusion

The strength of the program derives from the close partnership forged with the training
provider (the Skills Centre, Thebarton Senior College) and the way in which the project is
complemented by ARA’s other migrant and refugee savices. The vocational training
provided enables participants to secure a foothold in the labour market while case
management allows other barriers to employment to be identified and addressed.

46  Renmark Paringa Community Centre— Having the Edge
4.6.1 LearningLessons

The most critical aspect of the program in terms of achieving employment outcomes was
providing participants with general/basic employability skills. The majority of people
assisted experienced difficulty with gaining or maintaining employment. A basic level of
skilling was required to leverage these people into employment.

Another important aspect of the program was planting the idea (i.e., “seed’) of employability
as being a desirable objective and outcome. Some individuals in need of assistance have been
raised in a culture of unemployment and have a poor conception of the benefits that
employment provides. Encouraging a positive associate with employment enhances the
desire and scope of the individual to improve their employability skills.

Partnerships are vital in terms of transitioning people to employment. Effort was put into
networking and developing partnerships with other service providers, including training
organisations (TAFE, schools), employment service providers (Centrelink, employment
agencies), community organisations (St. John), employers and other relevant organisations
(i.e.,, Regional Development Board). Such partnerships help to connect with target groups,
deliver appropriate training and education outcomes, facilitate referra of individuals to
appropriate services, and establish pathways to employment.
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Maintaining employment outcomes is assisted by the employer and individual having an
understanding of each others needs. On one hand there is a need to have an understanding of
the employer’ s perspective, while on the other hand employers need to have an understanding
of an individual’s circumstances, at least to an acceptable degree. An important exampleisan
understanding of cultural issues in respect of indigenous people.

The co-location of the project with the secondary school and other community services (e.g.,
Child & Adolescent Mental Health Service, Disability Advocacy, Families SA, Legal Aid etc)
was as an important advantage. The co-location wes initially due to the perceptions of some
organisatiors (i.e., school) that the community centre attracted “undesirable people).
However, this perception has now changed as it is redised that the community centre
provides referral centre and service provider.

Successful programs ultimately need to be tailored to the needs of the target group. For
example, a subsequent project was tailored to the needs of indigenous persons by emphasising
cultural awareness issues.

4.6.2 Overview and Background

The Renmark Paringa Community Centre (RPCC) provides information and referral services
to the loca community in relation to a range of community services. The Having the Edge
Program was developed by the RPCC to address friction in the local labour market between
the supply and demand for labour. There is an unmet demand for low skilled labour in the
region yet there remains a pool of unemployed people who face multiple barriers to
employment. Some local job seekers are viewed by employers as either being unsuitable to
be given an employment opportunity or unable to sustain employment. Similar perceptions
and negative attitudes of employers to some sections of the community in Colac (Victoria)
were addressed by a WPP program. As a consequence, the Having the Edge program was
devised as a pre-employment skills program to improve participants general employability
skills and address other individual barriers in order to help them gain and sustain
employment.

The program provided a mixture of basic training, mentoring, assessment and case
management through a collaborative partnership approach. Participants were provided with a
range of pre-employment skills training including, inter alia, job preparation, resume
preparation, job seeking, letters of application, interview presentation skills, and employer
and workplace requirements. Additional training and information was provided by partner
organisations including St. John Austraia (first aid training), Centrelink (i.e., Centrelink
services and methods), and a large local horticultural employer (employment opportunities).

Providing individual case management was an important component of the project as many of
the participants face significant personal barriers to employment, such as drug or alcohol
addition, mental health issues, culture of unemployment (i.e., third generation unemployed).
It was necessary to identify and address such barriers — for example by referring the
individual to appropriate health services — in order to successfully leverage the individual into
employment.
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4.6.3 ProcessIncluding Selection of Target Group

The project targeted those persons who struggle to gain or maintain employment and who
would benefit from participating in the program. This included long term unemployed,
indigenous persons, youth, mature age persons and Work for the Dole participants.

Participants were recruited from the RPCC’ s existing client base and via links devel oped with
other employment and community organisations (i.e., Interwork, Riverland Special School,
Community Bridging Services, Aboriginal Sobriety Group, Commonwealth Rehabilitation
Services and Active Consulting). Of the groups targeted, 3 disabled people and 1 indigenous
person participated in the project.

46.4 Outcomes

The project was successful in terms of meeting its anticipated outcomes (see table below). A
total of 13 people commenced the project with 10 people obtaining employment by the
completion of the project. Of the 10 employment outcomes, 2 were permanent positions
while 8 were casual positions.

Providing on-going support to the individual and advocating on their behalf were identified as
two key factors in facilitating sustainable employment outcomes. The community centre
provides participants with an ongoing reference point in terms of a location for accessing
general support and acting as a referee for employment applications. However, achieving
sustainable employment outcomes is made difficult by the fact that many of the available jobs
in the region are of a seasonal and/or casual nature.

Expected and Actual Participation and Employment

Performanceindicators 2004/05
Participants
Anticipated 12
Actua 13
Employment
Anticipated 8
Actual® 10
Note @ Derived from “What Works Well — Project Summary”.

The project also had important outcomes in terms of improving participants confidence and
self esteem which helped them to reconnect with society.

As a consequence of the success of this project, similar training programs have been run with
a different emphasis (e.g., Youth Arts Project, retail). These projects seek to address basic
skills that are in demand in the region.
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465 Conclusion

The project helped to better match labour force supply and demand in the region by
improving the genera/basic employability skills of people that experience difficulty in
gaining or maintaining employment.

Partnerships played an important role in terms of facilitating the project. Appropriate
partnerships help to connect with target groups, deliver appropriate training and education
outcomes, facilitate referral of individuals to appropriate services, and establish pathways to
employment.

There is scope for replicating this program in other regions. The program provides the
general outline of the type of support tat is required to assist those persons who have
difficulty gaining or maintaining employment (i.e., developing general employability skills
and cultivating the idea that employment is an attractive option). The main change required
would be to tailor the program to the needs of the local target group(s) and local conditions.
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5. Victorian Case Studies
51  Victorian Cooperative on Children’s Services for Ethnic Groups
(VICSEG)

5.1.1 LearningLessons

VICSEG is highly regarded by local employers and is successful in achieving employment
outcomes, because it is able to target training at labour demands in the local region and has
built up strong relationships with employers, so that opportunities for formal work experience
or employment flow directly from these relationships.

Training programs require participants to achieve a qualification (Certificate 3); graduates
enter employment with a platform to build on the qualification already achieved and many go
onto Diploma level studies.

The program further demonstrates, that by improving the skill level of those peripheral to the
labour market, labour market interventions are able to increase participation in the workforce.
VICSEG is particularly successful in increasing female participation in the labour force. The
program demonstrates that the pathway of further education and training of groups whose
labour is often not utilized can achieve higher workforce participation.

Most successful in assisting new migrants and refugees to gain a qualification and work
experience to improve literacy and numeracy and quickly gain an appreciation of the
workplace.

5.1.2 Overview, Background, Organisation and Funding

VICSEG is awell established community and training provider and has provided employment
and training services to ethnic groups very successfully over a number of years. Their dense
ethnic community and employer networks provide a platform to understand ethnic community
employment requirements and employer needs. These are often very specialised such &
requiring employees with specific language skills to cater for aged and child care clients from
ethnic backgrounds.

VICSEG New Futures Training is a registered training organisation; historically courses have
included bi-lingual training. The organisation received $450,000 for 150 employment
outcomes where an employment outcome was 30 hours per week over 16 weeks. The project
commenced in May 2006 and is due for completion in December 2007. The project was
caled ‘New Life -New Workplace' and was located in Coburg, in the Moreland LGA in
metropolitan Victoria. The region is home to many newly arrived migrants including
refugees. Coburg is one of the most cosmopolitan centres in metropolitan Victoria.

The project application accurately cited skills shortages in aged and disability care. To
illustrate the demand for project participants, the application noted that in similar projectsin
the past many participants gained employment before project completion. Also, the industry
is predicted to expand due to the new Welfare to Work regulations and the increase in the
number of funded child care places.
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VICSEG has extensive experience in providing employment projects assisting CALD,
migrant and refugee job seekers, and particularly placing women into aged care and childcare
places. Previous projects have been highly successful, achieving near full employment
outcomes. Past projects include the Community Jobs Program (Jobs and Training), DEETY A
Special Pilot Projects, and the New Work Opportunities Program. VICSEG conducts its
training programs internally as it is also a Registered Training Organisation.

5.1.3 Process|ncluding Selection of Target Group

This project was contracted by the Department of Victorian Communities to supply up to 300
Certificate 111 places in Aged Care accredited training (and 150 employment outcomes).
Graduates were employed in occupations related to Childcare (including Family Day Care),
Aged Care and Disability Care.

Mentoring was also a key component of this project through the use of previous participants
now in employment. The largest expenditure item was on training in preparation for work.

The project aimed to assist CALD jobseekers, especially recently settled refugees and
recently arrived migrant women (not eligible for Job Network services) to find places in child
care, aged care and other semi-skilled positions in the human and community service sector.
They are often a substantial hidden unemployed sector in the community. Refugees from
recently settled communities - mainly women - are amongst the most disadvantaged
jobseekers in the community. They require accessible training, support and mentoring to
enter employment. Refugees often lack basic education; they have experienced severely
disrupted education and have little or no experience of the Australian workplace. They
require targeted vocational training to equip them for employment.

Employment outcomes were achieved by providing extensive pre-employment and Australian
workplace familiarisation courses; employment focused training, mentoring and employment
support once in the workplace.

Participants were recruited from existing pools of applicants that had expressed interest in
programs offered by VICSEG. Participants were referred from partner organisations, such as
Centrelink, women'’s refuges, welfare programs, youth agencies, Job Network providers, and
arange of ethnic community organisations and through word of mouth.

Assistance was centred on four key points. effective pre-employment training, accredited
vocational training, mentoring from community members currently in the care sector, and
sustained follow up supervison in employment. Pre-employment training involves
familiarising job seekers with no prior experience in the Australian job market, and providing
career guidance before training. Mentoring from people of their own cultural background in
employment provides encouragement. All participants are expected to gain a Certificate I11 in
the appropriate care-giving field, with the option of further study provided by VICSEG.
Finally, follow up employment supervison is designed to bridge any -cultural or
communication gaps between employer and employee in the early stages of employment.

Training courses are sometimes mixed classes; others are for one particular ethnic group (e.g.,
Chinese, Iragi, and Sudanese). Classes are duplicated - once with a native language teacher,
a second with an English teacher, so that training is designed to advance literacy and
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numeracy skills, reinforce prior learning, while educating for the essentia skills and
knowledge required for the workplace.

Barriers to employment include cultural familiarity, knowledge of work customs/practices/
ethics, language barriers and qualifications obtained overseas which are not recognised here in
Australia. Selection processes identify barriers such as the need for specific language classes,
written skills development, refugee status and other relevant personal characteristics and that
less than one quarter of current registrations were registered with the Job Network.

