Skills Audit and Strategy Workshop Notes Queensland – 17/07/08

General (convener notes)
· Started a little late due to non attendees – quite a few missing
· Operator shortages stated by a number of people in attendance

· Good cross-section of attendees – regional/urban; irrigation; nrm; lga; associations; vet; tertiary

· Taking less experienced people because that’s all that is available – need training
· Redundancy as a result of technology advancements – need for retraining
· How does this compare with other industries?

· Questions on range and survey sample, interest in jurisdiction information
· Higher level of skills required

· Noted areas not well represented – irrigation, environment, consultants, construction
Issues (convener notes)
Causes  (whiteboard notes)
· Industry fragmentation – orgs doing there own thing

· Water and the water industry is an undervalued resource

· Monopolistic stance of the utilities – they control the expenses

· Water now has a value ( not in $ but a perceived value), imperative driven

· State should provide education and training by taxes  

· Lack of investment

· No incentives to train KPIs

· Trade between groups sets the price

· Training is happening – private, economy of scale
· Lot of consolidation of private org – GHD, SKM etc – lack of management culture

· Small org struggle to get what training they need on a case by case basis – economy of scale

· Lack of drivers for some public sector organisation

· Removal of subsidies for training in some sectors

· Lack of water driving people to be more efficient
· Org need drivers for training - economic or legislative

· Lack of industry approach

· Diluting tertiary education – trying to be everything to everyone

· High level demand driven by market – engineers pay

· Lower level driven by ability of client to pay
Strategies (convener notes)
· Co investment by gov
· Learn from private sector – Veolia prepared to invest in OZ

· Elevate the culture

· National approach led by industry maybe helped by govt
· Build capacity, aggregate education and training service providers across the country, particularly at vocational levels, don’t need 6 org offering online/distance

· Threat of regulation may increase innovation

· Solutions driven by water industry

· Redundant industries and transferring/ retraining eg manufacturing

· Mandatory skill sets for job roles – may help rationalize vet providers

· Training wages need to be addressed plus clear` pathways

· State/Commonwealth funding for small org that can’t manage training in their own right

· Clear articulation between vet and tertiary

· No one peak body - a bunch of groups, WICD/WIST/AWA/IA

· Industry of choice

· Vision for the future (environment)

· Expos at schools – showing career pathways linking entry and exits, salaries etc

· Transportability of entitlements – 

· Flexible work arrangements – for retirements etc

· Increase interest in science and maths – create schools as centers of excellence with linked nodes

· Give funding for training to services providers – seek training providers

· Rationalizing of providers

· National handle on skills needs in more detail

· National platform for skill exchange based on standards

· Smarter approach to keeping Gen Y
· Better integration with providers by pooling resources and aggregating demand

· Staff rotations

· Training levy for water industry

· Foster international recruitment

· Foster and support water services as an export industry

· Subsidise HECS

· Link strategies to climate change

· Establish competency standards and legislation

· Fine the true point of difference from other industries

· Importance of water as a necessity of life

· Recognise and fully fund a level Cert III qualifications – attracts the attention of RTOs

· Use HECS subsidies as part of cadetships

· Establishing international links with like orgs to try and learn from others

· Further funding for national training resources

· Better communication between govt departments

· Operating as an industry to aggregate demand as well as enterprise level activities

Other Programmes (convener notes)
· National Training Resources being developed by GSA funded by NWC (but not enough)
· Sunwater partnered with Wide Bay Tafe – Cert II and Cert III in e-learning in Catchment and Water Quality, registered from Cert II to Voc Grad Cert

· E-learning funding through National Framework for E-Learning to partner with RTOs

· Workforce Development Strategy for the Queensland water Industry

· New Water legislation effective from 1 July re water re-use

· Capacity Building Programmes – Clearwater, etc + approach to NWC for national training resources for this programme

ISSUES (contributed by attendees)

IMAGE
· Uniqueness of the water problems in Australia compared with rest of the world

· Water industry not sexy

· Gen Y – is water sexy?

· Attractiveness of career / work

· ↓ Attracting students

· ? Industry marketing

· Image of water industry – definition of what is incl in water industry

· Only 3 years of positive growth in Aus work force + poor recruitment + retention to water sector

· Endless discussion about skill shortages predicted for at least a decade, but little action

ATTRACTION / RETENTION

· ↓ Remuneration
· Attraction & retention
· Recruiting / assessing internationals
· Inability to attract and retain “the right people” due to work pressures, non-competitive remuneration, lack of C&D
· Salaries paid to operators do not reflect responsibilities
· Lack of reward for engineers / scientists
· Need to make water an attractive industry to work in
· Water industry wages
· Fragmentation of industry
· Need for good career pathways
· Failure to recognise the strategic position of water industry
· ↑ Competition for eng from private sector
· Ability to pay competitively
· Attraction & retention
· Pay
· Career path
· Opportunities
· ↑ $ recruitment activity
· Career paths
COMPETITION 

· Competition from Mining Industry for trade-qual staff
· Professional attraction to industry especially public sector

· Competition from other sectors – banking / mining

· Competition for resources

· within industry
· to other industries

· ↓ Section pools
· Worldwide skills issues

· Industry completion

DEMOGRAPHIC

· ↑Push to automatic older workforce frustrated with change ↑ retirement
· Lack of systems to codify knowledge of older workforce. Exit business kno

· Industry expansion v retirement

· Ageing workforce

· Career selection

· Other paths

· “Y” expectations

· Baby boomers didn’t have enough kids

· Generational issues

REQUIRED SKILLS

· Broader discipline base

· Certification (industry) vs qualification drivers (institution)
· We are not unique….. reality is a need to import skills!

