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ABOUT SaCSA

Service and Creative Skills Australia (SaCSA) is an industry-owned, industry-led Jobs and Skills Council
(JSC), funded by the Department of Employment and Workplace Relations (DEWR). We offer workforce
planning, training product development, guidance and advocacy for the following industries:

Arts

Personal Services
Retail

Tourism
Hospitality.

Working within a tripartite approach, SaCSA is the critical link between industry stakeholders,

government and unions. We aim to provide a stronger, more strategic voice in ensuring that Australia’s

Vocation Education and Training (VET) sector delivers stronger outcomes for both employers and
employees.

As the leader in workforce development initiatives for our industries, SaCSA collaborates with industry
stakeholders to identify and articulate employment trends both now and into the future and develops

solutions that best serve those needs.
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Foreword from the CEO

It is with great pleasure that | present "Shaping Tomorrow", SaCSA’s Workforce Planning Report (WFPR)
2024 for the Tourism sector. As one of the recently formed Jobs and Skills Councils (JSCs), SaCSA aims to
use workforce and training insights to identify and provide solutions for industry-specific workforce
challenges that will aid us in shaping the workforce of tomorrow.

"Shaping Tomorrow" offers an overview of the Tourism sector’s unique workforce and identifies some of
the challenges our sector faces. It also delves into the challenges and opportunities within the Vocational
Education and Training (VET) sector and outlines our initial focus areas. Combined, these areas will drive
our efforts and stakeholder consultations in the near term and provide a strategic approach to managing
industry challenges.

This report, developed in consultation with our wide range of stakeholders, builds on SaCSA's expertise in
workforce planning and is a major advancement towards the issues facing the Tourism sector. Tourism
includes workers from a wide range of industries, including Accommodation and Food Services, Arts and
Recreation, Retail, Transport (including Aviation and Maritime transport), Rental, Hiring and Real Estate
Services, and Events.

Through collaboration with other JSAs, we aim to understand current, emerging and future workforce
challenges, including skills gaps and shortages. This collaboration will help us refine data collection and
analysis processes for better alignment of demand and supply of skilled labour within each sector of our
remit.

"Shaping Tomorrow" is intended to be a valuable tool for industry stakeholders, including employers,
businesses, industry peak bodies, unions and government agencies. It will inform the creation of policies
and proposals while encouraging further workforce planning, training product development, skills
development promotion and monitoring, and industry stewardship.

The 2024 WFPR is a testament to SaCSA's commitment to developing and empowering the workforce of
the Tourism sector in Australia both now and into the future to help facilitate a vibrant, dynamic and
sustainable Tourism sector, which is key to ensuring a strong national economy and a better future for all
Australians. Success will be achieved through ongoing and genuine tripartite collaboration with
engagement and action from industry and government.

| thank each and every stakeholder involved for taking their time and sharing their expertise to help us
shape this report.

Natalie Turmine

Chief Executive Officer
Service and Creative Skills Australia (SaCSA)
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Report structure

The WFPR begins with a joint Preface on the Tourism, Travel and Hospitality workforce — noting the
interconnections across these sectors and that they share the same training package.
The workforce challenges section draws on industry intelligence, research and data analysis to identify

key priorities. These include:

e Understanding the Tourism sector workforce as a whole: additional analysis is required to
understand the size, scale, scope and interconnections across the sector and beyond — in order
to better inform and prioritise strategies aimed at addressing skills and training issues in a
comprehensive manner.

e Tourism as a career: further work is required to promote careers and opportunities in the sector,
and to improve career pathways through training and education.

e Recognising regional challenges: recruitment and retention challenges are typically more acute in
regional and remote centres due to a lack of transport, housing availability or inadequate
physical or social infrastructure, such as childcare options for working parents.

e  Prioritising upskilling: employer engagement in formal VET training is low, and enrolments and
completions have declined over recent years. At the same time, key occupations in the Tourism
sector have high numbers of vacancies with demand for these types of roles expected to remain
high over the next five to ten years.

e Recognising current and emerging skills needs: shifts such as digitalisation, climate and
demographics are reshaping the skills needs in the Tourism sector. Workers adept at meeting
environmental and accessible tourism needs, and those who are and proficient in digital literacy
are becoming increasingly valuable.

The following sections step through the workforce insights and skill needs, training developments, and

workforce strategies and measures. This includes:

e Details of the sector at the occupational and training package levels, highlighting data and
evidence gaps, and Mapping of national as well as state and territory initiatives and how they link
back to the identified workforce issues.

The WFPR concludes with SaCSA’s current and planned stakeholder engagement efforts including how
they relate to our proposed priorities over the next 12 months, which include:
e Deepening our understanding and analysis of the sector as a whole and addressing evidence

gaps: engaging with stakeholders, data custodians and other relevant experts, including to
understand the impact of trends such digitalisation, climate and demographics; and coverage of
data for regional areas, and for disadvantaged cohorts.

e Deepening our occupational areas of focus (Tour Guides and Travel Consultants): this will include
further diagnosing the workforce challenges in this area with a view to developing evidence-
based responses and identifying data and evidence gaps.

e Reviewing the SIT — Tourism, Travel and Hospitality training package: to ensure it is up to date, as
well as engagement in other initiatives to address skills and training and career pathway needs
beyond the formal VET training package.

e Influencing key national projects such as the National Skills Agreement, the Australian
Universities Accord, the Migration Strategy and the follow-up from the Employment White Paper:
including presenting feedback from industry on current and emerging needs and gaps; as well as
engaging with Austrade as part of the THRIVE 2030 strategy next steps.

e |dentifying areas for collaboration: including with other JSCs and the THRIVE 2030 Strategy,
noting that workforce planning is ongoing, and priorities can evolve over time.

The WFPR is supported by Appendices on Data sources and occupational profiles, and Cross-cutting

national policies, Australian Government initiatives, and State and Territory initiatives.
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CHALLENGES FACING THE TOURISM, TRAVEL AND TOUR SERVICES
WORKFORCE

There are several cross-cutting and interrelated trends and challenges shaping the Tourism, Travel and
Tour Services workforce. SaCSA will continue to work closely with stakeholders to better understand these
issues and work on fit-for-purpose solutions within our remit and focus areas over time.

Shaping Tomorrow — Understanding the workforce as a whole

Additional analysis is required to understand the size, scale, scope and interconnections across the
sector and beyond — in order to better inform and prioritise strategies aimed at addressing skills
and training issues in a comprehensive manner.

The Australian Bureau of Statistics (ABS) does not have a dedicated Australian and New Zealand Standard
Industrial Classification (ANZSIC)?! industry code for the Tourism, Travel and Hospitality sector. Instead, the
sector comprises businesses across a wide range of industries as outlined in the Preface. Industry
consultation has highlighted the value of improving clarity about the scope of the Tourism sector and the
associated data in shaping and prioritising workforce strategies for the sector. This is especially the case at
the regional level where the availability of reliable data is limited.

In addition, the current Australian and New Zealand Standard Classification of Occupations (ANZSCO)?
occupation code framework (now under review) makes it challenging to map the tourism occupations
that relate to the sector. In the Tourism sector this is a particular issue given the SIT — Tourism, Travel and
Hospitality training package covers both Tourism and Hospitality training, with the majority of the
workforce mapped by SaCSA to Hospitality-related roles, in accordance with the ABS occupational
descriptions. The section Addressing Data and Evidence Gaps and Deepening our Analysis provides more

detail about these issues as well as the proposed way forward to help improve SaCSA’s understanding
and analysis of the sector.

While improvements to Tourism data is being explored, SaCSA will analyse available data in the context of
stakeholder insights gained through industry consultation to monitor trends and provide stakeholders
with additional clarity around emerging pressure points.

Shaping Tomorrow — Tourism as a career

Further work is required to understand and promote careers and opportunities in the sector, and to
improve career pathways through training and education.

The COVID-19 pandemic and related restrictions were highly disruptive for the sector, as evidenced for
example by the volatility in the number of job advertisements presented in the Jobs and Skills Australia
Internet Vacancy Index over the past four years and noted in the workforce insights and skill needs

section. Industry stakeholders have remarked how the large number of job losses in the sector during the
COVID-19 pandemic and related restrictions damaged the appeal of jobs in the sector. The impact is said
to have been particularly detrimental to the perception of job security and long-term career prospects
and career pathways across the sector.

! Australia and New Zealand Industry Classification
2 Australian and New Zealand Standard Classification of Occupations
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Within this context, Austrade has recently released a Visitor Economy Workforce and Skills Interim Action
Plan that captures work underway across the Australian Government, State and Territory governments, as
well as industry, to rebuild the workforce, with further work being considered to address the long-term

challenges in the visitor economy workforce, including covering career pathway issues.? This Plan notes
that:

e to build a more resilient workforce, there is an opportunity to raise the profile of what it means to
have a career in the visitor economy. Changing perceptions of careers and opportunities will
assist to create a more sustainable workforce pipeline.

e akey requirement for a world-class workforce is ensuring training and education are aligned to
industry requirements of the future, and having people with the right skills to address visitor
needs as they evolve. This requires relevant and accessible high-quality training — whether formal
training, apprenticeships, micro-credentials and/or work-based training.

e the mutual recognition of qualifications across jurisdictions will help retain qualified workers and
encourage labour mobility to address regional shortages.

Industry stakeholders have echoed the importance of career pathway programs and have stressed the
critical role of industry engagement in this process. Currently there are differing approaches to promoting
career pathways in each state and territory. In the absence of these programs, responsibility falls back on
industry to drive its own profile.

e Consultation with the states and territories has also reinforced the importance of employers
committing to, and participating in, programs. Stakeholders have highlighted a range of
demonstrated benefits from employer participation in the attraction, selection and placement of
candidates involved in training and employment pathway programs.

Shaping Tomorrow — Recognising regional challenges

Recruitment and retention challenges facing the sector are typically more acute in regional and remote
centres due to lack of transport, housing availability or inadequate physical or social infrastructure,
such as childcare options for working parents.

Consultation with state and territory government stakeholders suggests that businesses in regional and
remote areas prioritise the employment of locals, including First Nations communities, due to their
knowledge, expertise and cultural connection to the area. However, high levels of seasonal demand
beyond what the local labour force can meet often results in a reliance on overseas workers, especially
working holiday makers.*

In regional areas, overseas workers can play a vital role in meeting employment demands for unskilled
and semi-skilled jobs. Recruitment for these positions is often an ongoing proposition, with workers
typically willing to stay in a job for a few months before wanting to move on. Industry stakeholders have
noted that migration solutions such as regional labour agreements should be explored to examine if they
can better accommodate circumstances where employers have longer term work requirements. This will
require additional research and engagement by SaCSA and updates in our upcoming workforce planning.

3 Australian Trade and Investment Commission, Visitor Economy Workforce and Skills Interim Action Plan 2023-24, June 2023:
https://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/visitor-economy-workforce-and-skills-interim-action-plan-
2023-24.

4 Tourism Workforce Report, Australian Trade and Investment Commission, October 2023, https://www.tra.gov.au/en/economic-
analysis/tourism-workforce-report.



https://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/visitor-economy-workforce-and-skills-interim-action-plan-2023-24
https://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/visitor-economy-workforce-and-skills-interim-action-plan-2023-24
https://www.tra.gov.au/en/economic-analysis/tourism-workforce-report
https://www.tra.gov.au/en/economic-analysis/tourism-workforce-report
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The social environment and limited offerings in some areas are key challenges to attracting staff.> In some
regional areas, stakeholders report being unable to attract staff despite offering packages which include
housing, food and accommodation.

Industry stakeholders also pointed to the importance of First Nations workers in the sector, while
acknowledging difficulties engaging with some communities. Building trusted relationships between local
businesses and Indigenous communities can take a long time to develop, so Indigenous organisations can
be effective in helping to overcome these challenges. One example is the Real Job Program supported by
Indigenous Business Australia which helps participants to work in some of Australia’s most iconic tourism
and culturally rich locations including Nitmiluk, Kakadu and Uluru at the Ayres Rock Resort.®

Shaping Tomorrow — Prioritising upskilling

Employer engagement in formal VET training is low, and enrolments and completions have declined
over recent years. At the same time, key occupations in the Tourism sector have high numbers of
vacancies, with demand for these types of roles expected to remain high over the next five to ten
years.”

There has been a general decline in enrolments and completions across the Tourism-related training
package qualifications between 2017 and 2022.8 Enrolments have been concentrated in major cities,
despite reports of labour and skills shortfalls being more pronounced in regional areas. SaCSA will explore
this issue and potential causes, such as training programs not being as easily accessible to regional
tourism workforces, in our upcoming research and future workforce plans.

The drivers of the changes in enrolments across each of the occupations in the SIT — Hospitality, Travel
and Tourism training package are complex and need to be unpacked over time. This point extends to
occupations in other training packages related to the Tourism sector, such as Air Transport occupations on
the AVI — Aviation training package, and Outdoor Recreation occupations on the SIS — Sport, Fitness and
Recreation training package (Table 1).

The disruption caused by the COVID-19 pandemic, which interrupted ongoing training, generated
uncertainty about employment prospects in the sector, and saw many experienced workers (and would-
be managers) leave the sector, has added to workforce needs. Stakeholders have noted that the
substantial time and availability constraints, associated with not having sufficient staff due to labour
shortages, have resulted in employers increasingly using in house training to solve issues for the short
term. These employers have found it more practical to address training requirements through short-term
training solutions, informal training and on-the-job training within the business. Further, most tourism
operators are small businesses or sole operators.® Stakeholders have told us that in these businesses the
preference is for training to be short, sharp, affordable and flexible, covering much-needed skills such as
marketing, risk and safety, distribution and inventory.

Workforce projections suggest that employment demand across the sector is likely to continue to grow in
coming years as travel and overseas visitor arrivals further recover, and with projects such as the 2032
Brisbane Olympic Games. This outlook may result in ongoing challenges in key parts of the Tourism
workforce. For example, Tour and Adventure Guides and Travel Consultants are classified as being in

° Reimagining the Visitor Economy — Expert Panel Report — A report from the Hon Martin Ferguson AM, September 2021:
https://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/reimagining-the-visitor-economy-expert-panel-report.

