Skills Audit and Strategy Workshop Notes Victoria and Tasmania – 16/07/08

General Comments (convener notes)
· Good cross-section –tas and Victoria; regional and urban; private and public; nrm; union; associations 
· Some concerns about whether the workshop attendees can pass comment on the final strategy

· Share info from other programmes with everyone
Issues (convener notes)
· What about developers
· Gen Y will not stay as long – what implications for the sector, higher staff turnover
· Governance crisis not skills crises

Causes – why has this happened? (convener notes)
· Not enough planning – population, regulation
· Issue with diversity of the sector and planning for the whole sector

· Organisations didn’t see skill development as part of their core business; downsizing in 90’s didn’t allow for unforeseen future demands
· In the 90’s money could buy people, couldn’t pay now if they wanted to

· Treasury demands don’t allow increases

· Public sector can’t respond to competitive salaries, restricted by levels
· Increased scrutiny, reporting - BoM, EPA, BoStats, drinking water regulations
· 90’s move away from the central control of the utilities and planning should have gone to the govt but didn’t

· Massive dam building between 40s-80’s, until people got tired of, no augmentation of supply on eastern seaboard as population increased

· Staff going to private sector

· Growth and pace of growth

· Capability matching to growth – roles becoming more complex, managing technical project and managing people

· Much growth driven by climate change implications and uncertainties and urban population

· Issues not unique to the water industry

· Labour market and workforce planning not really effective

· People shortage not just a skills shortage

· Generational changes not matched by industry responsiveness

· Customer/community expectations increasing

Strategies (convener notes)
· Tax incentives to invest in training for both public and private
· Tax incentives for employees

· Selling to Generation Y

· National approach

· Ensure subsidies remain for public sector eg statutory bodies considered government of not

· Better balance and optimization of govt expenditure over increased time periods

· Common wealth funding for water as a career of choice

· Improved access to skilled migrants – visa

· National Skilled Needs List – add water jobs to this list

· Funding for a coordinated planned approach – not bit plans

· National strategy not just a list of initiatives/projects

· National graduate programme – and trainees

· Require universities to engage with industry
· Charge more for water/sewer/trade waste and invest more

· Clearer skills requirements and job roles

· More work based training less classroom based training

· Improve work environment – more online etc to be more attractive to new generations
· Increase role/length of e-water

· Support uni involvement – cross subsidise them

· Free training and education – HECS/living away from home

· More R&D to make water go further

· Restructuring 3-4 groups that manage urban/regional/ planning and operations

· Staged retirement allow slow retirement without tax disadvantages

· Self control – owner or controller

General (convener notes)
· Water planning own discipline

· Compare level of expenditure on training with other countries

Other programmes/existing work (convener notes)
· National training standards and qualifications exist
· Changing standards need to be reflected in 

· High level qualifications missing – eg hydrology

· WSAA new trade waste guidelines, source management control

· Trade Waste identified stream under water Industry Training Package

· City West Water Technical Officer training (we have a copy of this)
· Chifley Voc Grad Cert in Strategic Asset Management

· PP for new entrants and PP for existing workers 

· Apprentice and traineeship funding set by quota
· Hydrograhic training scheme in house – WA state government

· Restrictions for funding from state govt

· Get copy of info from the BoM workshop on hydrographers training

· National Metering projects

· Capacity Building programmes in stormwater and healthy waterways eg Clearwater, New Waterways, Healthy Rivers, WSUD (efforts going into being linked….) funded by association, state govt, private sector

· WSUD – Community Water Grants

· GSA – National Training Water Resources Project funded by NWC

· WELL – Workplace Employment, Literacy and Learning Programme
ISSUES (contributed by attendees)

ATTRACTION / RETENTION

COMPETITION FROM OTHER INDUSTRIES
· Attracting staff from other major industries

· Promotion?

· Inability to match salaries

· Infrastructure boom – now + 5 yrs then bust?

· Need for more competitive salaries

· Water industry shortage or national / all industries – shortage

· Inability of water corps to offer competitive remuneration

· Increasing competition for skilled staff from other industry sector eg mining

· Pay priority in competing industry

INDUSTRY IMAGE

· Retention of Gen Y staff

· Engineers

· High demand & low supply

· A global issue

· Perceived value / attraction of industry is low …. Eg prof accreditation not valued enough

· Attraction to regional areas – Tatura / Hamilton / Wangaratta +

· Attracting the right people with the right skills

· Respond to next gen aspirations (flexibility not long, stable careers etc)

· Tertiary – positioning of ‘water’ work vs other aspects of engineering

· What are range of skills?