VICSEG has partnerships with employers in the relevant industries, employment program
providers, local government, and many ethnic community organisations. This has been
achieved through previous projects that assisted CALD job seekers into employment.
Employers had significant input into the direction of training programs provided to
participants through feedback from prior projects.

5.1.4 Conclusion

The program registered up to 600 participants, principally CALD, recently arrived migrants
and refugees, and achieved 150 employment outcomes. In addition, the program provided
over 300 training experiences. The cost per employment outcome was $3,000; the cost per
person assisted into employment or receiving training was $1,000 per person.

The researchers met with a group of 15 participants from countries as diverse as China,
Taiwan, Somalia, Horn of Africa, Iran, and Irag who were completing their Certificate I11 in
Child Care and Aged Care confirming the diversity of the intake into the program. All had
significantly benefited from the program, with most securing employment prior to
completion.

This WPP project easily attracted the target group they specified in their application. It is
providing training, mentoring and work placements for known job vacancies in Aged Care
and Child Care and employers recruit directly from VICSEG. The agency and the WPP
program have a high public profile.

In terms of employment outcomes, VICSEG met its contractual obligation, although the
researchers noted specifically that two issues are important as they can influence outcomes:

a) many participants have child care responsibilities, care of their elderly parents and/or
study and are not able to work more than 20 to 25 hours per week; and
b) the relevant employment sectors only offer part-time or casual employment of

approximately 20 hours per week, at least in the first instance.

When evaluating this program SACES noted that in many cases full-time employment of 30
hours x 16 weeks is not feasible. It was recommended that a ssmple formula would be to
achieve a total of 480 hours of employment by any combination of hours and weeks. This
would meet the objective of sustainable employment. It would also reward any program that
achieved the required number of outcomes, reflect industry practice, take account of personal
circumstances and change in personal circumstances and also reflect higher rates of workforce
participation.
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VICSEG maintained contact and follow-up sheets on all participants. They are completed
when mentoring or co-ordinator visits are undertaken in the workplace and every time a
contact is made with a client. This is an example of good internal management designed to
achieve outcomes.

The agency reinforces employment outcomes through job search training, addressing
employer specific needs such as for bi-lingual employees, additional training courses and
mentoring support in work experience placements. That employers regularly contact
VICSEG highlights their visibility in the CALD communities and aged/child care sector.

It is the researcher's assessment from visiting the program, interviewing VICSEG
management and training staff, interviewing participants and discussions with employers that
the VICSEG is providing a very high quality training, mentoring and employment placement
service. It provides considerable other benefits- community engagement and involvement of
diverse groups of refugees - that were not able to be reflected in the Department’ s database
or the absolute number of employment outcomes. It is obvious that participants value highly
the assistance of VICSEG, they are committed to their training courses and very appreciative
for the assistance provided through WPP program.

VICSEG is an example of a highly professional, community organisation with extensive
experience in assisting special groups of unemployed persons or those currently not in the
labour force, achieve employment outcomes. Funding to organisations such as VICSEG and
other specialist providers should take a long term outlook; funding could be trialled for a three
year period with agreed outcomes, where it is most likely that outcomes/targets will be
exceeded. The reason for this is that longer term funding would assist management to adopt
longer term goals, to retain speciadist staff and to develop pathways for graduates with
employers that are desired by local employers. Longer term funding also enables adjustments
to be made within programs as they are required, either because local employer/employment
needs have changed or the cohort of job seekers varies over time.

The Victorian Workforce Participation Partnerships (WPP) program sought to assist the most
disadvantaged in the labour market, to ssimultaneously address skill shortages and to increase
workforce participation. The specific program conducted by VICSEG for refugees and new
migrants, addressed all three objectives (above) and is an illustration of:

“....the most compelling case is for increasing the skills of those currently peripheral to
the workforce, as it is those people on the margins of the labour market who offer by
far the greatest source of additional labour resources for Australia.  Perhaps more
importantly, they are also the group who most need decent and steady work in order to
be able to construct good lives for themselves and their families’*?

13 NILSWorkforce Participation in South Australia: Barriers and Opportunities April 2007
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52  LatrobeValley Workforce Partnerships
5.2.1 LearningLessons

Group Training Company with established networks and employer relationships has the
capacity to extend group apprenticeship arrangements for the more disadvantaged.

The Group Training Company was able to extend the period of pre-employment training to
ensure the more disadvantaged jobseekers were work ready and capable of being immediately
productive. A strong introductory training package and intensive post placement support (if
required by the individual and the employer) were strengths of this project. Both aspects ‘add
value' for the employer.

Group Training was also able to recruit potential early school leavers and those at risk of
unemployment by providing a pathway or transition to employment. Thisis an example of a
successful early intervention to assist those at risk of unemployment.

The ‘partnerships’ relevant to the program were those already established with host employers
by GGT, rather than having to construct or develop partnerships to satisfy program
guidelines.

5.2.2 Background, Organisation and Funding

Gippsand Group Training Ltd (GGT) is a registered group training organisation and a
registered training organisation (RTO) with seven sites across Victoria in which it conducts
pre-employment and apprenticeship training. The organisation has two intakes of apprentices
per year, in January/February and June/July, in which up to 1,200 apprentices are employed.
GGT supports over 900 host employers and was clearly able to demonstrate employer
participation and willingness to hire WPP graduates at the time it applied for funding.

GGT received $350,000 under the Victorian Government’s Workforce Participation
Partnerships program with an obligation to place 50 WPP participants into sustainable
employment. At the end of the funding period for the program (30/6/2007) GGT had actually
placed 130 persons selected through the WPP program into apprenticeships in the Latrobe
region. At the time of application the cost per project outcome was $7,000 per participant,
but in achieving 130 outcomes the actual cost fell to approximately $2,700 per participant.
GGT continued to receive financia support from the Commonwealth ($4,000) for genera
administration of the group training and placement program, for the placement of apprentices
with host employers, including financial assistance with work related tools and clothing and
off the job training.

The WPP funding enabled two additional objectives to be addressed:

the more disadvantaged jobseeker or those likely to leave school early with
insufficient skills and education required to compete in the workforce were able to
enter apprenticeship training; and

skills and occupations identified as being in demand by employers in the Latrobe
region were specifically targeted through recruitment under the WPP program.
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5.2.3 ProcessIncluding Selection of Target Group

One aspect of this particular program was that is provided a transition or pathway for those
young people who were at risk of early school leaving and unemployment, in that this group
were able to enter the GGT 12 week training program direct from school. Gippsland Group
Trainings did not differentiate between WWP recruits and those recruited in the normal twice
yearly intake. Employers supported the program through acting as host employers, again
without differentiating between the two groups of new apprentices.

They were interviewed by GGT staff and entered the 12 week pre-employment training
program, and were required to reach a certain level of competency prior to any work
placement with a host employer. In some cases, for the more disadvantaged, the period of
training extended beyond the twelve weeks. A strong introductory training package is
considered to be a strength of this project, to ensure that each participant was work ready.
Additional training was provided to improve literacy and numeracy and maths skills and to
address ‘poor attitudes' towards learning and training. This was successful in that GGT
achieved 130 sustainable apprenticeship employment positions for the more disadvantaged
job seekers. Apprentices included in plumbing carpentry, electrical, boilermaking, welding
and motor mechanics

The project demonstrated that the ‘more disadvantaged’ are able to enter, with appropriate
education and training, employer support and mentoring, the more highly skilled career
pathways and to achieve sustainable employment.

5.24 Conclusion

Gippdand Group Training has demonstrated that by providing a pathway for those young
people who have left school early and have experienced a spell of unemployment, or those at
risk of unemployment, that early intervention is able to ensure sustainable employment
outcomes.

The WPP participant group were treated no differently to the normal apprenticeship intake,
although they received further support and education/training to overcome any barriers to
achieving a successful employment outcome. Some 130 participants achieved a successful
outcome and are still in employment (according to the DV C database as at November 2007).

This program was aso clearly successful in meeting the need of employers for skilled and
productive apprentices as was required under DV C WPP guidelines.

Group Training Organisations have considerable expertise in delivering pre-employment
training. Most are capable of modifying pre-employment training to assist the disadvantaged
and to ensure this group of job seekers are work ready.
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53  Audralian Manufacturing Technology Institute Limited (AMTIL)
5.3.1 LearningLessons

AMTIL established National Up Skill and Placement Project supported by an industry
steering committee and dedicated project team.

The strength of the project rests on the direct links with AMTIL member employers, the
screening and support provided by the AMTIL project team to unemployed participants and
close liaison with TAFE. Genuine awareness of industry needs by AMTIL in each state saw
employment outcomes achieved and a commitment by all partners to the continuation and
refinement of the project.

It further highlights the ability to meet skilled employment demands on a national or state
industry wide basis where detailed understanding of employer needs is in place and specific
geographic considerations are incorporated.

Mature-age unemployed have been successfully engaged in the project, demonstrating the
capacity to identify, train and support older unemployed into employment in the
technologically advanced manufacturing sector when appropriate systemic supports operate.

5.3.2 Overview, Background, Organisation and Funding

AMTIL isa proactive national industry association who initiated the Up Skill Project in South
Australia, Victoria, Queensland and New South Wales utilising a mix of government funding
sources. The Victorian project received $90,000 for 30 places. Funding nationally included
$120,000 from DEWR, $100,000 from the Queensland Government, $50,000 from South
Australia, and $57,000 from the Job Seeker account.

Industry commitment was ascertained by the conduct of a national metal industry survey with
an 80 per cent positive response rate to the project concept.

AMTIL had limited experience of working on a direct employment project of this type and no
previous exposure to working with the disadvantaged unemployed.

In addition to Federal and State governments, project partners included Job Network agencies,
Registered Training Organisations, nost notably TAFE colleges, and metal manufacturing
industry employers.

The Up Skill Project was an administratively complex and ambitious national project. The
differing and specific demands of relevant state governments added to this complexity, with
particular difficulties experienced in Victoria under the WPP project.

The project sought to identify and develop a pool of industry-ready employees to meet short
and medium term shortage of skilled employees across the advanced metal manufacturing
sector. Training was provided for a minimum level 1 or 2 Certificate in Engineering
Production (CNC machining) in accordance with employer survey results.
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5.3.3 ProcessIncluding Selection of Target Group

The origina project sought to train 180 participants nationally to Certificate | or Il level and
to assist with placement of 135 participants into sustainable jobs in the Precision Engineering
Sector. The project target groups were specified as the mature aged, retrenched workers and
disabled job seekers. Placement of jobseekers with disabilities was highly dependent on
individual capabilitiesto perform in the engineering sector.

Participants were selected from Job Network, external recruitment agencies, consultants, and
through internal referrals. The selection process included a mechanical aptitude assessment
and persona interview and training needs assessment by AMTIL project staff. Personal
contact and assessment by AMTIL staff was considered vital to achieving overall success
through all stages of the process.

Participants were assisted primarily through training and work placements with employers,
including an individualised training course depending on current knowledge and capabilities.
They undertook between 320-400 hours training followed by pre-employment training and
interview run by AMTIL project staff, including CV preparation, interview techniques and
general information relevant to employment in the sector.