5The Indigenous Land and Sea Corporation: Real Jobs Program - ILSC, 2023: https://www.ilsc.gov.au/what-we-do/real-jobs-program/.

7 Jobs and Skills Australia, Victoria University Employment Projections - May 2023 to May 2033 and Internet Vacancy Index, January 2024, 3-
month average data. Based on 4-digit occupations mapped to the SIT — Tourism, Travel and Hospitality training package according to NCVER.
8 NCVER VOCSTATS, Total VET students and courses (TVA).

° Tourism Research Australia advises that, in total, 95% of Australia’s tourism businesses had fewer than 20 employees in June 2022.
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national shortage, with jobs growth for Tourism and Travel Advisers projected to increase by a further 10
per cent in the next decade.

Stakeholder engagement highlights that many employers are mindful that they have not been connecting
with the VET sector for training but do see an opportunity to work and partner with providers to deliver

training and promote career pathways into the future. Prioritising flexibility within the VET sector to give
employers access to their staff when they most need them will further encourage these partnerships.

Shaping Tomorrow — Recognising current and emerging skills need's

Shifts such as digitalisation, climate and demographics are reshaping the skills needs in the
Tourism sector. Workers adept at meeting environmentally sustainable and accessibility needs, and
those who are proficient in digital literacy are becoming increasingly valuable.

Environmentally sustainable and accessible tourism are growing markets. Austrade’s Opportunities for the
Visitor Economy report of June 2021 outlines that by 2025, one in eight international trips will be taken by
a retiree aged 60 or above.1° Older travellers are looking for comfortable accommodation, easy transitions
through the “first and last mile” of transport, and attractions with plenty of information available.

In addition, Tourism Research Australia’s (TRA’s) National Visitor Survey shows that almost one fifth of
Australia’s domestic day and overnight trip spend comprise travel groups, including people with disability
or a long-term health condition. Eco-Tourism has also been growing in demand and tourists are becoming
increasingly aware of the environmental impact of travel and are demanding sustainable practices from
tourism operators.

Consumers’ travel decisions are also increasingly being influenced by technological advancements such as
online booking and automated chatbots. Online platforms and digital marketing play a crucial role in
tourist decision-making and booking travel arrangements!! and a significant percentage of international
tourists book their Australian trips using online travel agencies.'? Artificial Intelligence and Big Data
analytics are being used to personalise tourist experiences, optimise marketing campaigns and improve
destination management. This is reflected in the increasing use of Al chatbots to provide customer service
and offer personalised recommendations.

Many Tourism operators therefore require a convenient and reliable online presence to help them
capture their share of the market. Managing these formats has become an increasingly important skill set
within the Tourism sector. Small businesses may have limited capacity to adapt to disruptive technologies
and increased consumer expectations around issues such as online booking.!3

10 Australian Trade and Investment Commission, The Accessible Tourism Opportunity, December 2022:
https://www.austrade.gov.au/en/news-and-analysis/analysis/the-accessible-tourism-opportunity.

1 Statista, Share of online travel agency (OTA) gross bookings worldwide, 2017 to 2025:
https://www.statista.com/markets/493/topic/2586/online-travel-market/.

2Tourism Economics, The Economic Impact of Online Travel Agencies in APAC, 2019-2021: https://www.oxfordeconomics.com/wp-
content/uploads/2023/08/The-Economic-Impact-of-Online-Travel-Agencies-in-APAC-2019-2021 updated.pdf.

13 Australian Trade and Investment Commission, ‘THRIVE 2030 revised: The Re-Imagined Visitor Economy Strategy’, March 2023:
https://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/thrive-2030-revised-the-re-imagined-visitor-economy-

strategy.html.



https://www.austrade.gov.au/en/news-and-analysis/analysis/the-accessible-tourism-opportunity
https://www.statista.com/markets/493/topic/2586/online-travel-market/
https://www.oxfordeconomics.com/wp-content/uploads/2023/08/The-Economic-Impact-of-Online-Travel-Agencies-in-APAC-2019-2021_updated.pdf
https://www.oxfordeconomics.com/wp-content/uploads/2023/08/The-Economic-Impact-of-Online-Travel-Agencies-in-APAC-2019-2021_updated.pdf
https://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/thrive-2030-revised-the-re-imagined-visitor-economy-strategy.html
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WORKFORCE INSIGHTS AND SKILLS NEEDS

Identification of job roles and occupations

In line with the Preface, this WFPR and this section focuses on the Tourism, Travel and Tour Services-

related occupations have been mapped to the SaCSA based on the SIT — Tourism, Travel and Hospitality
training package in accordance with mapping outlined in training.gov.au and data from the National
Centre for Vocational Research (NCVER) at the ANZSCO classification, and consultation with stakeholders
(Table 2).

It should be noted that Hospitality-related occupations are covered in SaCSA’s Hospitality WFPR.
Occupations mapped to the SIT — Tourism, Travel and Hospitality training package include occupations
relating to both the Tourism and Hospitality WFPRs. SaCSA recognises the interconnections across
Tourism and Hospitality roles and that this training package covers both Tourism and Hospitality. This
points to the further need to address the interconnections and evidence gaps in this area from a whole of
workforce perspective.

Identifying and apportioning the occupations which belong to the Tourism sector was based on analysis of
the ANZSCO definition for each occupation and aligning each occupation under the respective SaCSA
sectors of Tourism or Hospitality. For example, the role of a Travel Consultant is categorised under the
Tourism sector, based on its primary focus on planning travel and accommodation, as outlined in the
ANZSCO description.

The occupations that have been deemed as predominantly Tourism are included in Table 2, with their
qualification, employment and market share attributes.

Overview of the occupations

The occupations mapped to the Tourism sector represent a diverse cohort. Data describing this diversity is
available from the 2021 Census. The COVID-19 related restrictions and border closures in place at the
time of the Census have resulted in characteristics for many occupations changing significantly since this
time. For example, full-time employment for occupations such as Tourism and Travel Advisers is likely to
have increased as demand for these services increased. Data in Table 2 summarising the occupations
mapped to the SIT Tourism, Travel and Hospitality training package shows that:

e The median age of workers ranges from 35 to 54 years across various occupations, compared
with around 42 years for the overall Australian labour force.

e The distribution of employment status varies across occupations, with a small weighting towards
full-time roles (51 per cent). Full-time employment sees a higher representation among
Conference and Event Organisers at 56 per cent. Conversely, part-time time employment sees the
highest representation (59 per cent) among Tourism and Travel Advisers.

e The sector is characterised by a range of working hours. Tour Guides typically work the least
hours at 20 to 29 per week, while Conference and Event Organisers work the most (35 to 39
hours), compared with around 38 hours for the overall Australian labour force.*

o Weekly incomes range from the lowest earnings reported by Tour Guides ($650 to $799)
and the highest by Conference and Event Organisers (51,250 to $1,499), compared with
$805 for the Australian workforce as a whole.*®

The full details of each occupation can be found in Table 2.

14 ABS Census Tablebuilder, 2021: https://www.abs.gov.au/statistics/microdata-tablebuilder/tablebuilder.
15 ABS Census Tablebuilder, 2021: https://www.abs.gov.au/statistics/microdata-tablebuilder/tablebuilder.
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Table 2: Tourism Sector Occupations Census Statistics

. Median Proportion | Proportion | Proportion | Proportion | Proportion
Ll Weekl Full-Time Part- Indigenous | Age <25 Age >55
ANZSCO Median Hours o TS U S &
ANZSCO X Income Time Workers
Title Age Worked Range
(Per Week) (Annual)
149311 Conference 36 35-39 $1,250- 56% 33% 1.4% 10.2% 9.1%
and Event hours $1,499
Organiser ($65,000-
$77,999)
451412 Tour Guide 44 20-29 $650-$799 | 32% 45% 6.2% 14.5% 29.1%
hours ($33,800-
$41,599)
4516 Tourism and | 43 30-34 $1,000- 47% 44% 1.1% 4.8% 20.9%
Travel hours $1,249
Advisers ($52,000-
$64,999)
451611 Tourist 46 20-29 $800-5999 | 39% 50% 3.1% 8.4% 28.8%
Information hours ($41,600-
Officer $51,999)
451612 Travel 43 30-34 $1,000- 48% 43% 0.7% 4.0% 19.6%
Consultant hours 51,249
(S52,000-
$64,999)

Source: ABS, 2021 Census of Population and Housing.

Looking at the individual occupations in greater detail, the 2021 ABS Census shows:'’

Tourist Information Officer:

e Labour force status: More Tourist Information Officers work part-time (50 per cent) than
full-time (39 per cent).

e Demographics and income: The median age for a Tourist Information Officer is 46 years
with typical working hours of 20-29 per week. 1.4 per cent of this occupation are
Indigenous. Median weekly earnings are $800-$999, corresponding to an annual income
of $41,600-551,999.

Tour Guide:

e Labour force status: More Tour Guides are employed part-time at 45 per cent, with 32 per
cent holding full-time positions.

e Demographics and income: The median age for Tour Guides is 44 years, with typical
working hours of 20-29 hours per week. 6.2 per cent of this occupation are Indigenous.
Median weekly earnings are between $650-$799, corresponding to an annual income of
$33,800-541,599.

Conference and Event Organiser:

e Labour force status: Most Conference and Event Organisers are in full-time employment at
56 per cent, compared to 33 per cent in part-time roles.

e Demographics and income: The median age is 36 years, with typical working hours of 35-
39 hours. 1.1 per cent of this occupation are Indigenous. Median weekly income is $1,250-
$1,499, corresponding to an annual income of $65,000-$77,999.

Tourism and Travel Advisers:

16 Using the definition of part-time employment provided by ABS, which likely includes casual workers as well.
https://www.abs.gov.au/statistics/detailed-methodology-information/concepts-sources-methods/labour-statistics-concepts-sources-and-
methods/2023/concepts-and-sources/employment-arrangements.

17 ABS Census Tablebuilder, 2021: https://www.abs.gov.au/statistics/microdata-tablebuilder/tablebuilder.
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e Labour force status: The majority of Tourism and Travel Advisers work full-time at 47 per
cent, with 44 per cent in part-time roles.

e Demographics and income: The median age is 43 years, with typical working hours of 30-
34 hours a week. 3.1 per cent of this occupation are Indigenous. Median weekly earnings
are $1,000-51,249, corresponding to an annual income of $52,000-564,999.

Travel Consultant:

e Labour force status: There are slightly more Travel Consultants working full-time at 48 per
cent, compared to 43 per cent in part-time employment.

Demographics and income: The median age for Travel Consultants is 43, with typical work
hours of 30-34 per week. 0.7 per cent of this occupation are Indigenous. Median weekly

income is between $1,000-51,249, corresponding to an annual income of $52,000-
$64,999.

Note Labour force status may not total 100 per cent due to “not stated” entries.

Indlicators of labour market demand

The Internet Vacancy Index (IVI) by Jobs and Skills Australia tracks the number of online job
advertisements for different occupations. While this is limited to advertised roles, it offers some insights
into the demand for labour in the sector. Based on the IVI, the Tourism occupations mapped to the SIT —
Tourism, Travel and Hospitality training package show a sharp decline in online job advertisements during

the COVID-19 period; however, there is a strong resurgence post-pandemic, which has plateaued more
recently as labour market conditions have eased (Figure 1).

Figure 1: Internet Vacancy Index for occupations mapped the Tourism sector
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Source: Jobs and Skills Australia, Internet Vacancy Index, January 2024, 3-month average data. This index is based on 4-digit occupations
mapped to the SIT — Tourism, Travel and Hospitality training package according to NCVER. Occupations include Conference and Event
Organisers, Gallery, Museum and Tour Guides and Tourism and Travel Advisers. Note disruptions to the data during the shaded COVID-19

period.
Figure 1 shows that the number of job vacancies for selected tourism occupations have eased since mid-
2022, when they were more than 50 per cent higher than pre-covid levels. This result suggests that the

severity of recruitment difficulties for some Tourism occupations may have eased over the past 18
months.



WORKFORCE PLANNING REPORT |

According to employment projections produced by Victoria University for Jobs and Skills Australia, both
five- and ten-year projections show that all Tourism sector roles at the 4-digit level rise over the next ten
years.

Conference and Event Organisers show the highest employment growth projections in percentage terms
of the occupations mapped to the Tourism sector (7 per cent for five years and 14 per cent for ten years)
(Figure 2).

Figure 2: Five- and ten-year projections for occupations mapped to the Tourism sector
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Source: Jobs and Skills Australia, Victoria University Employment Projections - May 2023 to May 2033. Based on 4-digit occupations
mapped to the SIT — Tourism, Travel and Hospitality training package according to NCVER. Occupations include Conference and Event
Organisers, Gallery, Museum and Tour Guides, Tourism and Travel Advisers.

Figure 2 shows that employment in selected Tourism occupations is expected to continue to grow over
the next five to ten years, implying a progressive recovery in international travel to Australia.

Skills shortages assessments

Of the occupations mapped to SaCSA in the SIT — Tourism, Travel and Hospitality Training Package related
to the Tourism sector, the Jobs and Skills Australia (JSA) 2023 Skills Priority List (SPL) shows that:

e Tour Guides and Travel Consultants were in National Shortage
e Conference and Event Organiser and Tourist Information Officer were not in Shortage.

While the latter two were not assessed as being in shortage at the national level in 2023, we have the
following shortages at the state and territory level:

e Conference and Event Organiser was in shortage in Western Australia, Tasmania and Northen
Territory

e Tourist Information Officer was in shortage in Victoria.

The Australian Apprenticeships Priority List (AAPL) published by the Department of Employment and
Workplace Relations, informed by JSA data, indicates that Tour Guides and Travel Consultants were
occupations for inclusion. This means that these occupations are eligible for government training
assistance/subsidies.

Evidence gaps and areas for development

Based on the research to date and stakeholder insights, there are a number of data and evidence gaps.