· Promotion industry of choice

· Zero visibility of water industry skills & pathways in school sector

· Attracting secondary school students

· Lack of awareness of industry / range of roles at age when choose career / Year 12 focus

· Industry image not ‘sexy’ enough

· Generational issues 

· Attractiveness

· Meeting aspirations

· Challenging

· Remuneration

· Competition

· Restrictions / limits

· Image / branding

· Stability of industry vs lack of ‘sexiness’ for younger people

· Branding of industry

ATTRACTION RETENTION

· Retention of staff support staff as well

· ♂ Role models diversity ♀ ……of thinking …..+ etc + cultural + age

· Recruitment strategy

· Young

· Mature aged

· Migration

· Current age profiles – retirement

· For younger employees – entry pay & perceived lack of promotion / pay increase opportunities

· Keeping the talent within the water industry

· Ageing workforce

· Retirement

· Loss of knowledge without documentation

· Ability to recruit those who need extensive training due headcount & budget constraints

· Salary levels & progression vs other industry

· Mining

· Power

· Financial services

· Accounting

· Attraction @ an early age to science / eng & translating this into graduate places / industry jobs

· Unable to attract youth to trades!!

· Attracting talent – disparity between public / private remuneration practice

· Remuneration – operational end

PLANNING

· Water planning risk assessment / env social / economic

· Duplication of water resources planning effort (un-coordinate)

· What do projections for other industry sectors look like?  

· Downsizing in 90’s – what is effect now & in future?

· Current economic / financial turmoil → ?

· Requires coord as an industry to tackle issues ongoing – not robbing Peter to pay Paul

· Identify skills needed

· Lack of communication strategy – identifying needs

· National consistency

· Coordination of sector : how to deal with broader attraction / retn issues collectively

· Planning – beyond infrastructure planning

· Water planning

· Not just engineers

· Economists, sociologists etc

· Needs to be discipline

· Strategies & planning : not reactive isolated actions

LEARNING & DEV TRAINING

· Tertiary ‘non-engineering’ requirements – economists, HR, accounting

· Getting & keeping trained staff in rural areas.  (Need to understand envir water & biodiversity

· Technical skills development programs

· Degrees too specialised?  General degrees to offer more flexibility to allow later xfer to water

· Hydrology / surface ground water training

· Environmental education starting in primary school

· Building capability to deal with complexity of project management & leadership

· Lack of training providers in Tas
· Licensing / accreditation operators

· Skills at graduate level.  Engineer degrees containing less & less hydrology – water training

· Hydrography coordinated training & standards

· Xfer of Knowledge (retirees →)

· On-the- job vs off the-job-training

· Career structure development

· Availability of training facilities, teachers etc

· Attracting right skills / resource in difficult contexts (eg small businesses in remote areas)

· Apprenticeship / experience req needs time to develop – does this match generation expectations of fast career growth

· Developing specialist skills unique to water

· Need a broader range of qualifications at the high quals levels “specialist skills / knowledge”

· Critical skills gaps – hydrology & modeling

· Availability of quality training Aust wide – some dodgy RTO’s out there

· Knowledge esp local knowledge of those retiring

· Effective training

· Workplace based learning & assessment

· Lack of mentoring & staff development

· First employment writing skills

· Inter-sectoral learning.  Water issues are becoming increasingly complex.  Lack of opportunity for cross-pollination of ideas & skills across orgs and disciplines

· Lack of policy learning.  The sector fails to adequately learn from past projects.  Ongoing monitoring & learning is required.