AMTIL maintained contact with TAFE course staff and project participants during taining
and attempted to deal with participant difficulties during this period. The ability to retain
trainees was attributed in a large part to the quality of the TAFE training experience.
Accreditation was dropped from Level 11 to Level 1 and an increase in manual training hours
was adopted after employer and participant feedback.

Those who completed training were then directed towards work placement opportunities in
the industry. On completion of placements, AMTIL sought to match participants with
vacancies in the sector through industry contacts or by the continuation of the work
experience placement into an employment contract.

5.3.4 Conclusion

The numbers of unemployed placed in work experience and employment are still being
resolved for the Victorian component of the project. AMTIL is still tracking all those
employed through the project and the employing firms. No apprenticeships have resulted
from the project however four Victorian participants are undertaking further training.

Mature aged workers have proven to be the most successful in achieving outcomes for the
industry. Few referrals were received under the disability category and younger workers
proved more difficult to retain in training.

Motivation, willingness to learn and an understanding of working in the advanced
manufacturing industry have been the most highly valued attributes of participants and led to
positive employer attitudes towards the project. The aptitude testing and screening of suitable
candidates was especially valued by employers.

AMTIL is reporting increased employer interest in AMTIL’s services and clear interest in the
continuation of the project. Employer feedback indicates a growth in awareness of the
benefits of tailored training courses specific to the needs of their individual firm and greater
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confidence in the TAFE sector to deliver appropriate training when supported and guided by
industry.

Some expectations of participants were not well met. The low rate of entry level pay was an
obstacle for mature age workers. Younger trainees clearly benefited and required greater
levels of support and all participants sought higher levels of mentoring. Future intakes will be
reduced in number to allow for provison of extended mentoring and support to all
participants. All training will be offered at the Certl level with an increase in hours on CNC
machines.

54  Victorian Automotive Industry Training Board Inc (ATV)
Automotive Workfor ce Participation Partner ships

54.1 LearningLessons

ATV, the peak training body for the automotive industry identified available jobs within the
industry that were not being adequately filled via existing training and employment networks.
The project created another mechanism to attract more apprentices into automotive trades ard
offered a structure of support for the employer and employee.

Justification for the project lies primarily in the provision of opportunity for disadvantaged
young people to access apprenticeships. The funds provided to RTO’s and the Job Network
served to encourage a recruitment drive directed towards a wider pool of potential recruits for
automotive apprenticeships.

The sustainability of these disadvantaged apprentice recruits has not yet been fully tested as it
is still early in their apprenticeships. What also remains unanswered is whether this project
will overcome the inherent difficulty of attracting and retaining apprentices overtime, as it is
acknowledged that the low level of industry trainee wages has been a factor in retention.

The response of smaller employers to the project is also deemed particularly important as they
are significant employers in the industry. ATV has reported that these employers have been
less inclined to use Group Training Organisations to support their apprentices as they wished
to retain them as their own employees. It is believed that this has exacerbated retention
difficulties. The WPP project overcame this barrier by funding GTO involvement in
recruitment and support to apprentices whilst allowing the employer to retain their role as
employer. This demonstrates the potential role for GTO’s in the recruitment and support of
disadvantaged job seekers into the apprenticeship systems and provides a mechanism for
greater support to apprentices and employersin regional and rural areas.

5.4.2 Overview, Background, Organisation and Funding

The project received $320,000 for 80 employment outcomes with up to 100 negotiated
individual work placements. WPP funds were able to be rationalised by the incorporation of
AAP funds when trainees met the AAP criteria The project goa is to achieve
commencement and completion of apprenticeships and traineeships in areas of identified
skills shortage in metropolitan and regional aress.
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The automotive employer sector consists predominantly of small business (less than 10
employees) including vehicle dealerships, specialised and genera repairers. The project
aimed to establish an * Automotive Employment Network’ to coordinate industry employers
with job vacancies with job seekers across the State with particular emphasis on smaller
employers.

ATV identified skill shortages in the automotive sector specifically, mechanics, automotive
electricians and fitters, panel beaters, car re-sprayers and automotive retail assistants. The key
sectors identified were vehicle and trailer manufacturing, automotive retail including
dealerships and general repairers, marine retailers and aftermarket sales and service.

In seeking to establish an “industry owned and responsive’ job network type structure it
appears to have garnered support from across the industry and identified partners (e.g.,
VACC, AMWU, Auto Centre for Excellence, Group Training Victoria.

5.4.3 ProcessIncluding Selection of Target Group

The project targeted youth (aged 15-24), mature aged and retrenched job seekers (with limited
job opportunities). However, participants from any disadvantaged group could have been
targeted subject to local demographics. Processes were established by the key partners to
ensure that trainees fell within the target group to ensure their distinction from non-targeted
young people still being placed as part of standard GTO practice. The different process
resulted in the employment of a number of older young people than is usualy seen in
apprenticeships. Attraction of mature aged and retrenched workers to the project was largely
unsuccessful.

GTO's assumed the prime responsibility for the recruitment and selection of trainees, on a
statewide basis. A work plan was developed with the trainee. Work placements were then
developed with the employers and participants training requirements were articulated.
Matching the participant with a mentor and the provision of ongoing support was also
developed by the GTO.

Partners were principally the Group Training Organisations and the lead broker is the
Victorian Automobile Chamber of Commerce Group Apprenticeship Scheme. Industry
partners were alocated target numbers by the ATV and were responsible for the selection and
recruitment of participants, matching them to employers and providing the necessary post
placement support to ensure completion. A $2,000 payment was made by ATV to partners
for each participant in several instalments subject to agreed performance measures.

The Negotiated Work Placement and Training Plan requirements were approved by the ATV
project staff and acted as the first performance measure followed by an employment outcome
measure, also approved by ATV

544 Conclusion

Active co-operation of 14 partner organisations, with VACC carrying the largest caseload as
originaly anticipated. Regiona partners had been reporting a slow take-up rate as the
drought had significant impact on labour demand in most rural areas, however, take up rates
improved significantly over the life of the project.
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The understanding by small employers that they may access GTO’s as brokers to WPP, rather
than as providers of apprentices is seen as a key industry development strategy.

The additional funds made available to GTO’s under this scheme has been the primary
mechanism by which GTO'’s have offered additional assistance or been willing to work harder
to attract the more disadvantaged young person.

Accordingly the program is a welcome addition from an ATV, employer and GTO
perspective. The project appears to have attracted only young people, with GTO’s reporting
that the group was more disadvantaged than the usual apprenticeship applicants.

However young people employed under the project did not demonstrate any particular
knowledge of the scheme when interviewed. This reinforces an ATV concern that the project
needs substantial promotion within the TAFE network to students who are undertaking pre-
vocational courses, have an interest in learning, training and employment in the automotive
sector, but are yet to commit to an apprenticeship.

55  Electrical Trades Unions of Australia (ETU) Southern Branch:
Trades Apprenticeship Program for Indigenous Communities

55.1 LearningLessons

The ETU project entailed the recruitment, selection, pre-employment training and placement
of indigenous young people in electrical apprenticeships. There was specia interest and
experience of ETU staff engaging with Indigenous youth through a variety of sporting
activities and a known group of young people became the initial intake for the project. The
Union had established relationships with employers in the construction industry who had
indicated an interest in attracting more apprentices and saw merit in the project concept.
Equally important was the existing contacts the ETU had within the metropolitan indigenous
community in Melbourne.

The Plumbers Union had some experience of supporting young indigenous people into
plumbing trades and also provided assistance to ETU on the project. This advisory support
proved very significant in assisting the ETU staff on the project. The training was provided
by VICTEC, the largest training body for electrical apprentices in Victoria, an organisation
that had well established connections with the ETU and was well regarded by employers. The
project also had significant support from within the Victorian Government and there was
considerable cooperation across Departments to assist with the projects’ operation.

The coalescing of al these variables provided a basis for the project success. However
additional resources were given to the project by both WPP and the ETU as the mentoring
support component was extensive. These resources included the employment of a well
known indigenous footballer to work with trainees. “Word of mouth’ awareness of the
project has grown within the indigenous community. However, after hours sporting
involvement is still deemed vital to team and relationship building with the trainees.

Preliminary testing such as an aptitude test for all candidates is now seen as critical to the
success of the project. Employment in electrical trades demands that the individual must have
basic competence in mathematics and an ability to undertake the study. Ensuring that an
indigenous young person is sufficiently able in this area to succeed both in the pre-
employment and apprenticeship training program required to meet industry standards has
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proven chalenging. The mentoring process is still required to continue to ensure that the
trainees pass the license tests during each phase of their apprenticeship. The ETU accepts that
it will need to actively assist the apprentices for the duration of their 4 year apprenticeship.

5.5.2 Overview, Background, Organisation and Funding

The project received $179,500, and was designed to assist 15 participants (10 metropolitan, 5
regional). Regional places were not pursued in the first intake as there were difficulties with
promotion and identifying suitable young people in regiona areas. The project pulled back
from this activity, choosing to consolidate the success of the project in metropolitan area. The
major project expenses were for mentoring and pre-employment testing, training and work
preparation.

The project application identified trade based employment opportunities in Melbourne due to
skill shortages, specifically electricians or linesmen 4 year apprenticeships. Both Electronic
Equipment trades (ASCO 4315-11) and Electronic Instrument trades (ASCO 4314-13), as
well as Electrical Powerline trades (4313-11) have been identified as skills shortage
occupations in the STNI Eligibility List (i.e., state nominated list).

5.5.3 ProcessIncluding Selection of Target group

Participants were selected from the Indigenous community in Melbourne, and through
networks the ETU had developed with employers and training organisations.

After candidate selection, the participants were assessed for their pre-employment training
needs. The pre-employment training was critical in several respects. It represented the first
hurdle to overcome for participants, demanding intensive support by ETU project staff.
Training requirements were negotiated with individual needs accommodated by the RTO,
VICTEC in order to achieve high retention rates. The training component was counted as an
equivalent of 6 months of the 4 year apprenticeship.

Employers were sought for al participants during their 16 week pre-apprenticeship training if
they demonstrated a readiness for employment. Written contracts guaranteeing employment
were negotiated and signed at the outset via ETU project staff. Participants were placed
directly into apprenticeships with employers (where possible), or directly into pre-
apprenticeship, induction or pre-employment training programs.

The indigenous and nonindigenous case managers provided mentoring for participants
throughout the duration of the project, including training programs, on-site support during
employment, and helped participants find a work-life balance. This particularly involved
engaging with the young people on weekends through sporting activities such as football and
cricket. Mentoring participants and consulting employers to achieve sustainable outcomes
was described as “a mgjor focus of the program”.
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55.4 Conclusion

Attracting suitable candidates became the primary requirement for the success of the project.
The consequence is that the most disadvantaged indigenous youth will not be eligible for the
project. However ETU report that the very existence of the project provides real
encouragement to indigenous young people ill in the secondary education sector,
particularly with regard to continuation with maths studies

ETU report that the project has progressively build goodwill between employers, the union,
training organisations and indigenous community. There is considerable interest in the model
in other States and across the union movement as a whole and the project is continuing to
operate in Victoria.