· Quality of skills

· Implementation of skill sets rather than qualification key drive should be skills sets (A)

· Demands or requirements of industry are very variable eg small vs large enterprise – country vs city

· Increase in technological complexity

· No legal requirements for lower level quals

· More practical knowledge of skills for graduates

· Cross-cutting skills (vs specialisation)

· Continuing education skills upgrades

· Need for generic skills for graduates

· Tradesperson / operators

· Skills for new technologies / thinking

· Can sustainable / decentralised water supply systems reduce skills demand??

TRAINING & PATHWAYS

· Training seen as a ‘would like to have’

· Lack of integration between private & vet

· Skills needed in industry

· More practical – creativity skills

· Tight timeframes to meet deadlines and therefore skills development and employing the ‘right people’ is not efficiently undertaken

· Lack of VET programs

· Needless duplication of training effort (too many colleges doing the same thing)

· Career lifecycle / path – yielding individual satisfaction

· Lack of skilled teaching staff at level & teaching resources at level

· Coordination of training – nationally & statewise for different sectors

· Lack of training capacity & capability

· Poor or non-existent links between training and career path within the industry (at least at water worker level)

· Career pathways are somewhat limited in industry particularly at lower levels

· Transfer of experience – huge caps ahead

· Lack of commitment to investment in training – managers only give superficial support

· Failure to recognise training is a “moving feast”

· Lack of long term planning & support in education – 1 yr, 5 yr, 10 yr

· Need for training to be decentralised – available to all

· Failure to recognise changing educational needs

· Need for graduate programs – industry supported

· Capacity of VET sector (incl private providers) to train & re-train operational staff

· Lack of co-ordination of training across nation

· Market system failure in the training industry

· Requirement for on-job / in-house training to address shortage

· Poorly co-ordinated delivery of teaching effort

· Institutional funding based on qualification rather than competency or partial competencies

OTHER

· Can’t get teachers

· Maths / sci teachers in high schools

· Water has not been valued as a resource

· Linkage (in practice) between VET and tertiary for career paths

· Operators are developed on the job.  Budgets allow for current needs not future req therefore hard to develop from grass roots

· Diminished public belief in validity / unbiasness of science / engineering
· Lack of directed investment in training
STRATEGIES (contributed by attendees)
NATIONAL APPROACH STANDARDS

· National Body 

· Marketing scheme

· Graduate progs

· Recruitment sites

· Centralized tag info

· Rotational / mentoring prog

· Movement incentives

· Shared info

· Est matrix / model

· International reciprocal programs

· Get training courses co-ordinated nationally and delivered to private & public sector

· Rationalise & co-ordinate development & delivery nationally – planning resourcing prevent waste

· More accountability or urban water users – training of public especially coastal sector to ↑ drive to conserve & value H2O

· Establish competency standards – certification

· Skills need drive & imagination

· Legislate standards / training

· Identify “I” peak body for industry to reduce fragmentation & develop & integrated strategy

· Government seeded but industry owned strategy & framework & virtual institution ….?

· National industry graduate placement program

· Develop a vision for the water management of the future …. 2050 – what skills do we need then?

· Foster / support water services as export industry – grow Aust market

· National framework for identification of skills needs / gaps in water info → guides training priorities

· National competency / accreditation of skills system

· Standard skills requirements identified & mandated so training can be structured & prioritised & enforced

INDUSTRY
· Valuing whole watercycle

· Better cooperation / integration of private / govt sectors in training programs

· Find the true point of difference to other industries – everyone is facing people and skills shortages

· Water industry funded places for required quals

· Assess market segments – retirees, o/s, existing, other industries

· Industry “mentor” program linked to graduated retire & scheme

· Consider what skills are transferable from other industries – and look at upskilling and retaining

· Determine net skills needs under various ‘water futures’

· Define the water industry

· Establish skills matrix / model across industry.  This would enable the identification of career pathways across the industry

· New thinking for attraction / retention of Generation Y staff

· Solutions must be driven by the water industry

· Industry response

· Demonstrate needs

· Treat water as a business

· Develop “Workforce Development Strategy”
EDUCATION / TRAINING

· Early education on the importance of the water industry

· Establishing career pathways will attract more “Gen Y” applicants if they can see opportunities to move every few years.  Rotational program?