· Policy skills.  There is a lack of social science & policy expertise resulting in poorly devised long-term policy, implementation, monitoring & review

· Skill needs for water catchment

· Recognition of informal learning → recruitment / training

· Competency based progression & completions

· Articulation school → VET → university
· Lack of coordination of pst qualification training possibly lack of access to as well
· Standard training doesn’t often cater for the diverse needs of our organisation to meet emerging industry needs
· ↑ Mentoring / experienced practitioners required
· Literacy & numeracy
INDUSTRY FACTORS

· B Boomers retiring

· Shortage of people

· Overseas players coming in eg desal spirit

· Current skill levels within industry.  Many groups are not adequately skilled

· High quality public consultation – stakeholders engagement skills

· Make the water industry attractive

· Career options

· Different experiences

· Shift skills to meet new / changed industry needs

· Industry local Govt water auth amalgamation will raise sophistication and skills / experience needs

· Engineers

· Design

· Construction

· Electric / mech

· Project

· Environmental water assessment / use / allocation risk

· Social research skills

· Industry amalgamation local govt, water auths, will ‘reduce’ needs below projections

· Not enough sharing need economies of scale to reduce gap

· Local Govt – head out of sand

· Mind set of engineers

· Not a lack of applications for vacancies – but lack of skills seeing plenty of enthusiasm

· What let to the present situation?

· Understand the root cause and not symptoms

· Start early at school – year 10 – “water cycle” understanding

· Comparative salary scales – staff moving out of water industry

STRATEGIES (contributed by attendees)

TRAINING & QUALIFICATIONS

· National training program for Year 12 – training & pay & opportunity for rotation / interstate

· Strategies need to recognise that skills & people cannot be guaranteed to water – ie invest in science & engine by Govt

· Promotion of industry schools, uni, VET

· Supported university involvement

· Develop proper career pathways to the Y generation

· Improved engagement of the academic sector

· National water in schools program – primary school to encourage not only water but science based study

· Human preservation

· National standards qualifications procedures

· Develop coordinating mechanisms to foster inter-sectoral learning

· Share retirees or experienced staff – secondments short & long term to transfer knowledge

· Priority issues – development of formal quals in water skills

· Coordinated fed / state / local gov strategic training programs / packages.  Priority : hydrology / hyder COAG

· National approach re importing skills – set up centralized ‘water’ 457 group – guaranteed job & training

· Look at economies of scale – how do we make better use of what we have?  Gtr sharing across industry

· Streamlining of career pathway to allow for technical & management paths at national level

· Incentives for universities to deliver tailored courses focused upon modern water sector needs

· Public – private sector training partnerships / initiatives

· National graduate program – rotate around Oz to give grads travel opportunities (inc regional) & encourage applications

· Funding model that supports a coordinated approach

· Include water industry qualifications on NSML to allow access to (PPP) places

· Provide more $ incentives for all to invest in training & development ↑ $ paid or subsidy & ↓ $ cost of training

· Increase work based training & assessment to reduce training cost & ↓ productivity

· Better recognition of differences between the depth & breadth of skills (work value) & (quals) jurisdiction differences

· Identify the skills (quals) required – at a more specific level / function “the rubber needs to hit the road” - “detailed scope”

· Develop & fund a national water training “centre”

· Fed funding H2OZ

· Align training provision with current & future needs not providers’ capacities

· Make water industry visible in education

· Positioning post-grad courses in water planning & management

· Increase monitoring & evaluation of implemented projects to foster greater on-going learning

· Gov’t funding or subsidies for training

· Flexible learning & dev’lt programs (tailored L&D)

· Better identification of education / training required

· Free training & education

· Funding for relevant courses

· Incentives for training of staff $ subsidies water corporations

· Development of career & learning roadmaps for industry – incentivise training

· Develop training (school leader) & vocational (grad) programs more consistency across all industry employers

· Centralise / over arching L&D programs (national)

· Facilitate ($’s) mature age entry to trades

· Government incentives ie tax breaks!

· Increase investment in 3rd level – education – social science – demographics – water planning

· Heavy prompting of industry & quals needed for the jobs ie print media, TV, radio

· Develop management culture which values training 4 skill development

· Establishment of links between costs (of training) and the price of products

· Policy training for the water sector

· Training and professional development valued & appropriately regulated by state economic regulators

· Water focused promotional campaign at school level

· Proper skills audit of the water industry requirements viz environmental water catchment

· Remote learning – make it easy for current / potential staff to study

INFORMATION

· National recruitment database – for candidates to register an interest generally & then approach collaboratively

· Learn from mining industry – a well co-ordinated approach

FUNDING

· Funding for promotion of industry as a career

· Fed govt to fund WICD branding project

· Sponsoring Year 12 into uni & pay fees / part time work – guaranteed job / contract