The project commenced as a pilot project, with the hope of providing a model for similar
future projects to assist young Indigenous youth. The project has now combined formally
with the Plumbers Union to extend the scope of the project and to provide apprenticeship
opportunities for those young people who have less competence in mathematics.

Consideration is now being given to revive the regional implementation of the project given
the greater awareness of the project within indigenous communities' throughout the State.
Assistance by indigenous government agencies is also providing a datform of appropriate
indigenous regional contacts.
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0. Conclusion

The SA Works in the Region and the Victorian Workforce Participation Partnerships
programs both are premised on the need to assist the most highly disadvantaged job seekers
find and retain employment.

Seventeen Employment and Skills Formation Networks that include representatives of other
regiona bodies and stakeholders facilitate this work. Seventeen Grantees identify training and
skills formation needs in their respective regions and respond appropriately. Ultimately, the
objective of the program is to improve regional employment outcomes. There is a high
degree of decentralisation within the program and a considerable diversity of approaches to
labour market assistance measures at a regiona level. Several projects the researchers
reviewed were directly related to the recruitment needs of employers, for known job
vacancies with a commitment by employers to hire course graduates. Other projects were
readily able to engage participants, address social and personal barriers but had less obvious
connections with employers or to specific job opportunities. Overall, projects sought to
improve or increase the skill level of the participants.

The Victorian WPP program stated the first of six principles that “highly disadvantaged job
seekers who face significant barriers to employment” represented the target group and that the
principal objective was to achieve:

“employment outcomes; sustainable permanent employment in locations and industries
or occupations with documented skill shortages. Applications for funding were
required to demonstrate how the project would meet existing skill shortages in the
labour market.”

Sustainable employment outcomes had a relatively exact definition* of 30 tours per week
times 16 weeks.

The WPP program is an example of an outcomes based funding model where the delivery
agent/broker was paid to achieve a certain number of training places (i.e., commencement and
actual participants) and a certain number of employment outcomes. The individual projects
that were funded named the industry and/or the occupations that they anticipated participants
would enter and the skills/qualifications they would achieve during the program.

For example,:

“Provide intensive support, training and work experience for 20 local residents into
employment in skills shortages (building and construction, tourism, hospitality and
aged care) in the Colac Otway Shire”, or

“... train participants to Certificate | or 11 level and to assist participants into sustainable
jobs in the precision engineering sector.”

WPP also sought to respond to emerging labour and skill shortages.

SA Works in the Regions and WPP are designed to accommodate regional diversity through
local training and employment outcomes, both seek to develop community partnerships and to
meet business and industry needs.

14 Projects could apply for part-time, but on-going employment outcomes to be accredited for payment.
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The South Australian program goes further, in the attempt to “foster leadership and strengthen
the capacity of local communities” and to “share responsibility for training and employment
outcomes’. One test of this strategy is the involvement of local employers so that identified
skill shortages are addressed.

WPP “starts’ at the demand side - what is the planned outcome, have the employment or
skills shortage been identified and will this local project meet that need.

There is no right or wrong approach, no single program design or one best project!

SA Works in the Regions in our view could benefit from incorporating the following:
strengthen the cooperation with local employers;
give greater priority to skills formation for transition to employment;
provide a stronger indication of intended outcomes by industry and/or occupation;

first am to target employment outcomes and then build into programs the necessary
“wrap around welfare’, case management, mentor support as required as an aid to
achieve those outcomes;

to the extent possible enable participants to achieve a qualification which signals
competency, skills and capability; and
general community-benefit projects (e.g., CEP or WD type projects) must aways

have a strong training and skills component that is relevant to the labour market and
should not be funded otherwise.

The researchers would not advise that SA Works in the Regions move to an outcomes based
funding model for the reason that it will create conflict with a most important objective of
“assisting those highly disadvantaged in the labour market.” There are many who are
marginalised from the workforce,™ yet there is a need to be careful that “individual deficit
theories’ are not a primary rationale for labour market assistance programs. Public data and
surveys inform us that the unemployed themselves report their main difficulty in finding ajob
isthat

“they lack the necessary training, qualifications and experience’.

So skills and experience are crucial to the employment prospects of the unemployed person
(see Moskos, 2007).

BoysTown at Port Pirie, Whyalla Goal 100 and the Track Maintenance Program all placed
skills, a job/employment first - assistance with personal, social, financial and family issues
was built into the program, but skills for employment came first.

Similarly, VICSEG assisting new migrants and refugees placed skills, a qualification, work
experience and employment first, while along the way, language, cultural and other barriers
were addressed; similarly the AMTIL and the ETU projects with young indigenous job
seekers.

15 All acknowledge that many unemployed persons do face barriers, often multiple barriersin trying to secure employment.
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The literature review suggests that labour market programs are ineffective in increasing
employment opportunities (that is to say, of themselves they do not create vacancies) and that
training of itself is unlikely to be very effective in meeting the needs of both employers ard
job seekers. However, in a buoyant labour market, where training for specific skills is
undertaken that meets the demands of the local employers/the local labour market, then
training is more likely to be effective.

6.1 Consderation of Other Models

Some consideration could be given to what are three other models for project funding.

The first is the Group Training Organisation (GTO) model and that it is possible to build on
the GTO model, to recruit the more disadvantaged job seeker, provide more ntensive pre-
employment preparation and support in employment. It would be possible to deliver this as
an outcomes based funding program. The genera approach could be to tria this approach
with an organisation operating in, for instance, the northern a southern region of Adelaide
where there is demand for apprenticeships. An existing organisation would be funded to
achieve a certain number of additional placements and to ensure that the participants came
from the more disadvantaged job seekers. Because GTOs have extensive employer networks
they are well placed to assess local demand, job vacancies and the capacity and willingness of
employers to hire additional apprentices.

The “union model” (e.g., Electrical Trades Union, Victoria) delivered agreed outcomes for
indigenous young people. A critical and distinctive element in this model is the mentoring
provided by union members, skilled tradespersons, indigenous sporting identities and the
commitment of building industry employees. It could be replicated for a trade skill area or
specific industry such as mining.

The “union model” demonstrates the strength of personal mentoring and support to
disadvantaged job seekers, while the focus on skills in demand meart that each participant
achieved an employment placement. The combination of mentoring and support and then
employment has provided rea incentives to assist indigenous job seekers participate in
training, learn work/trade skills and then perform on the job.

The third model, to assist women who are refugees or newly arrived migrants, is that of
targeting employment in aged, children and community care sector. They are often a
neglected group yet many are seeking to enter the workforce as clearly shown in the Victorian
VICSEG project.

The researcher’s review of the literature does suggest that there is broad agreement on the
following key principles to improve the effectiveness of labour market programs:

1) training should be closaly targeted to the needs of industry or local employers and
match the interests of the cohort of job seekers (latter involves careful selection of
job seekers);

2) programs should generally be small in scale and again, be targeted at skills in
demand or the needs of employers;

3) achieving a qualification or certificate is important for some participants and for
some industries as it signals to the employer competency, skills and employability;

The SA Centrefor Economic Studies Final Report: April, 2008



Modelling What Works Well in SA Worksin the Regions Page 57

4)

5)

6)

7)

combination programs work best as they have the capacity to address ‘multiple
barriers to employment and are able to be tailored to the needs of the individual.
Combination programs may involve, inter alia, training on and off the job, work
placement, mentoring, job search assistance, and follow up once in employment;

early intervention is advisable, whether this involves the unemployed job seeker or
those currently at school who are at risk of leaving school without sufficient a
foundation to compete in the labour market;

there are job seekers with entrepreneurial skills and talents who have the capabilities
and desire to commence their own business who would benefit from training and
business start up support; and

evauation should be built into the design of program, it should provide an
assessment of program outcomes and hence effectiveness of the program over time.
For example, if the measured outcome is sustainable employment, then this needs to
be followed up for a minimum period of time. If the outcome is to place job seekers
into employment or into a specific occupation, where there is a demand for skilled
workers, then the actual job placements should match those skills in demand in that
occupation or that industry.
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Appendix A

Interview Schedule asa guide only to interviewers

General Interview Schedule for
Victorian WPP Projects
And SA Worksin the Regions Program

Background Notes Only
Both State programs specify assistance to the most disadvantaged in the local l1abour market.

Attempting to understand the nature of the local disadvantage which may be personal, cultural
...e., 2939 generation unemployment, disaffected youth, unwillingness to participate in
education and training, local employer attitudes, lack of assistance from the Job Network or
simply not registered, loss of skills over time, transport or travel impediments, types of jobs
on offer such as temporary which can cause on-off benefit problems, low wages, etc

Victorian WPP projects have been evaluated on the basis of successful employment outcomes
of full time work for 30 hours per week over 16 weeks. WPP had a very clear employment
outcome focus, including meeting skills in demand which were to be addressed by each
project. Datais summarised as at end October on attached sheet for registrations, placements
into employment and then outcomes as defined above.

In 2004-05 employment outcomes were defined as’ 20 hours per week for 13 or more weeks'.
Currently, employment outcomes are defined as any paid work including but not limited to
apprenticeships, traineeships, group training and self employment. There is no delineation
between full-time and part-time employment and there is some variation between regions in
the definition they use.

There may be quite specific elements of a‘local nature’ that contributed to the success of each
project and the authors of each project may ‘define success in other than employment
outcomes.

Is there a continuing role for these programs (now and in future) and what should they
emphasise given the changing nature of the labour market? For example, skills are necessary
for on-going employment, trade training is a pre-requisite for higher wages, on-going
employment, individual mastery of the labour market, flexibility and mobility, and one's
life...are we learning critical lesson which might for example warrant a policy response such
that “all 16-18 year olds or even older’ must be in either employment, education or some form
of training. Compact with youth?

Other groups including retrenched workers, those re-entering the labour market, new
migrants/refugees, those with a disability...... what do we know about what works for these
groups.

Judging the success of labour market programs ...is the goa to reduce unemployment, re-
arrange the queue by assisting the more disadvantaged, respond to the demand side of the
labour market (employers state ‘they need these people/skills) or the supply side as in
making the unemployed more employable through whatever means?
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Interview Schedule (guide only)

The Project
Tell us alittle about the program, | understand it involves...

What role did local factors play in terms of the need for the program (i.e., local
economic, socia and environmental issues, industry/employer requirements, etc).

respond?

What were the main challenges encountered in delivering the project and reaching
expected outcomes (i.e., delivering expected project outcomes)?

Sustainability of the employment outcomes achieved. Will they have a long lasting
or significant impact? Critical reasons why?
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Partner ships
Note: In Victoria the partnerships will be different and for each project, so issue here is to

document partnerships and how they were of value to achieving outcomes. (local knowledge,
education/training/ understanding employers needs, matching employee and employer).

? Identify the real value of partnerships? (e.g., of employers, training bodies, welfare
agencies, Centrelink, others)

Did relationships with members of the Employment and Skills Formation Network
have an impact of the effectiveness of the program? If so, what type of impact was
there (i.e., positive/negative, and in what sense)

Focus on Disadvantage and Multiple Barriersto Employment
(sametarget groups, multiple barriersin SA and Vic)

Identify major barriers to employment (personal, early school leaving, skills/qualifications,
motivational, local labour market, attitude of employers, etc) and how best to address these.
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Could system wide response (such as all 15-19 year olds be required to be in employment/
education/training) rather than ore off projects better address the barriers to employment

Labour Market Conditions

What do you see as the main chalenges in relation to improving workforce
participation in your region and in general?