· Attraction of more students into water disciplines in training deliverers / institutes

· Provision of practical training and experience

· GSA’s cont devt of trg material to deliver water ops pkg.  This will enable smaller entities to readily access relevant training

· The value of skills in water sector promoted more widely to public

· Opportunities – Links – schools expo on water industry

· Reinstate cadetship programs

· Legislate training requirements for operators / trades w/ water ind

· ↑ Trainee wages to attract “new to water” people & have clear career paths ident

· Focus on whole of education system to ↑ science development (started but need to enhance)

· Adjustment of training to become ↑ ed efficient needs financial support in agriculture

· Integrated watercycle mgmt training / edn embedded in u/grad courses

· Recognise and fully fund (industry) quals up to Cert III Aust wide part subsidise Cert I V and above in some VET

· Encourage science / engineering in schools by having it part of core subjects (maths & English)

· Better uni / VET collaboration.  International as well

· Launch new cadetships (Govt sponsored) to establish part professional stream

· National / federal govt commitment to water industry training

· Develop full VET suite of workplace delivery strategies / partnership / resource sharing etc

· New trade calling and apprenticeship – combined mech / fitter turner & water operator skills

· Training & Ed sector

· Respond to id needs

· Build capacity

· Niche differentiation

· Direct training investment as priority needs / gaps

· RTO’s to record & make avail subject completion not just qual completion = better picture of ind trn

· Direct career advisors at high school to disseminate employment opportunities to students

· Targeted investment for additional places at university level

· Increased funding for water traineeships

· Need to encourage teachers of science / engineering to gain jobs in schools

· Better articulation between VET & tertiary sector to make a defined bottom to top career path

· Establish career paths that link to other industry areas

· Water industry awareness programs within high school

· Identify clear career paths for water industry professional which is supported by training & development programs

GOVERNMENT

· Public / private sector partnerships

· Political will – eg scary skills shortage no’s

· Potential health & safety issues

· Natural disaster – drought

· More uniformity in water infrastructure planning & investment

· Long term planning, strategic view of what is required in the future & build framework to ensure we don’t see the same issues in 50-100 years

ATTRACTIVE CONDITIONS

· Increase of water industry profile (marketing)

· Identify clear incentives to encourage more people into the water industry Attraction & retention capabilities to compete with other industries

· Staff exchange programs between private / public sectors

· “Industry attraction” transportability of entitlements

· ↑ Marketing to change the image of the water industry

· Strategies to attract / retain old / retired water skills to do part time work

· ↑ importance on the Mgr – Staff relationship trust & leadership

· Choice of industry

· Flexible work arrangements “attraction”

LEGISLATION REGULATION

· Skillset need to be embedded into qualifications to ↑ value of qual to industry

· It’s a small industry – manufacture reasons to make all players work together Australia wide to maximize advantage

· Enforce existing legislation for relevant quals in water industry

· COAG – remove constraints on cross border or intra-industry transfers

· Regulators

· Provide at least the threat of mandatory regs

· Regulate as necessary

· Needs to be a regulator & market approach

· COAG review of water pricing to include externalities

· Training levy – skills development not just legislative

· Funding for RTO’S to work with smaller org

MARKETING

· Build social capital for sustainable water management through public advertising & major public artworks celebrating water

· Foster / support / enable international recruitment at least short-term

· Find a way to make people understand that water is more important than IT

· National marketing strategy of water industry – high schools, universities, TAFEs

· Marketing campaign for industry – school leavers career transitioners

· Establish career paths that articulate to and from other industries and academic

· Encourage more young women into water

· “Carbon” Vision 4 Future

· International recruitment “where the bloody hell are you?”

· Keep / increase link to climate change $$

· National / international marketing campaign – this would ↑ attraction to the industry & awareness

· National water industry recruitment website – marketed through the national campaign

INCENTIVES / FUNDING

· Incentives need to encourage training opportunities to be taken up by private & public sector

· Provide each sector with funding dollars directly to engage training providers.  Empower industry

· Tax concessions for water industry

· Appropriately fund organisations like Qld Water Directorate to assess the training needs of members for targeted training

· Achieving gains in efficiency need to be rewarded – not result in loss of resource

· Increase public employment packages to attract expertises for future leaders of water

· Efficiency gains need rewarding, not seen as savings to be gain for limited water resource – irrigation allocations

· Training levy similar to construction industry – raised through ↑ in water rates

· Supply fully sponsored hec’s places for engineering enviro science – candidates bonded to 3 yr contract of service (doctors – residency)

· Use revenue from carbon trading scheme to restructure industry

· COAG further tax breaks to industry training

· Funding for specific quals at uni – free

· ‘Bonding’ scheme for funded University places cost to organization at this funding supplement by Govt

· Water industry contributes a training levy - ↑ investment in skilling

· Subsidise individual cost for water training (HECs etc)

· Succession plg incentives through tax breaks for people looking at gradual retirement programs “Experience Transitional Programs”

· Remuneration rates to reflect the value of the water industry

· Change RTO funding to ↑ industry engagement retainer $ for RTO and main $ as competitive bids from industry

· Transferable long service leave within industry

· Reward for additional skills / quals

· Better understanding of the drivers for investment

· Subsidised trg programs to develop internal people.  This would double as a retention strategy