The industry mapping to JSCs has been done from a training product perspective, rather than the
traditional ABS ANZSIC industry mapping. This makes it possible to undertake workforce mapping relevant
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for each JSC at the 3-digit industry level. However, for the Tourism sector, the ANZSIC allocations do not
capture the intricate dynamics of the sector, which spans various economic activities, potentially
misrepresenting the analysis of its economic and workforce impact.

To overcome these limitations, SaCSA has consulted with key industry stakeholders who have provided
guidance in allocating industries not previously in scope.

Understanding the scale and composition of the sector will be critical to inform and prioritise future
workforce strategies.

Beyond this, the mapping of individual ANZSCO occupations has not been finalised for each JSC, and there
is not yet a finalised concordance between ANZSIC and ANZSCO by industry sectors and subsectors. This
makes it challenging at this stage to definitively map by occupations for JSCs, and to map each of the
industry sectors for SaCSA. For example, it is challenging across all JSCs to map generalist roles that span
across several industries, such as Clerks. SaCSA notes the work being undertaken by JSA in this regard and
will engage with JSA on this process. Additional work may also be needed to better identify the direct and
indirect contributions of the industries associated with the sector, including Other Administrative Services
which also includes Events management.

e In addition, the ANZSCO occupations framework is currently being updated by the ABS (for

example, to better capture emerging occupations in the digital space and emerging skills).

There is also a general caveat for Census data. Since the Census was conducted in August 2021, the data
reflects circumstances impacted by border closures, lockdown restrictions and social distancing
requirements. For instance, the size of the Tourism related workforce would have been recorded to be
smaller than it otherwise would have been.

To address these challenges, the occupational analysis in this Workforce Planning Report for the Tourism
sector is based on the SIT — Tourism, Travel and Hospitality Training Package (specifically Tourism-related
occupations) in accordance with mapping outlined in training.gov.au and data from the National Centre
for Vocational Research (NCVER) at the 6-digit ANZSCO classification.

This has allowed SaCSA to develop more detailed understanding of the Tourism sector and its
components.

e The limitation of this approach is that is does not capture related occupations, due to only a
single occupation being allocated to a qualification in training.gov.au.'®

e  Further, many of the data sources available (for example, the IVI or the five and ten-year
employment projections) provided by Victoria University for JSA are only available at an
aggregated level with respect to ANZSCO (in this case, 4-digit ANZSCO unit groups). This presents
issues when attempting to use this data for analysis of occupations at the 6-digit ANZSCO level, as
it is unknown if the occupation in question differs from its overall 4-digit unit group average.

In addition, there are a number of other data limitations affecting SaCSA and other JSCs. For example,
there is a lack of data by JSC for:

e disadvantaged groups such as First Nations, people with disability or identifying as LGBTIQ+
e individuals participating in the gig economy
e occupation and career pathway transitions over time for cohorts and across training packages.

It will be important to engage with stakeholders and the ABS to address these data gaps over time.

18 See, for example, specifically: https://training.gov.au/Training/Details/SIT30122.
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Addressing data and evidence gaps and deepening our analysis

Going forward, SaCSA will continue to engage with the custodians of national datasets to identify and
address these issues. This will likely take time, beyond the next 12 months.

e Regarding evidence gaps relating to First Nations communities, this could include engagement
with National Indigenous Australians Agency (NIAA) in collaboration with regional tourism bodies
and Indigenous groups such as the National Indigenous Training Academy (NITA), which runs a
specialised employment program and provides First Nations training and career pathways within
the Tourism sector.

Going forward, SaCSA will continue to engage with the custodians of national datasets to identify and aim
to address these issues. This includes continued engagement with the ABS on emerging occupations in
our sectors, including for the Hospitality sector. Aspects of the analysis will extend beyond the next 12
months — for example the ANZSCO review will not be complete until the end of 2024 — with changes to
data reporting and collection to begin after this date.

SaCSA will consider the use of surveys to create an evidence base to fill gaps in available data. For
example, surveys providing an evidence base about current perceptions of the sector would inform
strategies aimed at improving the attractiveness of Tourism related jobs. Surveys would be developed and
implemented in close consultation with industry and other stakeholders to promote respondent buy-in.
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TRAINING DEVELOPMENTS

Education profile for the sector

One part of SaCSA’s role in VET is to ensure that qualifications, skills sets and units of competency are fit
for industry and stakeholder purpose. In addition, SaCSA’s remit includes the role of training product
development, promotion, implementation, monitoring and stewardship.

Given the workforce trends and skills challenges, one area to examine is developments in the VET sector.
Table 3 presents the Tourism-related occupations of the SIT — Tourism, Travel and Hospitality training
package which SaCSA is responsible for, based on data from NCVER. It is important to note that this scope
only includes training and qualifications provided under the SIT training package and does not account for
training offered by other packages for the same occupations.

Table 3: Occupations covered by the SIT — Tourism, Travel and Hospitality training package
(Tourism-related)

. e 2022 2017 2022 2017
ANzSCo SNZSCOMItE CREEEED Enrolments Enrolments Completions Completions
Certificate lll, 2,891 5,761 981 1,657
Conference Dibloma &
149311 and Event P
Organiser Advanced
g Diploma
Certificate Il 189 406 72 217
451412 Tour Guide & Certificate
\%
Tourism and 3,594 5,766 1,789 2,945
4516 Travel Certificate Il
Advisers
Tourist . Certificate | - 2,704 4,553 700 1,522
451611 Information "
. Certificate IV
Officer
Certificate Il 1,736 10,080 265 3,981
Travel e
451612 & Certificate
Consultant "
Total 11,114 26,566 3,807 10,322

Source: NCVER VOCSTATS, Total VET students and courses (TVA), 2017 and 2022. 4516 Tourism and Travel Advisers represents a separate
course which could feasibly involve aspects of both 451611 Tourist Information Officer and 451612 Travel Consultant.

Overall, there has been a downward trend in VET total program enrolments and completions over time

for the Tourism sector. There were 11,114 enrolments in 2022, a decrease from 26,566 enrolments in

2017 or a decrease of 58 per cent; while completions in 2022 were 3,807, a decrease from 10,322 in 2017
or by 63 per cent, resulting in a greater decrease compared to enrolments.

The data in context

Stakeholder feedback indicates that formal training for Tourism-related occupations is often minimal, with
a strong reliance on in-house training methods, such as online courses and peer-led sessions. Despite the
availability of accredited training pathways, such as the Certificate Il in Tourism and the Certificate Ill in
Travel, industry feedback suggests that while formal training is highly valued, these qualifications have not
been fully utilised across the sector. Stakeholder feedback also indicates that traineeships are
underutilised as an employment and education pathway.*®

19 SaCSA stakeholder consultation with VERTO, 14 March 2024.
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In addition, a theme from industry stakeholders was that further skill sets and micro-credentials, which
are progressive, and which can provide a pathway into full qualifications during employment, should be
explored for both entry-level and existing worker industry skills development.

e This feedback is consistent with the THRIVE 2030 Strategy which notes that “Increase acceptance
across all states and territories of micro-credentialing as a recognised and valued form of training
and accreditation in visitor economy occupations, including for tour guides” 2° (noting the
responsibility for this sits with state and territory governments).

Tourism, Travel and Hospitality Training Package (SIT) (Tourism-related) enrolments and
completions by occupation

Enrolments by occupation
Looking at the individual occupations in the SIT — Travel, Tourism and Hospitality training package, there is

a general downward trend in program enrolments across the SIT VET programs. Enrolment figures
demonstrate varying levels of uptake across different occupations.

Enrolments for qualifications corresponding to Travel Consultant have the highest share of enrolments,
with enrolments having peaked in 2017, followed by a decline in following years. Enrolments for
qualifications corresponding to all other occupations fell significantly between 2017 and 2022 (Figure 3).
For more details on each occupation, please see Occupational Profiles.

Figure 3: Enrolments by occupation
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Source: NCVER VOCSTATS, Total VET students and courses (TVA), 2017 to 2022.

NCVER notes that COVID-19 was a key reason for the drop in enrolments across the VET sector between
2019 and 2020. 2! Unlike other training packages student enrolments did not recover from 2021. Ongoing
travel and event restrictions are likely to have negatively influenced the enrolment decisions for many
Tourism occupations more significantly and for a longer period (extending through to 2022
commencement data) than training for other sectors.

Completions by occupation
Completions for qualifications corresponding to Tourism and Travel Advisers make up the highest

proportion of completions in the SIT — Travel, Tourism and Hospitality training package. Completions for

20 Australian Trade and Investment Commission, Thrive 2030 revised: The Re-Imagined Visitor Economy Strategy, March 2023:
https://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/thrive-2030-revised-the-re-imagined-visitor-economy-
strategy.html.

2L NCVER, Impact of the COVID-19 pandemic on VET, May 2023: https://www.ncver.edu.au/research-and-statistics/publications/all-
publications/impact-of-the-covid-19-pandemic-on-vet.
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qualifications corresponding to all occupations in the training package fell significantly between 2017 and

2022 (Figure 4).

Figure 4: Completions by occupation
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Tourism, Travel and Hospitality Training Package (SIT) (Tourism-related) enrolments and

completions by provider type

There was a decline in enrolments and completions from 2017 to 2022 for provider categories (Figure 5).

e TAFE institutes saw a drop in enrolments of 59 per cent between 2017 and 2022, with

completions also falling by 63 per cent.

e Universities, though contributing less to Tourism sector education, experienced negligible change
in enrolments. However, completions declined by 66 per cent between 2017 and 2022.

e School-based contributions also deteriorated, decreasing by 49 per cent in enrolments and 38

per cent in completions.

e Private training providers, the largest contributor, also experienced a reduction in enrolments by
44 per cent and completions by 53 per cent between 2017 and 2022.

Figure 5: Enrolments and completions by provider type
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Apprenticeship and traineeships

Apprentices and trainees undertaking on-the-job training saw a 57 per cent decrease in contract
commencements and an 85 per cent drop in completions between 2018 and 2022 (Figure 6). This data
indicates that Apprenticeship and Traineeship commencement and completions have began to recover in
2022.

To understand the variations between commencements and completions data, there needs to be further
examination into the contributing factors, including on-the-job training, workplace training and delivery
methods both in metropolitan and regional areas (see Workforce strategies and measures section below).

Stakeholder feedback indicated that traineeships are underutilised as an employment and education
pathway.?? In addition, completions are impacted by the varied experiences and expectations of learners,
and employers understanding of their obligations around, employee support and wellbeing, and training
obligations linked to apprentices and/or trainees.?

Figure 6: Tourism sector Apprenticeship and Trainee contract commencements and completions
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Source: NCVER DataBuilder, Apprentices and trainees, 2018 to 2022
Developments by training package occupations

Analysing the overall characteristics of trainees across the individual Tourism-related occupations mapped
to the SIT — Tourism, Travel and Hospitality training package, based on the NCVER training data in this
Workforce Planning Report, see Appendix 1:

e Gender and diversity: The majority of trainees across occupations are female. However, the roles
of Conference and Event Organiser and Tourism and Travel Adviser have seen an increase in male
participation over the last five years. While the representation of Indigenous trainees has
generally been low across the board, a noteworthy rise has been observed in the number of
Indigenous trainees pursuing Tour Guide roles, increasing from 5 per cent to 13 per cent within
the same period. Additionally, there has been a notable increase in trainees with disabilities,

22 5aCSA stakeholder consultation with VERTO, 14 March 2024.
2 Skills South Australia Dept of Education, National Vocational Education and Training Completions, October 2023:
https://skills.sa.gov.au/national-vet-completions.
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particularly in positions such as Tourist Information Officer and Travel Consultant, indicating a
positive trend towards inclusivity and diversity within the sector.

e Geographical distribution: The geographic location of trainees is mixed. Trainees pursuing Travel
Consultant roles are mainly located in major cities, while Tourist Information Officer and
Conference and Event Organiser trainees, which were previously mainly located in major cities,
have become more geographically dispersed. Additionally, there has been a notable growth in
the number of trainees for Tour Guide and Conference and Event Organiser roles which are based
offshore, reflecting some of the exciting opportunities available in the sector.

Looking at the individual occupations in greater detail, the NCVER training data shows:2*

e Conference and Event Organiser: There has been a notable decline in both enrolments and
completions in training programs for Conference and Event Organiser (Certificate Ill, Diploma
& Advanced Diploma), with enrolments falling by 50 per cent and completions by 41 per cent
over the past five years.

o Gender and diversity: Trainee enrolments are predominantly female, with female
representation decreasing from 80 per cent in 2017 to 69 per cent in 2022. The
proportion of enrolments for Indigenous students and students with a disability has
remained steady over the past five years.

o Geographical distribution: The distribution of Conference and Event Organiser trainee

enrolments across regions shows a shift from major cities (decreasing from 56 per
cent to 34 per cent), inner regional (decreasing from 11 per cent to 7 per cent) and
outer regional areas (decreasing from 4 per cent to 3 per cent) to offshore (increasing
from 28 per cent to 56 per cent).

e Tour Guide: There has been a significant decrease in both enrolments and completions in
training programs for Tour Guides (Certificate Ill & Certificate V), with enrolments decreasing
by 53 per cent and completions by 67 per cent over the past five years.

o Gender and diversity: Trainee enrolments are mostly female, increasing from 56 per
cent in 2017 to 62 per cent in 2022. The proportion of Indigenous student enrolments
increased from 5 per cent to 13 per cent over the past five years.

o Geographical distribution: There has been a shift in enrolments from major cities and
inner and outer regional areas to offshore, with major city enrolments decreasing
from 34 per cent to 22 per cent, inner regional enrolments decreasing from 27 per
cent to 13 per cent, and regional enrolments decreasing from 23 per cent to 3 per
cent, while offshore enrolments increased from 11 per cent to 48 per cent. Remote
and very remote areas also both saw an increase from 2 per cent and 0 per cent
respectively to 6 per cent over the past five years.

e Tourism and Travel Adviser: There has been a notable decline in both enrolments and
completions in training programs for Tourism and Travel Advisers (Certificate Il), with
enrolments falling by 38 per cent and completions by 39 per cent over the past five years.

o Gender and diversity: The proportion of female enrolments has decreased slightly,
going from 69 per cent in 2017 to 63 per cent in 2022. The proportion of Indigenous
student enrolments has remained steady at 10 per cent over the past five years.

o Geographical distribution: Noting the increase in unknown responses, the majority of
trainee enrolments are located in major cities, which has decreased slightly from 56
per cent in 2017 to 51 per cent in 2022. Inner regional representation is also steady,
going from 18 per cent to 20 per cent over the past five years.