Have you observed any long-term trends in the labour market or for those with
disadvantage, that require orrgoing programs?

? Didtinctive differences/chalenges faced by older workers relative to younger
workers?
? Balance in the program between Skills in demand in the region (i.e. jobs requiring

certain skills, apprentice/trainee) vs Supply Side issues (job ready, attitude,
improving motivation, €tc).
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Role of the Worksin the Region Program (or WPP)

The importance of funding provided by the program. Would it have proceeded
without the program?

burden)

? Importance of security of funding, commitment over period of several years rather
than “stop/start” nature of program funding (Could be a (+) in SA, and a (-) in case
of WPP.

Are there other forms of assistance that could be provided that would help achieve
project outcomes/increased workforce participation?
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Final Comments
? Any other fina comments that highlight the usefulness of the program
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Appendix B

DFEEST Project Summary and Evaluation
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PROJECT - Choose Your Future (Goal 100)

Region/Y ear: Whyalla 06/07

Sub-Contractor: Whyalla Economic Development Board

Start Date: 04/09/2006

Completion Date: 19/01/2007

Target Group: LTUE, Indigenous, People with barriers to employment.

Anticipated participants: 100

Anticipated employment outcomes: 100

Anticipated volunteer/further education None listed

outcomes:

Budget SA Works: $140,000 (see below)

Budget Other: $510,000 DFEEST, DEWR, Whyadla City Council,
Local Industry (see below)

Other Partnershipg/Linkages: One Sed, Bungaa Aboriginal Corporation, Salvation

Army Employment Plus and ASK Employment
Services, as well as many other businesses and groups
through the Whyalla community.

Actual Outcomes— Taken from project completion forms (if applicable)
*Note figures are taken from Mk 1 project as it has most up to date paperwork- (progress
form dated 19/01/2007)

15-24 25-39 40+ Indigenous Disabled
M F M F M F M F M F
Actual Participants 36 1 31 10 19 3 22 6
Employment Outcomes 21 1 21 8 17 2 9 5
Accredited Training Hours 12039 334 | 10367 | 3344 | 6353 | 1003
Non-Accredited Hours 9850 273 | 8483 | 2736 | 5198 820
Volunteer Work
Further Education or Training

Project Description:
Create your future: Goal 100 is a 20 week training program for 100 local participants. We

divide the 100 participants into eight groups and train all participants in a mix of industry and
life skills to have them job ready at the completion of the project.

With industry support, we are able to offer employment opportunities to each participant who
successfully completes the program.

Under the model, participants are expected to attend Monday to Friday, from 8am to 5pm,
which equips them well for getting into the rhythms of a normal working-life. Training — both
theoretical and hands-on— is provided, as s life coaching and work experience placements.

The major focus of the project is to provide the long term unemployed and other groups
disadvantaged within the Whyalla labour market with the opportunity to develop practical
skills in demand within the heavy engineering and resource processing sectors and to assist
them to trangition into full-time ongoing employment. Participation on this program is purely
voluntary.

For those participants experiencing difficulties with issues such as substance abuse, support is
provided where possible to ensure that participants have the best chance of success.
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Project Partners:

One Steel: Sponsorship of 50 participants

BHP Billiton: Sponsorship of 10 participants
Marand Precision: Sponsorship of 2 participants
BIS Industrial: Sponsorship of 5 participants
Whyalla City Council: Sponsorship of 5 participants
Action Engineering: Sponsorship of 1 participant
HWE Mining: Sponsorship of 5 participants

ASK Employment

Salvation Army Employment Plus

Bungala Aboriginal Corporation

DEWR — Funding for 27 Indigenous participants via (STEP)
Upper Spencer Gulf Development (DFEEST)

CEG Contribution (based on 50 apprenticeships)

(Financial contributions of individual partners has been del eted)

Outcomes:

79 participants graduated from the project whilst 86 secured employment following
completion of the course. To date approximately 80 participants are still actively employed.

Project Strengths:

The major strength of Goal 100 has been the collaborative approach taken, with WEDB
acting as the broker between the various agencies to the benefit of the whole project.

Under the model, participants are expected to attend Monday to Friday, from 8am to 5pm,
which equips them well for getting into the rhythms of a norma working-life. They are
expected to advise if they are not attending, and if they don't, they are issued with a written
warning. Attendance is monitored carefully and employers who have taken on Goal 100
participants have roted the dedication of participants in this regard.

There is a lot of one-onone work done with participants by the Project Manager to ensure
that they are being completely supported through the project.

A variety of aspects to getting ‘work-ready’ are covered through the project - hands on skills
ideal for heavy industry with a focus on course components including welding, manual
handling and occupational health, safety and welfare; a strong focus on life skills throughout
the program ensuring participants were involved in courses which included health and fitness,
career planning and problem solving; personal devel opment.
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PROJECT —Whyalla Track Maintenance Proj ect

Region/Y ear: Whyadlla - 04/05
Sub-Contractor: AWS Training Pty Ltd
Start Date: 01/07/2004
Completion Date: 21/10/2004
Target Group: Indigenous, LTUE
Anticipated participants: 20

Anticipated employment outcomes: 20

Anticipated volunteer/further education None listed
outcomes:

Budget SA Works: $5,000

Budget Other: $5,000

Other Partnershipg/Linkages: AWS, Transfield

Actual Outcomes— Taken from project completion forms (if applicable)

15-24 25-39 40+ Indigenous Disabled
M F M F M F M F M F
Actual Participants 4 14 2 7
Employment Outcomes 4 14 2 7
Accredited Training Hours 480 2240 480
Non-Accredited Hours
Volunteer Work
Further Education or Training

Project Description:

Transfield Services was contracted on behalf of the Australian Railroad Group, to provide
maintenance services to OneStedl’s rail assets in Whyalla. Transfield planned to increase its
local workforce by 20 workers and were encouraged to consider alternative sources of labour
by the projects Sub-Contractor, Access Working Solutions.

Access Working Solutions worked with the local Job Network provider and the Indigenous
Employment Centre (Bungal@) to source participants and additional funds to support training.

Sixty people expressed an interest and attended an information session. Access Working
Solutions conducted initial interviews and identified 40 potential candidates including long
term unemployed and Indigenous people. Candidates had medical checks and proceeded to
final interviews with Transfield Services.

Twenty long term unemployed people commenced a one month induction and training
program and were subsequently offered employment as Track Maintenance Workers, under a
contract of training, undertaking a Certificate Il in Rail Infrastructure Maintenance. Six of
theses workers were Indigenous.

Project Partners:

Access Working Solutions (AWS) — Sub contractor
Transfield Services — Employer/Contractor to OneSted for track work.

Outcomes:
All participants found ongoing employment at the completion of the program.
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Project Strengths:

" Employer commitment

" Cooperative effort by service providers
" Effective selection process

" Support from funding bodies/regional

The flexibility of South Australia Works in the Regions alowed for an immediate and tailored
response for the employer. South Australia Works in the Regions contributed $5,000 and
additional training funds and wage incentives were sourced through other partnering
organisations. This encouraged the employer to consider a cohort of people they may not have
previously considered.

The commitment from dl of the organisations involved and an effective selection process
ensured that the participants were being trained for actual job vacancies.
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PROJECT —BoysTown, Skillsfor the Future

Region/Y ear: Southern Flinders 06/07
Sub-Contractor: BoysTown

Start Date: 05/02/2007
Completion Date: 31/12/2007

Target Group: Disengaged youth
Anticipated participants: 40

Anticipated employment outcomes: 20

Anticipated volunteer/further education

outcomes:

Budget SA Works: $45,000

Budget Other: None listed for this year.
Other Partnershipg/Linkages: Local employers

Actual Outcomes— Taken from project progress forms 06/07
**Note this program has also run in 04/05 and 05/06

15-24 25-39 40+ Indigenous Disabled
M F M F M F M F M F
Actual Participants 10 4
Employment Outcomes 4 1
Accredited Training Hours 1315 525
Non-Accredited Hours 179 71
Volunteer Work
Further Education or Training 2 2

***NOTE — This project also runs to the same model in the Northern Adelaide and
Western Adelaide Regions

Project Description:

BoysTown engages disconnected young people, who are at significant risk of not completing
their schooling, to re enter education and training options, or through the BoysTown model,
progress to open employment.

It has the ability to employ young people in their own commercia enterprises enabling these
them to develop real skillsin real jobs.

Project Partners:

Local employers are engaged to secure ongoing employment after participants complete
BoysTowns own pre-employment in which participants are paid a wage by BoysTown in
order to get an understanding of responsibilities would be like when working for a red
employer.

Outcomes:

Enables participants to gain pre-employment skills for them to progress into employment
within BoysTown enterprises or directly into the open labour market.

Project Strengths:

For the young person:
Reconnection with the community;
Growth in salf esteem;
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Life and vocational skills acquisition;
Significant reduction in offending behaviour;
Reduction in drug and alcohol usage;

A sense of hope and self dignity

For the community
A decrease in vandalism;
The establishment of positive role models both within the family unit and with peers;
The breaking down of stereotypes,

Money being injected into the local community through wages and the purchase of
enterprise goods and services,
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PROJECT —Australian Refugee Association — Connecting to Australia

Region/Year: Western Adelaide 06/07
Sub-Contractor: Australian Refugee Association Inc.
Start Date: 06/02/2007

Completion Date: 30/04/2007

Target Group: Refugees, New Migrants
Anticipated participants: 28

Anticipated employment outcomes: 19

Anticipated volunteer/further education Work experience placements
outcomes:

Budget SA Works: $35,000

Budget Other: $9,687

Other Partnerships/Linkages: Thebarton Senior College

Actual Outcomes— Taken from project completion forms (if applicable)

15-24 25-39 40+ Indigenous Disabled
M F M F M F M F M F
Actual Participants 4 20 4
Employment Outcomes 3 13 3
Accredited Training Hours 648 3240 648
Non-Accredited Hours 150 750 150
Volunteer Work
Further Education or Training 2

Project Description:

The project involved two separate training programs, one in building and construction and the
other in general engineering and workshop skills. The programs will be run for three days a
week over a nine week period, plus an additional week at the conclusion of the training to
enable participants an opportunity to undertake a full time work experience placement. Both
training programs will also include a component of work skills training focussed on providing
participants with knowledge around the areas of OHS&W, work safety etc. Each training
program has been designed to equip participants with practical skills and knowledge which,
with support from the team at ARA will enable them to gain employment at the conclusion of
the training.

Project Partners:
Thebarton Senior College and CITB provide the training streams into the different vocations.

Outcomes:

The maority of participants are still actively employed, some have returned to further
education in numeracy and literacy. Some have chosen not to pursue employment in these
industries.

Project Strengths:

Close relationship with Thebarton Senior College — regarding case management and
providing ARA with feedback on participant progress.

