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Western Sydney Employment Networking Summit
Held at Mamre House on 30 October 2007

Workshop Proceedings (uncut)
Workshop 1 – Maximising Placement & Retention

Background

In the NESA whitepaper “Workforce of the Future”, retention was highlighted as a major area of concern for the employee and employer, which in turn has a major impact of industry and the JNP’s.
As we know, when a new employee starts with an organisation he or she usually delivers zero productivity until they develop the specific skills required to perform the required tasks. 
The whitepaper went on to say that “creating sustainable employment opportunities for less skilled and highly disadvantaged job seekers, services and support to assist them to become productive more quickly was required.”
 While the paper suggested there was probably a need for employers to be subsidised for taking on these less skilled staff to compensate for lost productivity, there was a need for the training and support, both pre and post placement, to be addressed.
So, we know that there are skills shortages and training gaps in the current system that require new or modified programs and services.  In Workshop 1, two questions were posed to identify the shortfalls of the current system and training gaps in particular.
Question 1.
What are the main barriers of the current system with respect to filling these training gaps?

Participants were asked to consider this question from 3 perspectives, the employer, the job network providers and the job seeker.

Employers Perspective

· Wage Subs

· Work Skills Vouchers (free) (need for more ads)

· Support systems

· Re-education of employees (eg DEN, Sole parents, mature age, youth)

· Education levels (Literacy, Numeracy)

· Work experience opportunities after training

· Time frame of training – when to complete?

· In-services by different providers – perception of job network to be improved

· Cost – lack of funding for providers

· Job seeker accounts – only available after 12 months

· More governing of training costs – funds for employers

· Motivation from employees

· Need for more flexibility

· More on job training and support (mature age, youth apprenticeships)

· Knowledge of resources available

· Trainable: Knowledge + Skills + Attitude = JOB

· $ (Funding)

· What’s my return on this investment

· Being upfront with jobseeker issues

· Incentives for employers, specifically with work experience

· Can train to do tasks – but can you educate them in the workplace?

· No incentive for work experience

· Management doesn’t always prepare for the workplace and the real job

· 100% confident with position description, phone before advertising

· $ - return on investment, backfilling, sourcing correct candidates

· People leaving after training

· Employers don’t know what is available

· Audit training courses

Job-Seekers Perspective

· Training should be linked to work experience

· Don’t have a lot of info on child-care availability and access

· Fares for courses given to Job-Seekers on attendance

· Training doesn’t always suit flexibility requirements eg only run training from 9-5.

· More communication between JNM/Centrelink and DEWR.

· Management doesn’t get me the job or prepare me for the job.

· Training not resulting in jobs as promised! Why bother!

· More positive media stories

· Low trainee apprenticeship wages

· More programs – making link between training, work experience, labour hire and 

employers

· Disincentive for job-seekers to find work (eg lose health-care card, transport discount)

· Very specific eligibility (have to jump through hoops)

· Better communication between all stakeholders

· Poor transport or no money for fares, clothes etc.

· Motivation, Interest and Self-Esteem

· Availability

· Location

· Mental health issues and learning ability

· Perception – no training gaps

· Not personal problem – it’s them not me.

· Training for the sake of training.

· Broken promises – opportunities not realised

· Transport

· Level of Education

· Work Skills Voucher system too limited

· Certain criteria level for recipients of benefits

· Real jobs

· Communication between stakeholders – Centerlink, JNM, Employers

· Research what is available

· Communicate with JNM

· Make courses available

· Flexible days

· Constructive criticism from all concerned

· Better understanding of the effect when employment is gained

Job Network Providers Perspective

· Generational Unemployment

· Eligibility Criteria

· Linking with Apprenticeships

· Even with qualifications, need experience as well

· Cant start training until certain date

· Job-seekers not aware of suitable training and available

· Flexibility between departments (Early intervention)

· Unrealistic Employer expectations

· Lack of module-type courses

· Capacity to be trained (long literacy gaps, fear of failure in classroom setting)

· Getting training on the Job-Seeker radar.

· Incorrect C/L advice

· Training an excuse for inactivity and employment engagements.

· Inflexible training timetables. 

· How best to get them trained? Who are the job trainers? No Central base?

· Selective Funding

· Training in the workplace – most employers require trained staff

·  Increasing funds – utilising funds better to incorporate employees

· Nothing in skills vouchers for employers

· Inflexibility of employers

· Flexible delivery options

· Qualifications mean little without basics (personal skills, confidence)

· PPS, Safety met, mentoring

· Lack of vocational training

· Certificate ll not appropriate to what employers want – Certificate lll.

· Pressure to get outcomes – especially if training does not lead to employment

· <$$ for U12 UE

· JST – revisited at 12 months UE

· Business Model

· Need of JNM Vs Client

· Communication between providers 

· Inconsistent information given to clients

· Casual work not enough to getting skills

Question 2.
What could or should be changed and where are the opportunities?
Participants considered this question in terms of obstacles and solutions.
Obstacles

· Length of time of Courses (Speed of placement)

· Times and Dates of courses

· Cost

· Location of Courses, transport and Course times

· Limited restrictions on courses that attract outcomes

· Lack of Literacy

· Lack of RPL facilities

· Lack of relevant information for clients

· Clients lack of self-esteem and confidence. 