· Formalise & fund the water strategy group to develop people strategy & approaches

· Budget allocations to include training costs – not just absorbed

· Education system able to provide skilled workers to water industry - $$’s invested with educators to provide

· Incentives to attract people to regional areas

· skills enhancement 

· $ 

· secondments

NATIONAL / STATE
· COAG – be brave 10 year horizon action starts now

· National water college – full range of courses / learning options and subsidised
· COAG – national issue = national solutions

· COAG – amalgamate non-urban water authorities = fewer / better orgn’s

· Partnerships b/w water organisations & universities

· Slow down – even out – current priority of infrastructure projects

· Prepare for the ‘bust’ when this boom is over

· National standard for skill requirements & training for water industry

· National agreement on individual water allowance

· Set up national water eng assoc example EEA Elec Eng Assoc funding created from membership & companies promotion their services at Expos

· National frameworks – state / regional actions / programs

PROMOTION

· Upgrade the work environment (more computer based) to match the preferences of younger workers

· Technical specialize pathways ↑ pay without having to shift into Mg’t.  Keep people doing things they’re good at and probably want to do

· Develop mechanisms to accommodate a transient workforce – employees won’t stay in the water industry, they will have 3-4 careers

· COAG positioning – elevate water to ‘key national issue’ status to attract attention / recruits

· Experienced workers wanting to stay in industry – work / life balance opportunities.  Culture needs to be developed

· Water industry ‘Awards’ – top / best hydrogeologist

· Develop women in engineering / science promotional approach – driven by role models in industry

· Recognise technical capability – awards – salaries

· Delivery on the branding ‘deal’ to new recruits ie manage expectations of work req within dif roles

· Provide more flexible employment conditions

· Offer lots of work experience for secondary students so they are exposed to the industry

· Coordinate water industry career advice strategy, promotion t primary & secondary schools, & community (must be ongoing)

· Development of workforce plan & recruitment strategy 

· Youth

· Mature age

· Migration

· Promotion of industry – starting with schools

· “Career of Choice” re branding campaign by market sectors / stakeholder groups - schools / trainees – transition to unis/ vacationers

· COAG – develop portfolio approach to water planning – divergence to attract people

· Branding – alliance with WIST WICD WIAC GST? Water Engineers Australia?  Campaign – target Gen Y eg EEA WIC

· W.I.C.D. H2OZ branding

· Future image of water industry

· Innovative

· Sustainable

· Responsive to society

· Total water industry effort related to image for positive employment

· Water industry is considered industry of choice – “sell” campaign to uniform school leavers

· Promote positives of working in the public sector.  Change focus from punitive “restrictions” to pro-active eg safe, normal, usual

· Attractive industry

· Water is life – get this message → fed & state govt

· Recognition of achievement

· Increase role of e-water

· National promotion of roles / responsibilities in industry

OTHER

· Integrated water management across the country

· Charge more water / sewer / t-waste

· Accept that there may never be enough people to fill gap – explore other stratgs (population growth unsustainable – international competition)

· Gov’t balance of demand – major projects – optimize

· Give public owned / funded corps more freedom – headcounts budget to allow flexibility

· Develop multi-skilled labour market – provide flexibility

· Water industry – is it a govt sector or private sector?  Can we manage to be in the middle?

· Social status of water industry / & people

· Increase sociology / social science capacity in water sector

· Govt organisations to offer competitive wages equivalent to private sector

· Increased collaboration within sector & across industries

· Develop mechanisms for government policy makers to interact with technical staff in water corporations and the private sector to facilitate better policy learning / decisions

· Build policy / planning capacity within government organisations

· More flexible arrangements

· Increase Mgr buy in ‘457’ visa sponsorship for skilled overseas professionals

· Clarity of future requirements

· The industry must become controller & manager of its own destiny

· Change price signals so that it makes sense for companies to train people

· Recognise long term careers out : more flow of people b/w orgs/sectors is OK – devise programs co-operate on this

· Improved access to overseas migrants (skilled) ie ‘472’ visas

· Industry will be increasingly outsourced – issue

· Develop a strategic approach within which to deliver / request initiatives - @ gov level in consultation with other sectors (eng / science)

· Programs designed by gov’t / industry partnerships to address issues