Big focus on additional job skills training “realities of working in Australia’.
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PROJECT —Kilburn/Blair Athol Employment Project

Region/Y ear: Western Adelaide 04/05 to 06/07

Sub-Contractor: Adelaide/Enfield Community Health Service

Start Date: 14/02/2005

Completion Date: 30/12/2005

Target Group: Disadvantaged Y outh, People living in poverty, People
with barriers to employment.

Anticipated participants: 40

Anticipated employment outcomes: 20

Anticipated volunteer/further education None listed

outcomes:

Budget SA Works: $50,000

Budget Other: $43,000 (sponsor not identified)

Other Partnerships/Linkages: SAHT, Civil Skills and Technology Centre, PATDC
(now ATEC)

Actual Outcomes— Taken from 04/05 project completion forms (if applicable)

15-24 25-39 40+ Indigenous Disabled
M F M F M F M F M F
Actual Participants 28 7 12 1 2 2 3 6
Em ployment Outcomes 11 2 7 1
Accredited Training Hours 1993 150 329
Non-Accredited Hours 559 215
Volunteer Work 1 2 1
Further Education or Training 1 1

Project Description:

Adelaide Community Health Service provided 50 people, predominately young people with
life skills training that enabled staff to engage and understand the needs of the young person
and introduce a range of training around job readiness and preparation. Being co-located at
the health service the case manager was able to respond to a range of issues impacting on the
participants’ ability to gain employment including legal issues, economic, housing and health
issues. Participants engagement was in a receptive manner that could address issues around
job readiness and preparation. The project also enabled linkages with other service providers
in the fields of legal aid, housing and drug and alcohol services. Advertising in the press for
participants did not solicit many responses, however it did provide an opportunity for raising
and maintaining the projects profile within the community members and groups.

Project Partners:

South Australian Housing Trust — Kilburn South Urban Renewa Project (Accommodation
and Housing)

JPET — Referrals

PATDC (ATEC) — Vocational training provider

Lutheran Community Care — Community Services viathe low income support project.

Outcomes:

Of the 50 participants, 21 gained permanent, casual or part time employment, with a further 4
participants picking up voluntary work and another 2 progressing into further employment
and training. The project aso highlighted the need to strengthen referral services for youth
services such as drug and alcohol issues, counselling and housing.
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Project Strengths:

The contact and follow through with young people through case management and mentoring
allowed the youth workers to advocate for the needs of young people and give practical
support. The project aso encouraged a range of other agencies in the community to see
employment and training as key issues in the lives of young people and enabled a more
effective response to issues. The network has chosen to continue the project in 05/06 and
06/07.
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PROJECT —Having the Edge

Region/Y ear: Riverland - 04/05

Sub-Contractor: Renmark Paringa Community Centre Inc.
Start Date: 01/11/2005

Completion Date: 30/06/2006

Target Group: LTUE, People with barriers to employment.
Anticipated participants: 12

Anticipated employment outcomes: 8

Anticipated volunteer/further education None listed

outcomes:

Budget SA Works: $10,000

Budget Other:

Other Partnershipg/Linkages: Commonwealth Rehab Services (CRS) Centrelink.

Actual Outcomes— Taken from project completion forms (if applicable)

15-24 25-39 40+ Indigenous Disabled

M F M F M F M F M F
Actual Participants 4 4 3 1 1 1 2 1
Employment Outcomes 3 3 2 1 1 1 1 1
Accredited Training Hours 14 21 14 7 14 14
Non-Accredited Hours 70 210 140 70 70 70 140
Volunteer Work 2 1 2 1
Further Education or Training 2 1 1 2

Project Description:
The am of the project was to improve the employability of people who have been

unemployed for a period of time or have been unable to sustain employment while also
addressing employment shortages in the region.

The thirteen people who commenced the project were varying in ages, included 1 Indigenous
person and 3 people with a disability. Participants improved skill levels and confidence
through a supportive environment and were linked to specific employment opportunities in
the Horticultura Industry.

Most of the participants were sourced through direct contact with the co-ordinator of the
Renmark Paringa Community Centre or as a result of links developed by the centre with other
agencies.

The project also successfully engaged participants back in to the community by assisting them
with improved confidence and self esteem.

Project Partners:

Commonwealth Rehabilitation Service (referrals)
Centrelink (referrals)

Outcomes:

At the completion of the project, of the thirteen participants that commenced, 10 people found
employment, 2 participated in work experience and 2 undertook further training linked to
employment. Overall there was a significant impact on their quality of life.
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Project Strengths:

The overal strengths of the project were the supportive partnerships established and
maintained from individuals, organizations and service providers who were committed to
ensuring the success of the program. The positive delivery of training, together with
successful response to participant needs and requirements was aso a great strength of the

program.

The absolute success of the program was witnessing people who were not motivated or
willing to see employment as being a possibility for them, dramatically change as a result of
the program, such that they became different people with significantly atered outlooks and
attitudes. The number of employment outcomes was aso a great strength of the program,
particularly as it has enabled more employees for local employers and achieved valid
employment, career pathways and training outcomes.
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Appendix C
The Context for Change

Increasing workforce participation for all groups potentialy can help to relieve certain
budgetary stresses, but the gains from addressing long-term structural unemployment go
beyond this. Employment is, for many people, foundational to economic success and self
esteem. The objective of employment for al who want it is therefore fundamental to a
socidly inclusive society. In its report A Fairer Victoria: Creating opportunity and
addressing disadvantage (2005), the Victorian Government outlines strategies and policies to,
inter alia, “Reduce barriers to opportunity” and “Build stronger communities’ and policies to
assist people with disadvantages in the labour market are important elements of those
strategies. Workforce Participation Partnerships is but one component of much broader
strategies and policies to overcome barriers to employment.

Cl  TheDemographic and Economic Change

Workforce participation has a significant influence on the size of an economy, its per capita
incomes, and living standards. It affects the levels of goods and services that can be
purchased privately or through the public sector. The ability of an economy to grow, to
withstand shocks, and to generate wealth for its inhabitants all depends heavily on the
participation rates within it.

Figure C.1 shows projected dependency ratios for the State of Victoria between the years of
2005 and 2050, based on ABS population projections. The deperdency ratio is the number of
persons of nonworking age (defined by the ABS as being up to 15 years and 65 and over)
divided by the population of working age (15-64). From around 2010 the ratio is expected to
steadily rise from current levels just under 50 per cent to about 70 per cent.

FigureC.1
Dependency Ratio Projectionsfor Victoria, 2005-2050, SeriesB
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To the extent that different demographic groups are supported by each other, changes in the
dependercy ratio can have important economic implications. For instance, to some extent the
working-age population supports the non-working-age population. The projected changes in
the dependency ratio mean that whereas every 10 working-age Victorians now support about
5 nonworking-age Victorians, by 2050 they will be supporting about 7 nonworking age
Victorians.

The full ramifications of this change depend on the degree of support which is given across
demographic groups.*® Figure C.2 shows the average net contribution of people in different
demographic groups to Australia' s State budgets (i.e., the States and Territories in aggregate)
in 2000-01.1" The “net contribution” for a person is their total revenue contribution to the
budget minus the cost of transfers and services provided to them. At the beginning of the life
cycle, costs to the State budget exceed a person’s revenue contributions, with the costs of
school education being a major factor. School-age children had a negative contribution of
nearly $6,000 in 2000-01. In the working-age part of the life cycle contributions are generally
positive, mainly because people earn incomes and pay taxes on it, but also because average
per capita costs of education and health are relatively low. The working age group 25 to 54
year olds had average contributions of between $2,000 and $3,000 per capita. In retirement
the net contributions are close to zero and even negative, due mainly to lower earned incomes
(and therefore taxes) and higher budget outlays for health services. For those aged 75 and
over there was a negative net contribution of about $4,000 per annum in 2000-01.

Figure C.2
Net Contribution to State Budgets by Age Group
Persons, Australia, 2000-01
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Source: South Australian Centre for Economic St udies (2003), South Australian Business Vision 2010 Budget Outlook Module.

16 In the hypothetical case where there was no support given between different demographic groups, i.e., each demographic group

supported itself independently, then changes in demographic structure would not change the burden of support. It would be
zeroin al cases. However, thisis not the redlity.

1 For afull explanation of the calculations see the SACES report.
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As the demographic structure of the population changes there are potential impacts on the
budget balance. For instance, if the dependent proportion of the population increases, while
government maintains the net allocations to particular per capita groups (as is entailed in a
“no policy change” scenario), then the budget will be pushed in the direction of a deficit. In
2000-01, State budgets (in aggregate) were approximately in kalance, but the increases in
dependency ratios projected in Figure C.1 would have the effect of pushing the budget into
deficit. And whileit is possible for government to run deficits for periods of a few years, and
possibly even small deficits perpetualy, it is impossble for them to run large deficits
permanently because those deficits imply that debt levels blow out and servicing costs
become untenable. The implication is that a “no policy change” approach is simply not
tenable in the long term.

The obvious question that arises from this is to address the demographic changes and changes
in the dependency ratio, what policy changes are needed to have a sustainable fiscal policy?
One approach would be to reduce the benefits that government provides to individuals in
some or al demographic groups, either by reducing service levels or increasing tax rates.

However, an dternative is to try to boost individuals incomes. Because taxes are positively
related to incomes, an increase in average incomes within a demographic group will move the
net fiscal contribution of that demographic group in a positive direction. For this reason
policies that boost incomes are attractive to governments: they diminish the need for painful
service cuts or tax increases.

What are needed are policies that will boost per capita product. When we try to identify
policies to boost incomes, it is helpful to take a macroeconomic viewpoint. The first
implication of this is that policies that change the distribution of income cannot, of
themselves, boost economy-wide income. Three avenues that could boost per capita incomes
are higher levels of accumulated wealth, increases in productivity per hour worked and
increases in workforce participation.

Higher workforce participation can increase per capita market incomes, and make it possible
to adjust to the budgetary pressures associated with an ageing population with less resort to
service reductions and tax rate increases. For those age groups where there is an increase in
participation, the net contribution amounts become more positive (or less negative).

The desire to promote such a dynamic is strongly evident in official policy statements of
recent years. For instance, the Commonwealth Treasurer commented on the issue of the
ageing workforce and participation in the 2006-07 Budget Strategy and Outlook:

“Given the longer-term pressures identified in the 2002 IGR [Intergenerational Report],
previous budget papers have identified the importance of trends in population growth,
work force participation and productivity growth in influencing economic outcomes
and overall wellbeing. Policies to support economic growth through increased
workforce participation and productivity are essential to meet the demographic
challenges.” (Commonwealth of Australia, 2006)

The Victorian Government has also identified workforce participation as a policy priority. It
established the Workforce Participation Taskforce, chaired by the Hon. John Button to:

“...examine the impact of demographic change on labour force participation in
Victoriain the medium to long term. Population ageing and slowed population growth
have raised serious concerns about falling labour force participation rates and the
impact this will have on Victoria s future economic growth.” (DVC, 2005)
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The Workforce Participation Taskforce engaged consulting groups to investigate workforce
participation in Victoria, specifically, to investigate the impact that an ageing population has
on the future of Victoria, and policy measures that address barriers to participation.