24 NCVER, VOCSTATS: https://vocstats.ncver.edu.au/.
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e Tourist Information Officer: Over the past five years, there has been a significant decrease in
enrolments by 41 per cent and completions by 54 per cent in training programs for Tourist
Information Officers (Certificate | to Certificate 1V).

o Gender and diversity: Trainee enrolments are predominantly female, holding steady
and going from 69 per cent to 68 per cent over the past five years. The proportion of
enrolments for students with a disability has also increased, from 5 per cent to 9 per
cent in the same timeframe.

o Geographical distribution: The majority of trainee enrolments are in major cities, with
a decrease from 60 per cent to 45 per cent over the past five years. Conversely, there
has been an increase in the proportion in inner regional, from 16 per cent to 21 per
cent, and outer regional areas, from 9 per cent to 14 per cent, over the past five years.

e Travel Consultant: There has been a significant decline in both enrolments and completions in
training programs for Travel Consultants (Certificate Il & Certificate 1V), with enrolments falling
by 83 per cent and completions by 93 per cent over the past five years.

o Gender and diversity: Trainee enrolments are predominantly female and steady, going
from 77 per cent to 75 per cent over the past five years. The proportion of enrolments
for students with a disability has increased, from 4 per cent to 7 per cent in the same
timeframe.

o Geographical distribution: The majority of trainee enrolments are in major cities, with
a slight decrease from 69 per cent to 63 per cent over the past five years. The
representation in inner regional areas has increased from 14 per cent to 22 per cent.

Note: Gender and diversity, and regional enrolment information may not add up to 100 per cent due to rounding and not known
entries.

Drivers of non-completions

The drivers of the changes in enrolments and completions across each of the occupations in the SIT —
Tourism, Travel and Hospitality training package are complex. They can reflect structural trends in
occupations and training, as well as policy developments. These will need to be explored, including with
stakeholders.

e NCVER indicates that in 2023 the key reasons for non-completion of the SIT — Tourism, Travel and
Hospitality training package was due to “changed jobs or started a new job” at 26 per cent
followed by “personal reasons” at 15 per cent (Figure 7).%°

%5 NCVER, custom data request for SaCSA, based on the 2023 NCVER Student Outcomes Survey (Based on students who completed VET
training in 2022), 2024: https://www.ncver.edu.au/research-and-statistics/student-outcomes-survey.
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Figure 7: Main reasons for discontinuing SIT — Tourism, Travel and Hospitality training package

Changed jobs or started a new job NN 26%
Personal reasons I 15%
Training no longer related to plans IEEEEEEE————————_— 10%
Completed all intended training IEEEEGG—G———_—_—_ 9%
Training was not as expected IIEEEG___——_—_ 7%
Started other training I——_—_ 7%
Problems with the work placement IEEE—————— 6%
Lost job |E——— 5%
Learnt the skills | needed for job IEEG—— 5%
Other I— 4%
Achieved training goals I— 4%

Training timetable was not flexible enough I— 4%

0% 5% 10% 15% 20% 25% 30%

Source: NCVER, VET Student outcomes 2023 (Based on students who completed VET training in 2022). Based on previous groupings of
main reason for non-completion from NCVER. 'Personal reasons' is attributable to problems with travel/transport, illness/health reasons,
family reasons, lack of time and/or moved. 'Other' is attributable to other reasons not shown and/or apprenticeship/traineeship
cancelled/discontinued. Note that errors for some of these responses can be quite high.

NCVER advises that it is not possible to further disaggregate the characteristics and details behind these
responses for the SIT — Tourism, Travel and Hospitality training package, due to small sample sizes and the

margin of error.

That said, the information on the characteristics of individuals who have discontinued VET training is
available at the aggregate level (across all training packages). Exploring these characteristics at an
aggregate level, however, can provide an insight into the type of cohorts discontinuing due to specific
reasons. The aggregate data from NCVER notes:2®

Discontinuation by age group

e For the 15 to 19 years age group, the primary reason for discontinuation was training-related, at
44 per cent, which would indicate that the training was not needed or not fit for purpose,
although an exact reason is not able to be attributed/disclosed by NCVER.

o Inthe 20 to 24 years age group, the most common reason was a change in their job situation, at
35 per cent, which could indicate a change of jobs was most predominant for this cohort in terms
of non-completions and that other issues such as VET fee structures may also be a factor.

e The 65 years and over age group mostly discontinued due to personal reasons, at 33 per cent,
which is unrelated to the training course and includes problems with travel/transport,
illness/health reasons and family reasons.

The drivers and reasons behind this non-completions data need to be explored further as additional
explanations are not identified in the survey responses to date. In addition, in 2023 the South Australian
Government led a national working group which investigated the factors impacting VET completions. The
report from this working group?’ made 17 recommendations linked to key factors that the report
identified as influencing a learner’s journey.

26 NCVER, DataBuilder, VET student outcomes, 2023 (Based on students who completed VET training in 2022):
https://www.ncver.edu.au/research-and-statistics/data/databuilder.
27 Skills South Australia (Skills SA), Department of Education, October 2023: https://skills.sa.gov.au/national-vet-completions.
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e These factors include learner wellbeing, information on career pathways, improved support for
learners and their employers, and improved training practice and quality. The report’s
recommendations are a useful guide and they will inform future SaCSA initiatives that aim to
improve completion rates in the Tourism sector.

e Industry feedback indicates that there is significant variability in completion rates between
cohorts of students. For example, where students are not having to invest their own finances into
training and education, or as stakeholder feedback explained that “students don’t have any skin
in the game”, they are more likely to drop out than students who are financially invested in the
training.

e Training providers highlight that learners enrolled in qualifications for which the individual is not
suited by employment service providers are far less likely to complete their course. Priority is
placed on processing enrolments and commencements as soon as possible to minimise dropouts.

Proposed next steps on training product development

Reviewing training products
The review and analysis of training products is important given the changing workforce trends in the

Tourism sector.

Stakeholders note that the SIT — Tourism, Travel and Hospitality training package includes broad-based
qualifications, intended to apply to a range of Tourism and Hospitality job roles across a wide spectrum of
industry subsectors. Stakeholders noted that while the Travel, Tourism and Hospitality training package
and subsequent qualifications were updated in 2021-22 with minor upgrades in 2022-23, there is a need
to examine the training products to ensure they are fit for industry and worker purpose. In addition, a
recurring theme from industry/employer stakeholders was that more on-the-job training should be
incorporated, and they would like to work more closely with the VET sector to see how industry and VET
can work together.

Based on this feedback and the training data in this Workforce Planning Report, SaCSA will look at
reviewing and analysing qualifications, skill sets and units of competency for industry currency after the
upcoming desktop audit, which is to ensure that superseded and deleted units of competency (where
appropriate and necessary) are brought up to date on training.gov.au.

e This will include mapping all existing qualifications against the Qualification Development Quality
Principles with a view to simplifying and rationalising qualifications where appropriate, as well as
reviewing Low/No-use qualifications to assist in identifying where qualifications can be
consolidated, deleted or new solutions developed.

e This could, over time, include issues such as the mutual recognition of qualifications, and
contributing towards informing the National Skills Passport as part of implementing the
Employment White Paper.

Engagement in other initiatives to address skills and training needs
In addition to the formal training and education within SaCSA’s remit, there will be continued

engagement with stakeholders to identify opportunities for other training strategies that may be useful in
the current workplace and future workforce. As noted in this Workforce Planning Report, there are a
range of Australian Government and all state and territory government measures and strategies that
could help address the skills and labour challenges in the Tourism sector. Feedback to date from
stakeholders indicated that:
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e Programs and initiatives are reliant on industry involvement and engagement to ensure that people
who complete them have an understanding of the career opportunities that the industry offers, and
the mix of skills, experience and attributes that industry requires.?8

e  Access to career pathway information (ideally from Year 9) is critical to inform students about career
opportunities.??

e Traineeships are underutilised as an employment and education pathway.3°

o Employers, especially SMEs and small businesses need help to navigate to and connect with VET
programs and initiatives.3!

e Industry peak bodies and employers would like to see broader career pathways and transferrable
skills promoted; for example, many travel consultants go on to own their own travel businesses.

e The sector is very supportive of mentoring programs; however, it is industry that creates them and it
has limited resources.

SaCSA’s discussions with the states and territories have also reinforced the critical need for Tourism
employers to commit to and participate in programs where there are demonstrated benefits of employer
participation in the attraction, selection and placement of candidates involved in training and

employment pathway programs.3?

e Acritical area for stronger industry engagement is career pathway programs. Currently there is a
varied approach to career pathways adopted by each state and territory. In the absence of these
programs, responsibility falls back to industry to drive its own profile.

e Successful career pathway models (for example the Regional Industry Education Partnerships
(RIEP) in NSW and the Beacon Foundation Program in Tasmania) actively target industry
engagement, with resulting clarity for students around career options and opportunities for work

placement.

In addition, Austrade's Visitor Economy Workforce and Skills Interim Action Plan captures work underway
across the Australian Government, state and territory governments, as well as industry, to rebuild the
Tourism and Hospitality workforce. The Action Plan also includes the consideration of further work on the
long-term challenges in the Visitor Economy workforce.?? This plan highlights that :

o Akey requirement for a world-class workforce is ensuring training and education are aligned to
industry requirements of the future, and having people with the right skills to address visitor
needs as they evolve. This requires relevant and accessible high-quality training — whether formal
training, apprenticeships, microcredentials and/or work-based training.

e To build a more resilient workforce, there is an opportunity to raise the profile of what it means
to have a career in the Visitor Economy. Changing perceptions of careers and opportunities will
assist to create a more sustainable workforce pipeline. To this end, Austrade’s Choose Tourism
Program, which is delivered in partnership with the states and territories, funds a range of
different activities, including encouraging young people to take up training in a tourism career.
Accommodation Australia is also developing a national online employment platform for the
Visitor Economy. The platform will allow employers, existing and prospective workers, students

28 5aCSA stakeholder consultation with NSW Department of Education, 1 March 2024.

29 SaCSA stakeholder consultation with Career Industry Council of Australia, 14 February 2024.

3 SaCSA stakeholder consultation with VERTO, 14 March 2024.

31 5aCSA stakeholder consultation with Queensland Department of Employment Small Business and Training, 7 March 2024.

32 NSW Department of Education, Continuing Apprentices Placement Service (CAPS), July 2023: https://education.nsw.gov.au/skills-
nsw/apprentices-and-trainees/support-with-your-apprenticeship-or-traineeship/continuing-apprentices-trainees-placement-service-caps.
33 Australian Trade and Investment Commission, Visitor Economy Workforce and Skills Interim Action Plan 2023-24, June 2023:
https://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/visitor-economy-workforce-and-skills-interim-action-plan-
2023-24. .
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and international visitors to connect to education, employment and other vital career
information.34

SaCSA will also work with Austrade and our stakeholders to focus on the long-term challenges in Visitor
Economy workforce and training.

Addressing evidence gaps and areas for development in training data

Similar to the evidence gap with respect to aggregation of ANZSCO, advice from NCVER indicates that a
given course or training program can be mapped to an aggregated level of ANZSCO, such as a unit or
minor group, which includes several occupations within it. This makes it difficult to determine training
levels for individual occupations in some cases.

NCVER shows this by giving the ANZSCO 4-digit or 3-digit code and then filling out the code with zeros
until it is six digits long. For example, the code 451600 Tourism and Travel Advisers should be treated as
4516 Tourism and Travel Advisers, which implies the inclusion of 451611 Tourist Information Officer and
451612 Travel Consultant.

NCVER notes that for the VET sector as a whole, almost all training providers interviewed reported that
they had experienced declines in student completions during the COVID-19 period between 2019 and
2021. According to some of the training providers SaCSA interviewed, many students, in the face of
financial stress, new caring commitments, difficulties accessing online course work, or an inability to
complete mandatory work placements, simply gave up and decided to enter alternative employment
instead. Some training providers reported that delays in completion were even more pronounced in 2022
due to the impact of newer, more infectious, COVID-19 variants, leading to higher levels of infection in
staff, students and the community, causing frequent disturbances to work arrangements.3®

Currently, there is a data lag linking enrolments and completions across the VET landscape. This creates
challenges when connecting the drivers for non-completions with industry trends and future workforce
planning. Additionally, the way non-completions are defined and recorded affects this data, particularly
when apprentices or trainees move between employers or change their traineeship/apprenticeship.

There is no definitive source for detailed reasons behind non-completion of training and apprenticeships.
Such information is vital to deploying effective strategies to improve completion rates. This challenge is
compounded by the complexity of drivers behind VET completions or non-completions. Unpacking these
drivers is hindered by limited data mapping and the tendency to analyse issues specific to certain training
package areas rather than addressing the VET sector.

Moreover, there is a lack of timely data on career pathways and cohorts. Stakeholders have indicated that
non-completion can be recorded when students change employment, potentially underestimating actual
completion rates. This issue is also hampered by limited data mapping and analysis of specific issues
within training package areas rather than the sector overall. SaCSA notes that this is a priority for Skills
Ministers.

Further analysis is needed into the drivers of changes in enrolments and completions across various
occupations and training packages, in collaboration with NCVER and other experts such as training
providers.

Going forward, SaCSA will continue to engage with NCVER and training providers to understand the
drivers of VET enrolments and completions, contributing insights from our stakeholders to this effort.

34 Funded by a $10m grant from Austrade.
35 NCVER, Impact of the COVID-19 pandemic on VET, May 2023: https://www.ncver.edu.au/research-and-statistics/publications/all-
publications/impact-of-the-covid-19-pandemic-on-vet.
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Occupational areas of focus

Looking at the updated workforce data evidence base —in particular the occupations, training and skills
needs — there are two emerging areas of focus to explore further.

e Tour Guides and Travel Consultants: Both occupations are in national shortage and there is
limited formal training (compared with their workforce size). Additionally, both enrolments and
completions for training have declined over time.