· Literacy, Language and Numeracy

· OH&S

· Transport

· Lack of Motivation to work

· Work preparation / sort skills

· Sense of security – Taking the Candidate out if the comfort zone. 

· Lack of Skill – major skills shortage

· Employer able to offer a sustainable 38hrs/week labour hire.

· Higher expectation

· Skills, knowledge and attitude

· Low self-esteem

· On the job training / lack of employers

· Attitude of Job-Seekers

· Time-frames for funding motivation

· Lack of knowledge from job-seekers in regards to job requirements

· Reliability of employees

· Feeling of “What’s the Catch”

· Workers more accountable

· Reluctance to deal with JNM

· Over regulation 

· Some Job-seekers may not be employable

· Funding limitations decrease service to Job-seekers

· Not enough incentive for short term employment

· Resources not easily accessible

· Educating Employers Re: PWD, Sp, MA, Y, CALD, ATSI

Solutions

· Early intervention, training, coaching, Mentoring, Health Services.

· Local Business Directories and Providers

· Eligibility to JSKA

· Flexibility of training courses

· Work skills vouchers / offered to all Job-seekers

· Work experience opportunities / Training Courses

· Education for Employer on where to access free/funded courses – Traineeships

· Centralised system for information on above

· Up to 12 Months – not enough incentive for Job Network to assist

· Training Gaps

·  Expertise lost

· Training is not always the answer

· Traineeships and apprenticeships make more attractive.

· Strong Employer Engagement and Understanding Essentials

· Adequate work preparation -> developing the soft skills

· Vocational Skills training -> hit the ground running

· Strong support from providers -> beyond transaction & into partnering

· Process support post-placement follow-up

· Employers being educated about what the Job-Network does, and what they can do for an employer

· Accredited training

· Increased marketing for work for the dole clients

· Increased use of private recruitment agencies

· Development of community directory

· Increased Networking

· Increase support from Providers

· Need for self-esteem and confidence building

· Review of Job-network model (limited pool of job-seekers to now place)

· Increased networking

· Transport

Workshop 2  -  The Road to 26 Weeks

Background

In the first workshop, we looked at filling the training gaps.  Would the ideal situation be to deliver the employer a “job ready” employee?  Is this realistic?  Can we help job seekers develop the skills to secure and retain a job? 

Participants were asked to consider the following question, taking into account:
· Personal behaviour

· Personal issues management

· Attitude change

· Cultural and language issues

· Qualification acceptance (eg recognition of overseas qualifications)

· On the job training and 

· Partnerships with industry.

Question.  How do we develop best practice programs to shape and deliver the right type of candidate?

· Lack of personal presentation
· Lack of self-confidence
· Interview skills and resume
· Effective assessment of Client barriers
· Changing attitudes
· Visit local employers
· Regular networking of key stakeholders
· Car-pooling
· Training Courses
· Soft skills
· Building relationships with local employers
· Job-Seeker – A realistic expectation of what’s involved and expected.
· Surveying successful people
· Communication
· Self-Esteem and confidence building

· Presentation skills

· Employer visits

· Excellent Resume stands out

· Proper Assessment

· Interpretation of Job correctly – Clear picture of what the job is

· Interview training

· Attitude, Passionate

· Post placement support

· Managing expectations

· Coping skills around rejection

· Be clear on recruitment process

· Having employers visit and interact with Job-seeker

· Child-care support and outside support network especially if children are in teenage year

· Bette Assessment – informal interview, skills test

· Ask employer about the selection process

· Outcome based on training

· Behavioural questioning

· Functional/ dexterity test

· PPS – survey clients, post-placement

· Think logically – skills in demand

· Work Preparation, motivation, morale

· Teamwork, Communication

· Presentation , Customer services

· Change in attitudes, perceptions, suspicions

· Video mock interview

· Disability model: someone to provide one-to-one assistance.
· Increase work experience
· Survey on what makes people stay
· Having knowledge of clients circumstances
· Don’t assume people have skills and knowledge
· What motivates the person
· Teach how to manage your own emotions, and how to get feedback and use it effectively.

· Identify Clients transferable skills

· Assess behaviours and interpersonal skills – match them to the workplace. 

· Skills Analysis – Strengths and Weaknesses, training needs
· Maintaining and considering individuality
· Knowledge of barriers to employment, and triggers to illness

· The more you know about each party – the better the decision making

· Collaborative – prospective employer and job-seeker – facilitate working together.

· Teach people what to ask and do when they start work, how to survive first weeks and fit in the team.

· Candidates will be motivated if they know what is needed

· There aren’t enough full-times jobs

· Motivation, drive, attitude, peer-pressure

· Effective assessment – test abilities and test desires

· Training to set goals. 

· Personal development skills

· Lifestyle change + job-seeker moving forward

· Support system for Employer and Employee

· Replicating positive outcomes in future – “what worked and what didn’t work”

· Personal presentation

· Knowing and understanding Job-seeker health issues and restrictions

· Attitude/Mindset

· JNM Employee/Employer expectations

· Keeping clients focussed on reality – lifestyle change

· Utilising wage incentives / subsidies to off-set initial training costs

· Support system for both employer/employee

· Understanding of workers rights and OHS within the workplace

· Preparing clients for the workplace

· Parents – separation anxiety

· Understanding that the position description is open to interpretation
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