C2  Skills Shortages

The Reserve Bank of Australia (RBA) indicated in its February 2006 Statement on Monetary
Policy that broad based labour shortages existed in the Australian economy, “...most
pronounced among skilled workers in the construction and resources sectors, and in much of
the business services sector.” The RBA go on to say “...business surveys and liaison indicate
that firms continue to face difficulty attracting suitable labour.” (RBA, 2006). It appears that
a combination of sustained economic growth (some 15 years) and relatively low
unemployment, combined with insufficient attention to skilling the future workforce have led
to the current shortage of skilled staff, especially those with trade skills.

Employer groups attest to a current climate of skill shortages too. The Victorian Employers
Chamber of Commerce and Industry (VECCI) stated in a media release in November 2005:
“Victorian skill shortages mirror national trends and continue to limit business growth in a
number of industry sectors. There are statewide recruitment difficulties in many trades and
professions, and in many regional areas skill shortages and problems recruiting and retaining
staff are significant barriers to further growth.” Furthermore, due to the demographic changes
mentioned in section A1, VECCI does not expect that these skill shortages will be short lived.

Figure C.3 shows the DEWR trade vacancy index monthly figures from 1996 to 2006.
Although vacancies have fallen over the past two years, they remain solid compared to the
previous ten years, and were trending upwards in April 2006.

DEWR Trade Vacancies Index, Ap::iigleSBr966Ct:63April 2006, Total Trades, Australia
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Job vacancies for Victoria have been trending upwards over the last decade, as shown in
Figure C.4. In the February 2006 quarter according to the ABS Job Vacancy series, there
were approximately 31,600 vacancies in Victoria, a high figure by historical standards,
dthough not the highest in the recent past.

FigureC.4
ABS Job Vacancies for Victoria 1996-2006, Thousands of VVacancies
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Source: ABS Job Vacancies, (6354.0), February 2006.

Looking more closely at Victoria the following insights are provided into employment, job
vacancies and skills in demand*®

in the June quarter (2006) there were 134,700 unemployed persons in Victoria
(Australiac  529,400), the unemployment rate was 5.1 per cent (Australiaz 5.0 per
cent) and the participation rate was 64.4 (Australia: 64.6);

unemployment across regional labour markets ranged from a low of 3.6 per cent in
inner Melbourne to 5.8 per cent in Outer Western Melbourne and 8.7 per cent in the
Centra Highlands-Wimmera;

over the year to June 2006 Victoria recorded a decline in number of job vacancies
(by 8.1 per cent) but nevertheless had ailmost 16,000 job vacancies registered with
Australian Job Search (AJS). The largest numbers of job vacancies were recorded
for food hospitality and tourism (2,303), marketing and sales (2,114), labourers,
factory and machines workers (1,604) and accounting, finance and management
(1,896) ( see Table C.1).

An assessment of the list of skills in demand in Victoria from the DEWR Skills in Demand
List and the list prepared by DVC Employment Programs Branch reveals that it is principally
in the trade areas that statewide shortages exist - in engineering, automotive,
electrical/electronic, construction and food trades - while skill shortages in the construction
trades are evident in regional areas as well. Child care workers, teachers and positions in the
nursing professon are reported as statewide skill shortages while most (but not all)

18 Australian Regional Labour Markets, June Quarter 2006, DEWR.
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professional occupations in ICT and speciaist health professionals are also reported as
statewide shortages. The Migrant Occupations in Demand List (MODL) prepared by DEWR
for the Department of Immigration and Indigenous Affairs (DIMIA) and the DEWR/DVC
Regiona Skills Shortages Survey (of 11 regions in Victoria) provide further information on
skillsin demand within the Victorian labour market.

TableC.1
Job Vacancies. Victoriaand Australia, July 2006
Occupations Australia Victoria Victoria as per cent of
Australia
Accounting, Finance & Management 9,503 1,896 20.0
Building & Construction 3,737 832 22.3
Cleaning 2,295 309 135
Clerks, Receptionists & Secretaries 3,873 798 20.6
Computing & IT 1,398 354 25.3
Drivers & Transport 2,484 493 198
Electrical & Electronics Trades 1,208 178 14.7
Engineering, Science & the Environment 2,109 344 16.3
Food, Hospitality & Tourism 7,642 2,203 28.8
Gardening, Farming & Fishing 3,758 607 16.2
Government & Defence 1,018 87 8.5
Health, Fitness, Hair & Beauty 3,674 1,427 38.8
Labourers, Factory & Machine Workers 10,332 1,604 15.5
Marketing & Sales Representatives 6,836 2,114 30.9
Media, the Arts & Printing 436 196 45.0
Metal & Engineering Trades 2,381 429 18.0
Motor Vehicle Service & Repair 1,410 384 27.2
Sales Assistants & Storepersons 4,614 962 20.8
Social, Welfare & Security 2,244 441 19.7
Teaching, Child Care & Library 1,143 230 20.1
Total 72,095 15,888 220

Source: Austrdian Job Search, DEWR.

Tight labour markets of themselves offer a more favourable climate for disadvantaged job
seekers to enter the workforce than in the recent past. However, some structural changes may
mitigate against this — for instance more competitive labour markets may make employers
less willing to invest in training than in the past. To some extent business will look for higher
levels of skilled migration, or greater government contribution and or complimentary
business/government programs to deal with the consequences of lower training effort by
business.

C3  Policiesto Promote Workforce Participation

There are quite substantial differences from one individual to another in the circumstances,
incentives and ingtitutional arrangements that they face to enter (or remain in) the workforce.
For this reason Allen Consulting (2005) for the Workforce Participation Taskforce chose to
carry out a detailed investigation of different barriers to workforce participation in which
different demographic and socioeconomic groups were considered separately.
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The most pertinent delineation to make in identifg/ing the barriers to employment is the degree
of disadvantage experienced by the job seeker.™® Some people have little trouble in finding
suitable employment, and have few spells of unemployment (and often no long term spells).

On the other hand, some people have considerable difficulty navigating the labour market.

Assessing disadvantage is a difficult thing to do in isolation, but the experiences of some job
seekers clearly indicates that they have significant problems in gaining and maintaining

employment throughout their lives.

The policies required to improve workforce participation in these two groups must therefore
target two separate problems. To improve workforce participation amongst those that can
find work easily, we only need improve the incentive to work. For those that experience
difficulty in gaining employment, we must improve their employability. This means two
separate groups of policies: reforming incentive structures and developing human capital.

C4 The Roleof Incentives

Measures which increase incentives to work generally involve changing the tax-transfer
system to reduce marginal effective tax rates. The lower the marginal effective tax rate, the
greater is the incentive for an individual to earn extra income. Table C.2 shows OECD
estimates of effective marginal tax rates on labour income for different family types. The
highest rate is 68 per cent, applying to a single-parent two-child family on two-thirds the
average wage.

Table C.2
Effective Marginal Tax Rates, Australia, 2003-04

Primary Secondary

ear ner ear ner
Single, no children, 67 per cent of average wage 354 na
Single, no children, 100 per cent of average wage 35.4 na
Single, no children, 167 per cent of average wage 51.4 na
Single, 2 children, 67 per cent of average wage 68.3 na
Married, 2 children, principal breadwinner 100 per cent of average wage, partner O per 549 338
cent of average wage
Married, 2 children, principal breadwinner 100 per cent of average wage, partner 33 per 35.4 206
cent of average wage
Married, 2 children, principal breadwinner 100 per cent of average wage, partner 67 per 35.4 354
cent of average wage
Married, no children, principal breadwinner 100 per cent of average wage, partner 33 per 354 206
cent of average wage

Note n.a. = not applicable
Source: OECD (2006), pp. 108-109.

Before drawing conclusions about the magnitude of any response to a change in marginal tax
rates one needs to take into account labour supply elasticities. The labour supply elasticity is
the proportional change in labour supply that would result from a 1 per cent change in the
effective marginal tax rate. Labour supply elasticity may vary quite considerably across
different types of workers. For instance Apps (2006) argues that wage elasticities for high
income males are low, whereas in contrast low wage earners ard married women in particul ar
have much higher wage elasticities. Participation will be boosted by having higher marginal

19 Disadvantage can arise from personal, institutional and structural barriersthat make it difficult to access the labour market. Itis

important to understand the “origin or cause” of the barriers as public policy will need to be framed to address the cause.
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tax rates on people with low supply elasticities and, conversely, lower marginal tax rates for
people with high labour supply elasticities. The facts put forward by Apps would therefore
suggest that workforce participation can be boosted by having higher marginal tax rates for
high income earners and lower marginal tax rates for low income earners and married women.
The figures in Table C.2 suggest that the current tax rates differ from this prescription in
respect of married women. In addition, recent changes to Australian tax rates probably have
narrowed the marginal tax rates applying at different income levels.

The female participation rate in Australia is above the OECD average® but still substantially
lower than for Australian males. Workforce participation decisions by secondary earners
(actual or potential) in family units with dependent children will be affected by factors such as
the withdrawal rates of family support, marginal tax rates (including possible consequences of
income splitting) and the costs of child care. The recent budget extended eligibility for child
care subsidies to a wider range of providers, with the intent of ameliorating severe shortages
in some areas of Australia.

For Australians facing a decision about when to retire, and whether or not to work full-time or
part-time, there is complex set of incentives affecting the decision. These include old-age
pension eligibility, eligibility for concessions and targeted social services, the tax treatment of
accumulated superannuation and tax rates for earned income. Severa years ago a staged
increase in the dligibility age for the old-age pension was announced. And in the recent
budget the Commonwealth Treasurer has announced plans to introduce superannuation
reforms which will “improve incentives for older Australians to stay in the workforce”
(Costello 2006).

Delaying retirement, improving effective margina tax rates, and increasing access to
childcare were key recommendations to improve workforce participation in the in the
Workforce Participation Taskforce. These recommendations are primarily targeted at
changing the incentive structure to employment, not at improving human capital or targeting
disadvantage in the labour market.

C5 TheRoleof Active Human Capital I nterventions

There are a significant number of people that employers are less willing to hire even at the
lowest legally alowable wage levels. They can experience great difficulty in participating in
the workforce. They include:

Long term unemployed;

Culturally and linguistically diverse job seekers (CALD);
Mature aged job seekers,

Indigenous job seekers;

Job seekers with a disability; and

Y outh.

While changes in incentives may increase participation amongst these groups to some degree,
the barriers that prevent further workforce participation are more extensive. These include
persona factors such as skills, experience, language barriers or locational factors such as
trangport and accessibility to employment. Behavioural responses by people in this situation

0 Therateis afew percentage points lower than for culturally similar countries including Canada, UK, USA and New Zealand.
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are still potentially affected by incentives. But ensuring their effective participation requires
more than incentives. they need assistance to develop their human capita so that they
become more attractive to employers or subsidies to enhance their appeal. The Workforce
Participation Partnerships is a program that seeks to enhance the human capital of people
with significant labour market disadvantage.