Tour Guides in focus

Tour Guides and related gallery and museum guides direct and guide visitors in galleries and
museums, and escort visitors on sightseeing, educational and other tours.

Obtaining a Certificate Ill or IV in Guiding equips individuals to undertake required tasks and duties
as a Tour Guide.

e According to the 2021* Census, Tour Guides have a median age of 44, work mainly part-
time between 20 and 39 hours per week.

e Interms of supply, the JSA 2023 Skills Priority List indicates that Tour Guides are currently
listed as an occupation in national shortage. The shortage driver at the ANZSCO group
level is a short training gap, suggesting the need to increase the number of available
skilled workers, with shorter time lags involved in the training process. Remoteness of
work also plays a role (e.g. shortages in regional/remote areas) according to stakeholder
feedback.

e The demand for Tour Guides, as indicated by the JSA Internet Vacancy Index, has generally
been low, based on online job advertisements. However, there was a significant decrease
during the COVID-19 pandemic, followed by a strong recovery that reached historical highs
and has been sustained.

e The marked growth indicates heightened demand in the sector, reflective of renewed
consumer confidence, lifted travel restrictions, and a rise in travel and tourism activities.

¢ Inline with the rise in demand, employment projections produced by Victoria University
for JSA indicate employment of Tour Guides and related gallery and museum guides is
expected to grow by 600 persons or 10.0 per cent in the ten years to 2033.

e Interms of training, the number of trainees is low compared to the workforce size.
Students enrolling in qualifications with a pathway to become a Tour Guide have
decreased by 53 per cent between 2017 and 2022, with completions also decreasing by 67
per cent over the same period.

e Stakeholders have noted, Tour Guides in the workforce may often have minimal formal
training due to the practical nature of the role, which emphasises on-the-job experience
and soft skills over formal educational credentials.

e In 2022, characteristics of students enrolling were predominantly female, at 62 per cent,
and 22 per cent lived in major cities and a significant 48 per cent were offshore (noting
over 20,000 international VET students at offshore locations across all VET courses in
202236).

Travel Consultants in focus

Travel Consultants and related advisers plan travel, accommodation and associated arrangements
for clients, and make travel bookings.

36 Department of Education, International Education Data and Research, 2024: https://www.education.gov.au/international-education-
data-and-research/offshore-delivery-australian-vocational-education-and-training-vet-courses.
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Obtaining a Certificate Il in Travel or a Certificate IV in Travel and Tourism equips individuals to
undertake required tasks and duties as a Travel Consultant.

e According to the 2021 Census*, Travel Consultants have a median age of 43, work mainly
full-time between 30 and 34 hours per week.

e Interms of supply, the JSA 2023 Skills Priority List indicates that Travel Consultants are
currently listed as an occupation in national shortage. The shortage driver at the ANZSCO
group level is a short training gap, suggesting the need to increase the number of available
skilled workers, with shorter time lags involved/shorter time needed to complete the
training process.

e The demand for Travel Consultants and related advisers, as indicated by the JSA Internet
Vacancy Index, has been generally low in terms of online job advertisements. This demand
experienced a significant decrease during the COVID-19 pandemic and was more
prolonged than other occupations. Post-pandemic, there was a quick recovery in job
advertisements, reaching historical peaks. Currently, the demand has stabilised and has
returned to levels similar to those before COVID-19.

e Inline with the rise in demand, employment projections produced by Victoria University
for JSA indicate employment of Travel Consultants and related advisers is expected to grow
by 1,500 persons or 10.0 per cent in the ten years to 2033.

e Since the pandemic there has been a greater impact of digitalisation for Travel
Consultants, with the increased focus on online services and digital literacy skills. This shift
may possibly point to reviewing training packages to adapt new competencies related to
digital skills. In addition, other issues may need to be explored according to stakeholders,
including ensuring that training is meeting the needs of corporate travel employers.

e Stakeholders in the Australian Travel Industry Association member survey noted the main
reason for shortages was that applicants lacked experience or technical specific skills
needed for the job. 48 per cent of them reported there were not enough applications.

e Interms of training, the number of trainees is low compared to the workforce size.
Students enrolling in qualifications with a pathway to become a Travel Consultant have
decreased by 83 per cent between 2017 and 2022, with completions also decreasing by 93
per cent over the same period.

e In 2022, students enrolling were predominantly female, at 75 per cent, and 63 per cent
lived in major cities, followed by inner regional areas, at 22 per cent.

*The COVID restrictions and border closures in place at the time of the Census have resulted in working hours being artificially low for Tour
Guides and Travel Consultants.

Deepening our occupational areas of focus
SaCSA will explore the issues affecting these occupational areas of focus over the next 12 months.

e This will include further diagnosing the issues with a view to developing evidence-based
responses and identifying data and evidence gaps in these areas. It will also include
understanding the training and skills needs for these areas of focus and how best to address
them over time (e.g. formal VET training and other training options). Other areas of focus could
be added over time.

e For example, Tour Guides and Travel Consultants are classified as being in National Shortage, with
jobs growth for Tourism and Travel Advisers projected to increase by a further 10 per cent over
the next ten years. These issues will need to be explored further to improve our understanding,
in collaboration with stakeholders such as training providers and industry, to inform any
implications for training product development.
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WORKFORCE STRATEGIES AND MEASURES

Given the workforce skills and training needs facing the Tourism sector and the importance of the sector
to Australia’s workforce and economy, there are a range of strategies and measures that have been put in
place at the national and state and territory level. Key strategies and measures are outlined below, along
with the implications for SaCSA. Some of these strategies and measures are cross-cutting and some are
sector-specific.

Cross-cutting National workforce strategies and measures

The implications of the National Skills Agreement (NSA),3” the Australian Universities Accord, 38 the
Migration Strategy,3® and the Employment White Paper*° for the Tourism sector have also been
considered. These key national projects will influence priorities, funding and operational mechanisms for
the Australian Government, all JSCs, and all of the states and territories.

e Appendix 2 outlines more detailed information on the cross-cutting national policies and their
implications for SaCSA and a summary follows.

Table 4 provides a mapping of these national workforce strategies and measures and how they relate to
SaCSA.

Table 4: National workforce strategies and measures

Initiative (and Who / | Key Objectives Link to SaSCA Priorities
When)
National Skills Ensure that the VET system provides Many of the challenges faced by SaCSA’s industry sectors apply across
Agreement high-quality, responsive, and accessible | all sectors. Specifically, the commitments to
education and training to boost
Lead: DEWR productivity, deliver national priorities . improved VET evidence and data - help inform trends, priorities

. . and areas of concern across all sectors
and support Australians to obtain the

. improved VET completions (and improved enrolments) — focus
on students facing barriers and those under-represented in the

When: Commenced
on 1January 2024
and ongoing over five | o

skills and capabilities they need to obtain

well-paid, secure jobs.*
. workforce
The Agreement commits all states

. address the impacts of digitalisation in the workforce — provide

years and territories to a number of

policy priorities, including, gender an avenue for SaCSA to analyse training from this lens for our
equality ensuri;g Australi’a's sectors that have traditionally been people-centric.

digital and technology capability, The sectors that SaCSA represents (including Tourism) have faced

and delivering reforms to improve
the regulation of VET qualifications
and quality.

In line with this, in February 2023
Skills Ministers also endorsed the
National VET Completion Project
to improve VET completions, and
noted the need for a collaborative
data analysis approach between
NCVER, Jobs and Skills Australia,

challenges related to low or declining completion rates. It is therefore
important to deepen understanding on the drivers in this area,
including for the Tourism sector. SaCSA has an opportunity to better
understand these services and strategies and to engage with Tourism
sector employers so that they are aware of the support available to
them.

37 Department of Employment and Workplace Relations, National Skills Agreement, January 2024: https://www.dewr.gov.au/skills-
reform/national-skills-agreement.

38 Department of Education, Australian Universities Accord Final Report Document, December 2023:
https://www.education.gov.au/australian-universities-accord/resources/final-report.

39 Department of Home Affairs, Migration Strategy, December 2023: https://immi.homeaffairs.gov.au/programs-subsite/migration-
strategy/Documents/migration-strategy.pdf.

40 Treasury, Working Future — The Australian Government’s White Paper on Jobs and Opportunities, September 2023:
https://treasury.gov.au/sites/default/files/2023-10/p2023-447996-working-future.pdf.

41 Department of Employment and Workplace Relations, National Skills Agreement, January 2024: https://www.dewr.gov.au/skills-
reform/national-skills-agreement.
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and governments, to improve data
collection and outcomes reporting.

Australian
Universities Accord*

Lead: Education

When: Accord
published in
December 2023 and
various targets set for
five years (2035), and
beyond (2050)

To drive lasting and transformative
reform in Australia’s higher education
system.

The Accord Final Report — December
2023 makes a strong case for greater
complementarity between the VET and
higher education sectors, stating that “all
parts of Australia’s education system
need to work together to meet
Australia’s future skill challenges”. The
Final Report’s recommendation also
emphasises collaboration with JSCs.

Given the focus of the Accord, there is an opportunity for SaCSA to
actively collaborate with VET and higher education providers to
explore and assess initiatives that align with the Accord’s targets, and
which may serve the interest of the SaCSA sectors as best practice
models for students seeking to transition between VET and higher
education.

Migration Strategy

Lead: Home Affairs

When: Review*
published in April
2023 and strategy
released in December
20234

The Migration Strategy refers to an
evidence-based approach to targeting
skilled migration to workforce needs, to
ensure that migration complements the
domestic skills and training system.

The Migration Review noted that the
migration system is not fit for purpose
and pointed to the need for a tripartite
approach, involving perspectives from
industry (including JSCs) in meeting
labour market gaps and delivering fair
and efficient outcomes. In response, the
final Migration Strategy was released in
December 2023, which aims to address
skills shortages, including by:

. meeting labour market gaps and
delivering fair and efficient
outcomes

. addressing skills shortages

. allowing for worker movements
across industries and clear
pathways to permanent residence

. driving innovation and job creation.

SaCSA will assess the contribution of migration to the workforce and
training in future workforce planning.

SaCSA will continue to collaborate with employers, unions, the
Department of Home Affairs and JSA during the implementation of
the Migration Strategy and on migration-related issues.

. This includes presenting data and feedback from industry on
current and emerging skills needs and gaps across our sectors,
including Tourism. For example, we will share stakeholder
insights about the impact of visa changes, such as changes to
the Working Holiday Maker settings, the new Skills in Demand
Visa and visa pathways linked to the new Core Skills Occupation
List identified by JSA.

Employment White
Paper

Lead: Treasury

When: Commenced
September 2022 and
released in
September 2023

The Employment White Paper® calls for

a more collaborative tertiary education

and training approach and is described

as essential for creating the right skills

mix and building the future workforce.

There are five main aims set out in the

Paper:

. Deliver sustained and inclusive full
employment

. Promote job security and strong,
sustainable wage growth

. Reignite productivity growth

. Fill skills needs and build our future
workforce.

SaCSA notes that the Employment White Paper process has
concluded but there are follow-ups that are relevant to JSCs,
including in relation to engaging with JSA. Some aspects SaCSA can
contribute are:

. contributing industry insights and analysis on current and
emerging workforce skills and training needs across our
industry sectors

. collaborating to identify workforce and training data and
evidence gaps and ways to address them over time, including in
the VET system.

42 Department of Education, Australian Universities Accord, https://www.education.gov.au/australian-universities-accord.
43 Department of Home Affairs, Review of the Migration System, March 2023: https://www.homeaffairs.gov.au/reports-and-
pubs/files/review-migration-system-final-report.pdf.

4 Department of Home Affairs, Migration Strategy, December 2023: https://immi.homeaffairs.gov.au/programs-subsite/migration-
strategy/Documents/migration-strategy.pdf.

% Treasury, Working Future — The Australian Government’s White Paper on Jobs and Opportunities, September 2023:
https://treasury.gov.au/sites/default/files/2023-10/p2023-447996-working-future.pdf.
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. Overcome barriers to employment
and broaden opportunity.

The vehicles by which these aims are to

be delivered are JSA in collaboration

with JSCs (including SaCSA) and

stakeholders, forming a tripartite

arrangement.

Tourism-related Government workforce strategies

THRIVE 2030: The Re-Imagined Visitor Economy Strategy®® is Australia’s national strategy for the long-
term sustainable growth of the visitor economy. Led by Austrade, THRIVE 2030 identifies seven priorities
that industry and governments will work on together to deliver its vision (Box 1).

Box 1: THRIVE 2030 priorities*’
The THRIVE 2030 strategy identifies 7 priorities that align with the strategy’s vision elements of
collaborating, modernising and diversifying.

Collaborate
1. Deliver success through comprehensive collaboration
2. Improve data and insights
Modernise
3. Grow a secure and resilient workforce
4, Embrace leading-edge business practices
5. Enhance visitor infrastructure
Diversify
6. Build markets and attract visitors
7. Grow unique and high-quality products, including Aboriginal and Torres Strait Islander

experiences

On workforce issues, and in line with the challenges identified in this Workforce Planning Report, THRIVE
2030 notes that workforce shortages are a particular challenge after the dramatic job losses caused by the
COVID-19 pandemic, and these losses were exacerbated by the short-term absence of permanent and
temporary migrant workers, who had been an important supplement to the visitor economy workforce.

e [t points to ways to address these challenges, including exploring strategies with people who are
underrepresented in the workforce, reviewing visa settings, and longer-term options, such as
enhancing the reputation of the visitor economy as a career of choice (which includes employers
being competitive, with good working conditions, training and career opportunities).

Under THRIVE 2030, Austrade has released the Visitor Economy Workforce and Skills Interim Action Plan
that captures work underway across the Australian Government, State and Territory governments, as well
as industry, to rebuild the Tourism and Hospitality workforce, with further work being considered on the
long-term challenges in the Visitor Economy workforce.*® This plan notes that:

46 Australian Trade and Investment Commission, ‘THRIVE 2030 revised: The Re-Imagined Visitor Economy Strategy’, March 2023:
https://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/thrive-2030-revised-the-re-imagined-visitor-economy-
strategy.html.

47 Australian Trade and Investment Commission, ‘THRIVE 2030 revised: The Re-Imagined Visitor Economy Strategy’, March 2023:
https://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/thrive-2030-revised-the-re-imagined-visitor-economy-
strategy.html.

48 Australian Trade and Investment Commission, Visitor Economy Workforce and Skills Interim Action Plan 2023-24, June 2023:
https://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/visitor-economy-workforce-and-skills-interim-action-plan-
2023-24.
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e akey requirement for a world-class workforce is ensuring training and education are aligned to
industry requirements of the future, and having people with the right skills to address visitor
needs as they evolve. This requires relevant and accessible high-quality training — whether formal
training, apprenticeships, micro-credentials and/or work-based training.

e to build a more resilient workforce, there is an opportunity to raise the profile of what it means to
have a career in the Visitor Economy. Changing perceptions of careers and opportunities will
assist to create a more sustainable workforce pipeline. To this end, Austrade’s Choose Tourism
Program, an Austrade funded measure, is currently being delivered through states and territories
to encourage under-represented cohorts to choose careers in tourism.

SaCSA has identified key priorities and activities that it will undertake, that align with the THRIVE 2030
strategy. The activities, for example, relate to THRIVE 2030 priorities 2 (on improving data and insights)
and 3 (on growing a strong and resilient workforce). As part of this, SaCSA can collaborate with Austrade
and other stakeholders to:

e Explore the drivers of shortages in key occupations in the sector. This will include defining the
issues in the occupations, understanding the drivers of the shortages, and working towards
practical solutions with implications for training product development and workforce settings.

o  Explore improved connections between industry and school students through a structured
industry approach to existing work experience programs. This will involve research into the
existing programs, with a view to developing a pilot to trial closer collaboration between schools
and industry.

e Researching tourism management and digital literacy skills gaps to inform potential activities to
support tourism operators to increase their capability. This will include industry consultation and
research to understand the nature of barriers for employers in accessing existing training
solutions available, and consideration what future activity may be required to support the
industry.

Further, SaCSA will engage with Austrade on the Visitor Economy Workforce and Skills Interim Action Plan,
focusing on the long-term challenges in Visitor Economy workforce and training.

SaCSA has also met with representatives from the Australian Government and all state and territory
governments to capture and map information on current and proposed skills programs and initiatives that
could help address the skills and labour challenges in the Tourism sector.

e Appendix 3 outlines information on Australian Government programs and initiatives relevant to
the Tourism sector (including THRIVE 2030) and Appendix 4 outlines relevant state and territory
programs and initiatives.

The mapping identifies that some of these programs and initiatives are specifically targeted to the
Tourism sector and others are sector agnostic. That is, their key elements make them suitable to adopt
across all sectors.

e The collected information indicates that the focus of the Australian Government’s programs and
initiatives is supporting employment. The programs offer a mix of support for individuals and/or
employers and can be accessed directly. For example, a Tourism employer may secure a new
recruit via the Transition to Work or Launch into Work programs and then progress that person
into a Traineeship.

e With the exception of the THRIVE 2030 Strategy and the Employer Liaison Officers (ELOs), the
Australian Government’s programs are not actively promoted and their primary source of
referrals is from Workforce Australia providers. However, there are demonstrated benefits from
incorporating the Australian Government’s programs as elements of broader industry-specific
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and/or regional strategies (potentially linked to state-funded prevocational training) resulting
from collaborations with either state industry advisory services (refer Appendix 4).

In addition, there are other initiatives to be looked at, such as the First Nations Tourism Mentoring
Program supported by National Indigenous Australians Agency, which us designed to support First
Nations businesses and stimulate growth in the First Nations Tourism sector.*® These opportunities will
need to be analysed further in consultation with stakeholders.

In terms of the states and territories, stakeholders noted:

o All of the states and territories manage a combination of user choice funding, which supports
delivery of Apprenticeships and Traineeships (including School-Based Apprenticeships and
Traineeships), “base” funding amounts for TAFE operations, and contestable funding for all
registered training organisations (RTOs) including TAFE. This funding is typically a combination of
Australian Government funding and funding from the individual state or territory. Each state and
territory determines the allocation of this funding relative to commitments to match funding
under the NSA, and their identified skills priorities.

e The majority of the states and territories offer field-based employer/industry advisory services
(Queensland, New South Wales, South Australia and the Northern Territory) or have specific
strategies that support industry engagement (Tasmania and Western Australia).

e Discussions with the states and territories have also reinforced the critical need for Tourism
sector employers to commit to and participate in programs where there is employer participation
in the attraction, selection and placement of candidates involved in training and employment
pathway programs.* Stakeholders noted that programs and initiatives are reliant on industry
involvement and engagement to ensure that people who complete them have an understanding
of the career opportunities that the industry offers, and have the mix of skills, experience and
attributes that industry requires.>!

e Stakeholders also noted there is a need to better understand career pathways and improve
engagement with industry on these. Currently there is a varied approach to career pathways
adopted by each state and territory.

e There is a need for initiatives to incentivise industry qualified people to support training delivery.
In particular, the Tasmanian Industry Skills Compact includes an initiative that promotes
involvement of industry professionals as VET trainers.

SaCSA has an opportunity to better understand these services and strategies and to engage with Tourism
sector employers so that they are aware of the support available to:

e help them navigate to, and connect with, industry initiatives (in particular career pathway
programs)

e develop bespoke workforce development solutions aimed at addressing skills and/or labour
needs

e minimise the resourcing impact on their business of participating in programs that will assist with
attraction and retention

e understand the benefits for their business and the broader sector.

4 See for example, First Nations Tourism Mentoring Program (FNTMP): https://www.fntmp.com.au/s/.

%0 See for example this program offered by the NSW Department of Education, Get Back in the Game, January 2024:
https://education.nsw.gov.au/skills-nsw/students-and-job-seekers/low-cost-and-free-training-options/get-back-in-the-game.
51 SaCSA stakeholder consultation with NSW Department of Education, 1 March 2024.
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APPROACH TO ENGAGEMENT AND CONSULTATION

Workforce Planning Report Consultation

The range of stakeholders within the Tourism sector is as broad as the industry itself. It is a diverse sector
with equally diverse perspectives, priorities and workforce challenges. The sector includes everything
from single person, small businesses in regional areas, to large multi-national chains that span the
country and indeed the globe.

While our initial stakeholder engagement consultations were broad and extensive, for the 2024
Workforce Planning Report, we have taken a much more targeted approach (Table 5).

Table 5: Key stakeholder groups
Stakeholder Groups Key Stakeholder Identity

Industry e Employers (large and small to medium enterprises, regional and remote)
e Industry peak bodies
e Industry associations

e Unions
Strategic Workforce Advisory Group e Tourism & Transport Forum
(SWAG) e Australian Travel Industry Association

e Accommodation Australia & Australian Hotels Association
e Visitor Economy Development

e Australian Chamber — Tourism

e Voyages Indigenous Tourism Australia

e AAT Kings
e Luna Park Sydney
Individuals e  Existing workers

e New entrants

e  Apprentices/trainees
e Llearners

e Job seekers

VET system e Registered Training Organisations
e Individual VET practitioners

e Jobs and Skills Councils

e Industry Training Advisory Bodies (and equiv.)
e VET regulators

e Training Product Assurance Body
Schools Sector e Secondary schools

e Individual teachers

e Secondary education authorities
e Careers associations

e Home schooling system

Higher Education e Universities

Government e ABS
e  Dept. of Employment and Workplace Relations
e  Dept. of Education

e JSA
e National Careers Institute
e NCVER

e Office for the Arts

e Austrade

e Regional Australia Institute

e Regional Development Australia

e  State training authorities

e State and territory tourism policy agencies
e Dept. of Home Affairs

e National Indigenous Australians Agency
Board e SaCSA Board Members

Consultation with stakeholders has been a critical component of our workforce planning activities,
ensuring that we deepen our understanding of the most pressing workforce challenges facing the
Tourism sector. Stakeholder consultation both informs and is informed by our efforts in data analysis,
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insights gathering and evidence gap identification and analysis. The results provide a comprehensive and
coherent understanding of the industry and allow us to develop effective actions and strategies to
address workforce challenges. While stakeholder engagement across all channels is vital to our success,
SaCSA has accessed a number of key stakeholder channels to drive deeper engagement and ensure we
are industry-led.

Strategic Workforce Advisory Groups (SWAGs)

SWAGs are a dedicated group of experts brought together to provide strategic guidance, industry insights
and advice on workforce-related matters, as well as recommendations and advice on project priorities for
SaCSA. SWAGs aim to enhance workforce planning, development and optimisation in alignment with our

goals and future industry needs. SaCSA is in the process of establishing five SWAGs, one for each industry
we represent.

Technical Advisory Groups (TAGs)

Time and task-specific technical committees comprise subject matter experts to provide technical advice
on product development and testing. These TAGs will be established as required. Both SWAGs and TAGs
will incorporate members from our tripartite arrangement, including government, industry and unions.

Industry engagement

SaCSA undertakes continual targeted, as well as broad, industry engagement with stakeholders, ensuring
that we are abreast of current and emerging workforce trends.

JSCs and broader engagement

SaCSA regularly and intentionally collaborates with other JSAs on shared workforce planning
opportunities across the Tourism sector. Some key occupations within the Tourism sector fall under the
purview of other JSCs. SaCSA has an opportunity to collaborate with other JSCs to develop cross-sector
initiatives aimed at building the capacity of the VET workforce. To ensure that we are addressing the
workforce needs of the Tourism sector, we will collaborate closely with other JSCs, including:

e  Future Skills Organisation (FSO), given the transferability of skills in Tourism industry occupations,
particularly in relation to digital skills and leadership/management skills. In addition,
collaboration can increasingly focus on more specialist technical and digital skills for emerging
roles.

o HumanAbility, given the transferability of skills for managers and supervisors, sensitivity training
and the need for recognising symptoms of an exhausted employee base.

o Industry Skills Australia, given that this JSC covers related activities such as aviation and
maritime/cruising.

Table 6 presents the existing and planned consultation efforts specific to the issues and proposed
actions identified in this Workforce Planning Report.

o Consistent with the themes identified in this WFPR, this includes the proposed actions which will
be developed over the next 12 months in collaboration with stakeholders to address the sector-
specific and cross-sector issues.

Table 6: Planned and ongoing Tourism consultation efforts and proposed actions

Timeline Initial Workforce Plan Workforce Planning Report #2 Workforce Plan #3
(Aug — Dec 2023) (Jan 24 - April 2024) May 2024 — June 2025
Process Initial consultation with Prioritisation of Tourism strategies Commencement of proposed actions
Tourism sector and analysis & consultation and continued consultation
Key Steps | 1. Initial stakeholder Consultation to validate Tourism Deepening our understanding and
establishment and sector challenges: analysis of the sector as a whole and
consultation with the e Understanding the Tourism addressing evidence gaps:
Tourism sector sector workforce as a whole e Better understand the size, scale,
2. Information gathering, | e  Tourism as a career scope and interconnections across
3. Data collection e Recognising regional challenges the sector and other sectors; as well
4. |dentification of data e Prioritising upskilling as the impact of trends shaping the
gaps sector
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5. Understanding
Tourism sector
challenges

6. Initial mapping of
Tourism sector
strategies

e Recognising current and
emerging skills needs.

Stakeholder consultation to validate

priorities:

e Addressing data and evidence
gaps and deepening our analysis

e Deepening our occupational
areas of focus

e Training product development

e Engagement with other
initiatives to address skills and
training needs

e Influencing cross-cutting
national initiatives

e Develop cross-sector initiatives
with other JSC.s

Analyse feedback from Initial
Workforce Plan

Prepare first draft of the Workforce
Planning Report to include feedback
from various stakeholders

Release draft Workforce Planning
Report via targeted stakeholder
consultation

Moderate, consolidate and analyse
feedback

Update Workforce Planning Report
based on feedback

e further understanding the drivers of
VET enrolments and completions
and contribute insights from our
stakeholders to this effort

e Expand the coverage of data for
disadvantaged cohorts, regions and
cohorts over time.

Deepening our initial occupational areas

of focus (Tour Guides and Travel

Consultants):

e Explore the issues affecting our
initial occupational areas of focus,
including understanding the training
and skills needs (e.g. beyond formal
training).

Review of training products (the SIT -

Tourism, Travel and Hospitality training

package):

e Targeted analysis of the SIT —
Tourism, Travel and Hospitality
training package to better
understand the potential updates
which may be required to ensure
training products meet industry
requirements and are fit for purpose
—including updating superseded
units of competency.

e This will include mapping all existing
qualifications against the
Qualification Development Quality
Principles with a view to simplify and
rationalise qualifications where
appropriate.

Engagement in other initiatives to

address skills and training needs,

beyond the formal SIT — Tourism, Travel

and Hospitality training package:

e Engage with stakeholders to better
understand what other training and
career pathway strategies may be
useful in the current workplace and
looking to the future and
communicate this with industry.

Influencing cross-cutting national

initiatives (including the National Skills

Agreement, Universities Accord, the

Migration Strategy, and the

Employment White Paper)

Engage with stakeholders taking forward

key national projects that are also

relevant for the Tourism sector. This
includes:

e engaging with Austrade as part of
the THRIVE 2030 strategy to; explore
the drivers of shortages in key
occupations in the sector; explore
improved connections between
industry and school students
through a structured industry
approach to existing work
experience programs; and
researching tourism management
and digital literacy skills gaps to
inform potential activities to support
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tourism operators to increase their
capability.

e providing insights on jobs and skills
needs and how they could be
addressed, including at the regional
level (relevant to the Migration
Strategy and related migration
options)

e jdentifying practice models to meet
training needs, including in regions,
and the implications for VET and
higher education (relevant to the
Universities Accord)

e addressing the impacts of
digitalisation (relevant to the NSA).