The pool of long-term unemployed has an over-representation of people whose prior
atributes make them difficult to employ. But, in turn, long-term unemployment arguably
contributes to the atrophy of health and skills and thus compounds any difficulties that may
aready exist. The long-term unemployment rate in February 2005 was 1.3 per cent for
Victoria (Allen Consulting, 2005). There is also a significant regional dimension to
employment prospects, which can mean that re-skilling needs are more pronounced in areas
with low employment growth or that specific occupational demand is difficult to satisfy (e.g.,
health professionals, teachers in some regional communities).

Difficulties experienced by CALD job seekers relate to a combination of language difficulties
and a lack of relevant skills, training and experience (including in some instances, difficulty
getting accreditation for overseas qualifications). These difficulties are significant. Allen
Consulting (2005) reports the workforce participation rate is on average 13 per cent lower for
migrants born in other countries than for Australian born citizens.

Finding employment after retrenchment or re-entering the workforce at a later point in life can
be difficult, especially for low-skilled people and women who have been out of the workforce
for some time. The average length of unemployment increases with age, from 37.8 weeks
between the ages of 15-34 to 107 weeks for ages 55 and over (Allen Consulting, 2005).
Often, mature aged job seekers when faced with the difficulty of finding employment simply
opt-out of the labour market altogether. Several factors can hinder mature aged job seekers
finding employment, such as skills mismatches or outdated skills, health and attitudes towards
hiring of older employees, particularly in entry level positions.

Those on the Disability Support Pension (DSP) whose primary barrier to employment is
physical disability can be helped through accessibility changes and employer attitudes, where
the disability permits employment. The ABS (ABS, 2000) reports that between 1980 and
2000, the number of people receiving the disability support pension rose from 229,200 to
602,300. However, haf of those on the DSP are aged 50-64, and typically have low skills
and have experienced spells of long-term unemployment before accessing the DSP. While
altering incentives to employment may help some mature aged job seekers, the evidence
indicates these mature aged DSP recipients are structurally separated from the labour market.
Difficulties such as fewer relevant skills, health problems or mental illnesses combined with
mature age may make these job seekers more difficult to employ. Targeted programs aimed
at improving skills, developing relevant experience and managing disabilities in the
workplace may be required to find employment.

Indigenous Australians have significantly lower workforce participation than non-indigenous
Australians. The ABS reports that in 2004, indigenous workforce participation rates were
62.9 and 46.3 per cent for males and females respectively, much lower than the nationa
averages of 71.6 and 55.8 per cent (ABS, 2006b, ABS 2006c). This is related to lower
educational achievements, poorer health, greater contact with the criminal justice system, and
greater presence in regions, including remote regions, where job opportunities are more
limited.
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Some young people experience barriers to employment in the form of inadequate education
and an inability to manage the school-to-work transition. Evidence indicates that for those
who experience a difficult transition (primarily early school leavers), difficulties in finding
ongoing employment later in life can be significant (Lamb and McKenzie 2001). Whether a
difficult transition is the cause of employment difficulties later on in life or the symptom of
underlying factors causing difficulties in finding employment is not entirely clear (and indeed
both may be true).

Education and training, early intervention, efforts to improve attitudes to work and encourage
the development of skills and assistance to overcome health barriers are required to remove
structural impediments to employment for specific groups of jobseekers.

Training, older age and a lack of vacancies are the most common single difficulties cited by
unemployed persons, according to the ABS. Table C.3 shows the primary obstacles to
employment as perceived by job seekers between Aug 2004 and Jun 2005. Though this table
shows primary obstacles, of course in many cases a combination of factors would be to
blame.

TableC.3
Main Difficulty in Finding Work for Persons Aged 18 and Over Who Would Like Employment,
and Can Start in 4 weeks, 2004-05, Australia

Reason Persons, ‘000
Lacks necessary training/qualifications/exp erience 81.8
Other difficulties 65.4
No jobs or vacancies in locality/line of work/at all 64.3
Considered too old by employers 62.7
No jobs with suitable conditions/arrangements 56.6
Too many applicants for available jobs 46.41
No difficulties at all 35.4
Problems with access to transport 20.7*
Believes disability discourages employers 9.0°
Difficulties with language or ethnic background 5.4!
Total 465
Note ! Estimate has arelative standard error of 25 to 50 per cent and should be used with cattion,

2 Estimate has arelative standard error greater than 50 per cent and is considered too unreliable for general use

Source: ABS, (6239.0), Table5.1.

C6 ReviewingthelLiteratureon Active Labour Market Policies

The South Australian Centre for Economic Studies reviewed the literature on active labour
market policies as part of the evaluation of its Community Jobs Program in 2005. A summary
of the findings of that review are presented here as they are relevant to the design and intent
of WPP.

ALMP ae typicaly designed to aleviate significant barriers to employment on the supply
side — e.g., for long term unemployed persons. This is done through a combination of job
search, work experience, training and education strategies to make the candidates more
employable.

Two key factors ought to be considered when examining the effectiveness of active labour
market programs:
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1. Deadweight loss: how many program participants would have found employment
without the program anyway; and
2. Competition in the labour market: whether program participants are filling existing

demand for labour, or competing in the labour market and possibly replacing another
employee, but equally whether programs are more effective “than doing nothing” in
matching the demand side and supply side of the labour market.

These factors illustrate that a program may have very high post program outcomes yet may
still have a minimal net impact. As well, the first factor can be addressed by effective
selection of program participants, but the second is more problematic (and harder to measure).

Successful targeting of strategies to particular groups is important to the cost effectiveness of
programs. Targeting strategies need to alow for the fact that there are differences from
person to person in the barriers that need to be addressed (Le and Miller, 2001).

One aspect that is considered helpful, though unquantifiable, is community involvement in
labour market programs. The Brotherhood of St. Laurence (Temby, Housakos and Ziguras,
2004) argue that involvement in the program by the community and the government can help
demonstrate commitment by the providers in helping the program participants ultimately find
employment.

Involvement by employers can also help direct training and work experience, develop
contacts between employers and potential employees in the program, and act as a signalling
mechanism from the participants to employers that they are worthwhile employees. The
involvement of employers is reflected in the principle (number 5) of developing partnerships
with employer groups, individual employers and others. In its absence, an employer may
discount the value of the program, fedl the training or experience was irrelevant, or is less
inclined to admit there is an opening at all.

In summary:

Prospective demographic changes in Australia will lead to an increase in the ratio of
dependants to providers in the Australian economy. Such a change will create
budgetary pressures as dependants on average make a net draw on government
budgets. To address this issue, the Victorian Government is committed to increasing
workforce participation rates.

Strong economic growth in recent years combined with low unemployment figures
have led to skill shortages in a number of regions in Victoria and within occupations,
particularly by trade and semi- skilled but also within professional occupations.

There are ill a significant number of unemployed people who face barriers to
employment. The nature of these barriers varies from person to person.

In response to the longer-term demographic imperative and current labour market
shortages the CJP, CRISP, and JY P programs have been amalgamated into the new
Workforce Participation Partnerships program, with WPP having several new aspects
and intended policy outcomes. We are not suggesting that a “simple amalgamation
or consolidation” has taken place, but rather a new program that seeks to seriously
address existing skill shortages is being introduced. The new program aims to
develop job opportunities and place highly disadvantaged job seekers in areas of the
labour market that have high demand for labour. An important new element is the
partnerships to be developed with industry, community organisations, employers and
unions are intended to address known skill shortages.

The SA Centrefor Economic Studies Final Report: April, 2008



Modelling What WorksWell in SA Worksin the Regions Page 90

Appendix D

Definitions used in Administration of the
Wor kfor ce Participation Partner ships Program

The Victorian Government has alocated $24.6 million over two years to the WPP program
with the requirement that it achieve 2,000 employment outcomes by December 2007. The
Department for Victorian Communities?® in approving project applications has sought to
achieve 3,000+ employment outcomes. The fina cost per outcome (which is one measure of
effectiveness) will depend on the number of paid employment outcomes achieved over the
life of the program. Other measures of effectiveness include the number of placements
achieved and the actual number of commencements. However, the most critical measure of
outcomes will be the number of employment outcomes ultimately achieved by the program:

Participant means a person who is a jobseeker within the target categories described in the
WPP guidelines and who has completed the Participant Registration Form and signed the Job
Network and Privacy declaration.

Commencement means the commencement of a participant on the project.

Placement means the placement of a participant in ajob that will lead to a 16 week outcome,
not including any period of work experience.

Employment outcome is defined as a paid employment placement for an average of 30 hours
per week for aminimum period of 16 weeks within a 20 week period unless otherwise agreed.

Work experience means a practical placement with an employer as part of an accredited
vocational course as described under the Vocational Education & Training Act 1990, Act No.
45/1990, Part 7 Practical Placement.

Work trial means paid work under award wage conditions for an agreed period.
ReBA means a written agreement between the WPP Broker and a supplier of Commonwealth
Government employment or training services that will govern that suppliers contribution to

the partnership or project.

ReBS means a written statement from the WPP Broker that details the duplication between
Commonwealth and State Government funding for WPP participants.

A Employment Unit has been relocated to the Department for Innovation, Industry and Regional Development
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Appendix E
Performance Indicator s to Evaluate WPP
Indicator Data source
1. Disadvantaged job seekers

Program Per cent of job seekers that belong to each target group DVC data base
placed in employment

Project Per cent of job seekers placed of total registered per target DVC data base
group

Individual Qutcomes by unemployment history DVC data base
Per cent of job seekers placed in different industry to DVC data base
previous employment
Actual participants against planned participants Case studies

. Areasof high need

Program Per cent of job seekers placed who live in areas with DVC data base
unemployment higher than state average
Per cent of job seekers placed from regions in the lowest DVC data base
quintile according to SEIFA
Per cent of job seekers placed who live in NR areas DVC data base

Complementary programs

Program Per cent of job seekers placed who were Job Network DVC data base
clients or who were clients of other programs (by ReBA)

Individual Number of AAAP DVC financia

detail
. Valuefor money

Program, project Unit cost (cost per employment outcome) DVC data base
Unit cost per target group DVC data base
Unit costs for metro and rural DVC data base
Unit costs for NR/non-NR DVC data base

Development of Partnerships

Project, program Type and number of organisations participating in Case studies
partnerships
Per cent of partnerships that agree projects are effective at Case studies
delivering outcomes
Types of partnership arrangements Case studies
Utilisation of other funding Case studies

Sustainable employment outcomes

Program, project, individual Number job seekers in employment (30 hours x 16 weeks) DVC data base
Number job seekersin employment (15 hours x 16 weeks) DVC data base
Distribution of placesin industries DVC data base
Distribution of placesin occupations DVC data base
Per cent of job seekers in apprenticeship (trade) DVC data base
Per cent of job seekersin traineeship DVC data base
Number of employers assisted DVC data base
Per cent of places not in planned occupation/industry Case studies,

data base

Degree of satisfaction of employers Case studies
Degree of satisfaction of participants Case studies
By metro/rural DVC data base
Per cent of job seekers not in original placement at 200 DVC data base
days, and current status (unemployed, other job, exited
labour market)
200 days: (February-March 2007) (by ID) Case studies
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