Collaboration with others (including

other JSCs)

To ensure that we are addressing the

workforce needs of the Tourism sector,

we will collaborate with:

e FSO, given the transferability of skills
in Tourism sector occupations,
particularly in relation to digital
skills and leadership/management
skills

e HumanAbility, given the
transferability of skills for managers
and supervisors, sensitivity training
and recognising symptoms of an
exhausted employee base

e Industry Skills Australia, given that
this JSC covers related activities such
as aviation and maritime/cruising.

Who we Industry Industry Industry
Consult VET System Individuals Individuals
with Governments VET System VET System
(refer to Governments Schools sector
Table 5) Tourism SWAG Higher education
Governments
Tourism SWAG
How we Board Board Board
Consult Meetings SWAG SWAG
Webinar Website Website
Emails Survey Meetings
Events Meetings Focus groups
Newsletters Social media Forums
Social media Newsletters Technical Advisory Groups
Events Project-based workshops

Social media
Webinars
Newsletters
Events
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APPENDIX 1 — DATA SOURCES AND OCCUPATIONAL PROFILES

Overview

This Appendix provides an overview of the occupations covered by the training package for the sector,
based on NCVER, JSA and ABS sources (please see below for the definitions and concepts used, which can
be refined over time).

The SIT — Tourism, Travel and Hospitality Training Package is shared across the Hospitality and Tourism
sectors. For the purposes of this report, the list below has been compiled to identify occupations most
closely related to Tourism sector.

Table Al: Occupations covered by the SIT — Tourism, Travel and Hospitality Training Package
(Tourism - related)

ANZSCO 2022 2017 2022 2017

ANZSCO title Ruslieaeon Enrolments Enrolments Completions Completions 2023 SPL
Conferenc | Certificate lll,
149311 e And Diploma & 2,801 5,761 981 1,657 No
Event Advanced Shortage

Organiser Diploma

. Certificate Il &
451412 Tour Guide Certificate IV 189 406 72 217 Shortage

Tourism Certificate Il
4516 And Travel 3,594 5,766 1,789 2,945 Shortage*
Advisers
Tourist Certificate | - No
451611 Informatio | Certificate IV 2,704 4,553 700 1,522
. Shortage
n Officer
451612 Travel Certificate Il & |, 3¢ 10,080 265 3,981 Shortage

Consultant | Certificate IV

Total 11,114 26,566 3,807 10,322

Source: ABS 2021 Census, JSA 2023 Skills Priority List, NCVER VOCSTATS, Total VET students and courses (TVA), 2017 and 2022. *There is
some variation in the SPL ratings within this unit group. See the next two occupations.

Sources and definitions

A range of quantitative and qualitative inputs have been used to develop this Workforce Planning Report.
Specific sources and datasets are referenced where appropriate throughout this document, but they
generally fall into one of the following categories:

e Occupation information, including from the ABS Labour Force Survey, which provides
employment data on ANZSCO basis (1-4-digit level) and from the Census for more granular 6-
digit ANZSCO data. At the time of this report the latest available Labour Force Survey quarterly
data was current to November 2023 and 2021 for the Census.

e  Education and training information, including VET Enrolment and Completion data from NCVER.
At the time of this report the latest available data was up until 2022.

e Stakeholder consultation information, including qualitative insights reported by relevant industry
stakeholders, such as industry associations and industry-specific publications as noted within
each sector snapshot.

Australian Apprenticeships Priority List (AAPL): is sourced from DEWR and is used by the Australian
Apprenticeships Incentive System (AAIS), to provide additional financial support to apprentices, trainees
and their employers in order to boost apprentice numbers and support completions in priority
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occupations. For further information refer to: https://www.dewr.gov.au/australian-

apprenticeships/apprenticeship-support.

Australian and New Zealand Standard Classification of Occupations (ANZSCO): is sourced from the ABS
and is a statistical classification designed to aggregate and organise data collected about jobs or
individuals. The classification definitions are based on the skill level and specialisation usually necessary
to perform the tasks of the specific occupation, or of most occupations in the group. For further
information refer to: https://www.abs.gov.au/statistics/classifications/anzsco-australian-and-new-zealand-

standard-classification-occupations/latest-release.

Australian and New Zealand Standard Industrial Classification (ANZSIC): is sourced from the ABS and
provides a basis for the standardised collection, analysis and dissemination of economic data on an
industry basis for Australia and New Zealand. For further information refer to:
https://www.abs.gov.au/statistics/classifications/australian-and-new-zealand-standard-industrial-

classification-anzsic/latest-release.

Persons (Census 2021): is sourced from the ABS and refers to the primary job or occupation held by
employed people aged 16 years and over in the week prior to Census Night. Occupation is coded using
the ANZSCO, 2013, Version 1.3. For further information refer to: https://www.abs.gov.au/census.

Region composition: when used in the colloquial sense is based on Greater Capital City Statistical Area
(GCCSA) where metropolitan refers to capital cities and regional refers to all areas outside the capital
cities. Remoteness is sourced from NCVER and notes the degree of remoteness of a location in terms of
the ease or difficulty people face in accessing services in non-metropolitan Australia. Classification is by
ARIA - Accessibility/Remoteness Index of Australia Plus referring to Major Cities, Inner Regional, Outer
Regional, Remote and Very Remote. For more information refer to: https://maps.abs.gov.au/index.html.

Skills Priority List (SPL): is sourced from Jobs and Skills Australia and provides a detailed view of
occupations in shortage in Australia. Occupation ratings in the SPL fall into either Shortage (S), No
Shortage (NS) or Regional Shortage only (R). An occupation is defined as in shortage when employers are
unable to fill, or have considerable difficulty filling, vacancies for an occupation or cannot meet significant
specialised skill needs within that occupation, at current levels of remuneration and conditions of
employment, and in reasonably accessible locations. Several occupation groups are excluded from the
SPL, including skill level 5 occupations, New Zealand occupations, and occupations where the labour
market is not open and contestable. For further information refer to:
https://www.jobsandskills.gov.au/data/skills-shortages-analysisttkeyfindings.

Qualification: is sourced from NCVER and refers to the Australian Qualifications Framework (AQF) levels
of education from certificate | through to graduate diploma.

ABS Tourism Satellite Account related definitions and concepts mentioned here are sourced from:
https://www.abs.gov.au/methodologies/tourism-satellite-accounts-quarterly-tourism-labour-statistics-

australia-experimental-estimates-methodology/dec-2023

Training Package: is sourced from NCVER and refers to training packages developed by Jobs and Skills
Councils (JSCs), formerly Service Skills Organisations and Industry Skills Councils, to meet the training
needs of an industry, or a group of industries. Each training package is made up of three components:
units of competency; qualifications framework levels of education; and assessment guidelines. For further
information refer to: http://www.training.gov.au.

NCVER-related definitions and concepts mentioned here are sourced from: Government-funded

students and courses 2022 (ncver.edu.au).
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e Completions: are sourced from NCVER and refers to the formal certification that is awarded by an
accredited authority in recognition of the successful completion of the units of competency or
modules that comprise an Australian Qualifications Framework (AQF) qualification, as specified
by a nationally endorsed training package or an accredited course that provides training for that
qualification.

e Disability status: is sourced from NCVER and notes whether the student self-identifies as having a
disability, impairment or long-term condition.

e Enrolments: are sourced from NCVER and is the registration of a student for the purpose of
undertaking a program or subject.

e Gender composition: is sourced from NCVER and notes whether the student identifies as male,
female, other or not known. Other includes individuals who may have mixed or non-binary sexual
characteristics, identify as gender diverse, or identify as neither male nor female. Not Known
includes non-entries. Gender composition may not add up to 100 per cent due to rounding and
not known entries.

o Indigenous status: is sourced from NCVER and notes whether a student self-identifies as being of
Aboriginal or Torres Strait Islander descent.

e Main reason for discontinuing training: is sourced from NCVER. Based on previous groupings of
main reason for non-completion from NCVER. 'Personal reasons' is attributable to problems with
travel/transport, illness/health reasons, family reasons, lack of time and/or moved. 'Other' is
attributable to other reasons not shown and/or apprenticeship/traineeship
cancelled/discontinued.
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Occupational profiles

Training Package code* Qualification level*
SIT Certificate Ill, Diploma & Advanced Diploma
ANZSCO code* ANZSCO title*
149311 Conference And Event Organiser
Persons employed** Full-time** Part-time** Not stated**
19,908 56% 33% 11%
Median weekly income
Median hours worked** Median age** (annual)**
35-39 hours 36 $1,250-$1,499 ($65,000-$77,999)
2023 Skills Priority List rating - Jobs and Skills Australia***
No Shortage
Enrolments and completions relevant to this occupation and training package
8,000
6,000 >7e1 5,070
' 4,784 ' 4,321
4,000 3620 2,891
2,000 1,657 1,749 1,843 I1,519 I1’390 981
2017 2018 2019 2020 2021 2022
H Enrolments Completions
Enrolments - 2017 and 2022 growth* Completions - 2017 and 2022 growth*
-50% -41%
VET students program enrolment attributes*
2017 2022
Gender composition*
Male 20% 30%
Female 80% 69%
Other 0% 0%
Not known 0% 1%
Indigenous status*
Indigenous 2% 2%
Non-Indigenous 91% 87%
Not known 6% 11%
Disability status*
With a disability 5% 5%
Without a disability 82% 89%
Not known 13% 6%
Region composition*
Major cities 56% 34%
Inner regional 11% 7%
Outer regional 4% 3%
Remote 1% 0%
Very remote 0% 0%
Offshore 28% 56%
Not known 0% 1%
Source:

*NCVER VOCSTATS, TVA Program Enrolments and Completions and training.gov.au, Qualification classification;

**ABS, 2021 Census of Population and Housing;
***Jobs and Skills Australia, 2023 Skills Priority List.
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Training Package code* Qualification level*
SIT Certificate Ill & Certificate IV
ANZSCO code* ANZSCO title*
451412 Tour Guide
Persons employed** Full-time** Part-time** Not stated**
2,942 32% 45% 23%
Median weekly income

Median hours worked** Median age** (annual)**
20-29 hours 44 $650-$799 ($33,800-541,599)
2023 Skills Priority List rating - Jobs and Skills Australia***
Shortage
Enrolments and completions relevant to this occupation and training package

500 406 433

400 348

300 245

200 217 147 - 189

129 99
100 I 8 I 72
2017 2018 2019 2020 2021 2022
M Enrolments Completions
Enrolments - 2017 and 2022 growth* Completions - 2017 and 2022 growth*
-53% -67%
VET students program enrolment attributes*
2017 2022

Gender composition*
Male 43% 39%
Female 56% 62%
Other 0% 0%
Not known 0% 0%
Indigenous status*
Indigenous 5% 13%
Non-Indigenous 93% 87%
Not known 2% 0%
Disability status*
With a disability 10% 4%
Without a disability 83% 95%
Not known 7% 1%
Region composition*
Major cities 34% 22%
Inner regional 27% 13%
Outer regional 23% 3%
Remote 2% 6%
Very remote 0% 6%
Offshore 11% 48%
Not known 3% 3%
Source:

*NCVER VOCSTATS, TVA Program Enrolments and Completions and training.gov.au, Qualification classification;

**ABS, 2021 Census of Population and Housing;
***Jobs and Skills Australia, 2023 Skills Priority List.
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Training Package code* Qualification level*
SIT Certificate Il
ANZSCO code* ANZSCO title*
4516 Tourism And Travel Advisers
Persons employed** Full-time** Part-time** Not stated**
10,280 47% 44% 9%
Median weekly income

Median hours worked** Median age** (annual)**
30-34 hours 43 $1,000-$1,249 ($52,000-$64,999)
2023 Skills Priority List rating - Jobs and Skills Australia***
Shortage
Enrolments and completions relevant to this occupation and training package

8,000

5,766
6,000 4,548 4326 4,558
4,000 2,945 5551 5 433 3,690 3,594
’ 2,226 ' I1,936 1,789
2,000
2017 2018 2019 2020 2021 2022
M Enrolments Completions
Enrolments - 2017 and 2022 growth* Completions - 2017 and 2022 growth*
-38% -39%
VET students program enrolment attributes*
2017 2022

Gender composition*
Male 31% 36%
Female 69% 63%
Other 0% 0%
Not known 0% 0%
Indigenous status*
Indigenous 10% 10%
Non-Indigenous 86% 71%
Not known 3% 19%
Disability status*
With a disability 4% 6%
Without a disability 70% 66%
Not known 26% 28%
Region composition*
Major cities 56% 51%
Inner regional 18% 20%
Outer regional 15% 13%
Remote 6% 3%
Very remote 3% 6%
Offshore 2% 0%
Not known 0% 11%
Source:

*NCVER VOCSTATS, TVA Program Enrolments and Completions and training.gov.au, Qualification classification;

**ABS, 2021 Census of Population and Housing;
***Jobs and Skills Australia, 2023 Skills Priority List.
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Training Package code* Qualification level*
SIT Certificate | - Certificate IV
ANZSCO code* ANZSCO title*
451611 Tourist Information Officer
Persons employed** Full-time** Part-time** Not stated**
1,326 39% 50% 11%
Median weekly income
Median hours worked** Median age** (annual)**
20-29 hours 46 $800-$999 ($41,600-551,999)

2023 Skills Priority List rating - Jobs and Skills Australia***
No Shortage
Enrolments and completions relevant to this occupation and training package

5,000 4,553

3,999
4,000 3,270 3,773 3,684
3,000 2,704
1,522
2,000 I1,161 1,127 923 263 200
1,000
2017 2018 2019 2020 2021 2022
M Enrolments Completions
Enrolments - 2017 and 2022 growth* Completions - 2017 and 2022 growth*
-41% -54%
VET students program enrolment attributes*
2017 2022

Gender composition*
Male 31% 32%
Female 69% 68%
Other 0% 0%
Not known 0% 0%
Indigenous status*
Indigenous 8% 9%
Non-Indigenous 86% 79%
Not known 6% 12%
Disability status*
With a disability 5% 9%
Without a disability 69% 70%
Not known 27% 21%
Region composition*
Major cities 60% 45%
Inner regional 16% 21%
Outer regional 9% 14%
Remote 3% 2%
Very remote 2% 2%
Offshore 9% 10%
Not known 1% 10%
Source:

*NCVER VOCSTATS, TVA Program Enrolments and Completions and training.gov.au, Qualification classification;

**ABS, 2021 Census of Population and Housing;
***Jobs and Skills Australia, 2023 Skills Priority List.

Training Package code* Qualification level*
SIT Certificate Il & Certificate IV



WORKFORCE PLANNING REPORT |

ANZSCO code* ANZSCO title*
451612 Travel Consultant
Persons employed** Full-time** Part-time** Not stated**
8,870 48% 43% 9%
Median weekly income
Median hours worked** Median age** (annual)**
30-34 hours 43 $1,000-$1,249 ($52,000-564,999)
2023 Skills Priority List rating - Jobs and Skills Australia***
Shortage
Enrolments and completions relevant to this occupation and training package
12,000 10,080
10,000 8,134 8,252
8,000
6,000 3,981 4,965
4,000 ) 324 3,195 I
’ 1,592 1,681 1,736
2,000 . 507 . 265
2017 2018 2019 2020 2021 2022

H Enrolments Completions

Enrolments - 2017 and 2022 growth* Completions - 2017 and 2022 growth*

-83% -93%
VET students program enrolment attributes*

2017 2022
Gender composition*
Male 23% 22%
Female 77% 75%
Other 0% 0%
Not known 0% 3%
Indigenous status*
Indigenous 2% 4%
Non-Indigenous 96% 90%
Not known 2% 6%
Disability status*
With a disability 4% 7%
Without a disability 92% 87%
Not known 1% 5%
Region composition*
Major cities 69% 63%
Inner regional 14% 22%
Outer regional 5% 7%
Remote 1% 0%
Very remote 0% 1%
Offshore 11% 5%
Not known 0% 2%
Source:

*NCVER VOCSTATS, TVA Program Enrolments and Completions and training.gov.au, Qualification classification;
**ABS, 2021 Census of Population and Housing;
***Jobs and Skills Australia, 2023 Skills Priority List.
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APPENDIX 2- CROSS-CUTTING NATIONAL POLICIES AND IMPLICATIONS

National Skills Agreement

In October 2023 the Skills Ministers agreed to a new National Skills Agreement (NSA). The NSA represents
a $12.6 billion investment by the Australian Government, and it aims to ensure state and territory skill
sectors have the capacity to meet emerging skills priorities.

The agreement commits the states to a five-year partnership that aims to ensure that the National
Vocational Education and Training (VET) system provides high-quality, responsive and accessible education
and training to boost productivity, deliver national priorities and support Australians to obtain the skills
and capabilities they need to obtain well-paid, secure jobs.”? The Agreement commenced on 1 January
2024 and commits all state and territories to a number of policy priorities.

These initial NSA national priorities are

e gender equality

e Closing the Gap

e supporting the Net Zero transformation

e sustaining essential care services

e developing Australia’s sovereign capability and food security

e ensuring Australia’s digital and technology capability

o delivering reforms to improve the regulation of VET qualifications and quality.

Under the terms of the NSA all states and territories are committed to,

e collaboratively contribute to the development of a National Skills Plan by June 2024 to deliver on

the national priorities. The Plan will be informed by engagement with various VET sector entities
including the JSCs.

e Develop an implementation plan for the Enhanced VET Data and Evidence imitative — By June
2026, and

e Develop an implementation plan for all other policy initiatives by 30 June 2025.

Each state and territories implementation plan must outline how their NSA policy commitments, will be
actioned. These commitments include,

e Support for Closing the Gap

e Ensuring access to foundation skills training

e Contributing to the establishment of a national network of TAFE Centres of Excellence
e  Contributing to the establishment of a National TAFE Network

e Support for the growth and retention of a quality VET Workforce

e Improving completions — especially for priority groups

Each state and territory is currently working through their allocated funding and related commitments to
identify and prioritise their related initiatives. This work is not yet in the public domain but there is an
expectation that draft implementation plans will be prepared by the end of 2024.

52 Department of Employment and Workplace Relations, National Skills Agreement, January 2024: https://www.dewr.gov.au/skills-
reform/national-skills-agreement.



https://www.dewr.gov.au/skills-reform/national-skills-agreement
https://www.dewr.gov.au/skills-reform/national-skills-agreement
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All JSCs have a commitment under the NSA to, ensure the provision of intelligence on the labour market
and current, future, and emerging skills and training needs and priorities, and to support employer and
union engagement.

SaCSA has previously indicated their support for the agreement’s focus on inclusion and diversity and its
focus on longer-term planning in the VET sector based on consultation with industry.>3

The NSA also identifies a number of priorities industries including,

e (Clean energy and Net Zero transformation of the economy.

e Australia’s sovereign capability, including advanced manufacturing skills, national security, food
security and construction.

e (Care and support services.

e Ensuring Australia’s digital and technology capability

Implications for SaCSA and its Industry Sectors

Many of the challenges faced by SaCSA’s industry sectors are generic across all sectors (e.g. access to VET
trainers) and the NSA’s commitment to strong engagement and information sharing on existing best
practice solutions will provide benefits for all sectors. Therefore, the NSA has positive implications for
SaCSA and its industry sectors who are facing skills and labour shortages.

Specifically, the commitments to

e support grow and retain a quality VET workforce, - will help address the current trainer shortages
experienced by all sectors.

e improved VET evidence and data, - will help inform trends, priorities and areas of concern across
all sectors, and

e improved VET completions. This commitment will focus on students facing barriers and those
under-represented in the workforce, and in particular the working relationship between
employers and apprentices and trainees and the impact of that relationship on workforce
diversity, participation by women and completion rates.

The sectors that SaCSA represents (including Tourism) tend to have declining completions over time.
Consequently, strategies aimed at improving completion rates have the potential to support improved
staff retention and qualification completions.

The NSA also provides an opportunity for SaCSA to proactively engage with the states and territories to
ensure that the SaCSA sectors and their specific needs and challenges are captured and reflected in the
initiatives included with individual state and territory implementation plans.

In addition, the NSA’s priority on digital capability provides an avenue for SaCSA to call out the need to
incorporate digital technology into previously people centric industries.

In line with this, in February 2023 Skills Ministers also endorsed the National VET Completion Project to
improve VET completions, with future directions to be driven by collective national leadership. The
taskforce is undertaking consultation and engagement to better understand major factors impacting
completion rates and key intervention points, and identify practical solutions, as well as exploring national
and international best practice models. Ministers also noted the need for a collaborative data analysis

53 SaCSA/SaCSA Initial Workforce Plan — Retail 2023
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approach between NCVER, Jobs and Skills Australia, and Governments, to improve data collection and
outcomes reporting.>*

Universities Accord

The Australian Government has committed to an Australian Universities Accord (the Accord) to drive
lasting and transformative reform in Australia’s higher education system. The Accord Final Report -
December 2023 makes a strong case for greater complementarity between the VET and higher education
sectors, stating that “all parts of Australia’s education system need to work together to meet Australia’s

future skill challenges”.>

The Final Report’s recommendation for a More Flexible and responsive Skills system®® also highlights the
need to bring together the knowledge and expertise from across industry, VET, and higher education
providers to provide the next generation with the required skills. This recommendation also specifically
mentions the role of JSCs in supporting the proposed collaboration.

In particular, the report includes a target for, a strong and growing contribution to tertiary attainment
driven by TAFE and the vocational system.>” Indeed, the central role of TAFE as a higher education provider
is consistently referenced throughout the report which also highlights the NSA’s commitment to establish
TAFE Centres of Excellence.>®The report further suggests that these TAFE Centres of Excellence could be
central to providing the “enabling infrastructure” for the desired collaboration between VET and Higher
Education providers and the JSCs.>®

The report also highlights the need for improved pathways and faster and easier qualification attainment
to “ensure students can more seamlessly navigate between VET and higher education. Misalignment
between and within these sectors currently makes this more difficult than it should be. The review
recommends the continued development of a National Skills Passport to help individuals demonstrate the
skills they have obtained.” ®°

Implications for SaCSA and its Industry Sectors

Given the recommendations and focus of the Accord there is an opportunity for SaCSA to actively
collaborate with existing TAFEs and Higher Education providers (and the future TAFE Centres of Excellence)
to explore and assess initiatives that align with the Accords targets and which may serve the interest of
the SaCSA sectors as best practice models for students seeking to transition between VET and Higher
Education.

Migration Strategy

An Expert Panel responsible for the Review of Australia’s Migration System provided a report to the
Government in April 2023 and noted that the migration system is not fit for purpose. The review

5 Communique of meeting of Federal, State and Territory Skills Ministers, 19 May 2023:
https://ministers.dewr.gov.au/oconnor/communique-meeting-federal-state-and-territory-skills-ministers-0.
%5 Department of Education, Australian Universities Accord Final Report Document — P1, December 2023:
https://www.education.gov.au/australian-universities-accord/resources/final-report.

%6 Department of Education, Australian Universities Accord Final Report Document — P86, December 2023:
https://www.education.gov.au/australian-universities-accord/resources/final-report.

7 Department of Education, Australian Universities Accord Final Report Document — P2, December 2023:
https://www.education.gov.au/australian-universities-accord/resources/final-report.

%8 Department of Education, Australian Universities Accord Final Report Document — P49, December 2023:
https://www.education.gov.au/australian-universities-accord/resources/final-report.

59 Department of Education, Australian Universities Accord Final Report Document — P87, December 2023:
https://www.education.gov.au/australian-universities-accord/resources/final-report.

% Department of Education, Australian Universities Accord Final Report Document — P3, December 2023:
https://www.education.gov.au/australian-universities-accord/resources/final-report.



https://ministers.dewr.gov.au/oconnor/communique-meeting-federal-state-and-territory-skills-ministers-0
https://www.education.gov.au/australian-universities-accord/resources/final-report
https://www.education.gov.au/australian-universities-accord/resources/final-report
https://www.education.gov.au/australian-universities-accord/resources/final-report
https://www.education.gov.au/australian-universities-accord/resources/final-report
https://www.education.gov.au/australian-universities-accord/resources/final-report
https://www.education.gov.au/australian-universities-accord/resources/final-report
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considered that Australia needs a new data-driven approach to identifying skills needs, research and
analysis on the labour market, and workforce skills and training needs.

The Review®! also pointed to the need for a tripartite approach, involving perspectives from industry
(including JSCs) in meeting labour market gaps and delivering fair and efficient outcomes. The Australian
Government's subsequent draft Migration Strategy, which was released for stakeholder consultation and
informed by the Migration Review, focused on the new design of the migration system and critical policy
shifts proposed for the skilled migration system and adjacent programs.®?

The final Migration Strategy was released in December 20233, and aims to address skills shortages,
including in sectors by:

e Introducing a new four-year Skills in Demand visa, which allows for worker movements across
industries and clear pathways to permanent residence.

o Developing a Specialist Skills Pathway to drive innovation and job creation, including in the digital
space which is relevant for our arts, personal services and retail industry sectors.

o Developing a Core Skills Pathway to bring in the skilled employees Australia needs now and into
the future for occupations on a new Core Skills Occupation List.

e Processing visas to regional Australia first to address labour gaps in regional areas, including
hospitality venues in remote and regional areas.

In particular, the December 2023 Migration Strategy includes a commitment to introduce a new Skills in
Demand (SID) visa as a replacement for the old Temporary Skill Shortage (TSS) visa.®® When implemented
this new visa will:

e provide visa holders with a pathway to permanent residence,

e provide more time for visa holders to find alternative jobs if an employment with a sponsor

ceases,

e introduce new fees and charges

e streamline visa applications

e establish a register of sponsors to assist mobility.

The new Skills in Demand visa will also link to a core skills pathway if the visa holder’s occupation is on a
new Core Skills Occupation List identified by Jobs and Skills Australia.

Implications for SaCSA and its Industry Sectors

There is an implication for SaCSA to engage with Australian Government stakeholders, on an ongoing
basis, regarding the inclusion of related sector roles/occupations on relevant skills priority lists to ensure
opportunities for the sectors to access skilled migrants to address skills and labour shortages.

In the spirit of tripartite engagement and cooperation, SaCSA will continue to collaborate with employers,
unions, the Department of Home Affairs, and Jobs and Skills Australia during the implementation of the
Migration Strategy and on migration-related issues.

This includes presenting data and feedback from industry on current and emerging skills needs and gaps
across our sectors.

51 Department of Home Affairs, Review of the Migration System, March 2023: https://www.homeaffairs.gov.au/reports-and-
pubs/files/review-migration-system-final-report.pdf.

52 Department of Home Affairs, Review of the Migration System, March 2023: https://www.homeaffairs.gov.au/reports-and-
pubs/files/review-migration-system-final-report.pdf.

53 Department of Home Affairs, Migration Strategy, December 2023: https://immi.homeaffairs.gov.au/programs-subsite/migration-
strategy/Documents/migration-strategy.pdf.

54 Department of Home Affairs, Migration Strategy — P46, December 2023: https://immi.homeaffairs.gov.au/programs-subsite/migration-
strategy/Documents/migration-strategy.pdf.



https://www.homeaffairs.gov.au/reports-and-pubs/files/review-migration-system-final-report.pdf
https://www.homeaffairs.gov.au/reports-and-pubs/files/review-migration-system-final-report.pdf
https://www.homeaffairs.gov.au/reports-and-pubs/files/review-migration-system-final-report.pdf
https://www.homeaffairs.gov.au/reports-and-pubs/files/review-migration-system-final-report.pdf
https://immi.homeaffairs.gov.au/programs-subsite/migration-strategy/Documents/migration-strategy.pdf
https://immi.homeaffairs.gov.au/programs-subsite/migration-strategy/Documents/migration-strategy.pdf
https://immi.homeaffairs.gov.au/programs-subsite/migration-strategy/Documents/migration-strategy.pdf
https://immi.homeaffairs.gov.au/programs-subsite/migration-strategy/Documents/migration-strategy.pdf
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Appendix 3 — Australian Government Programs and Initiatives

Methodology

In the first instance SaCSA conducted desk top research of the initiatives currently delivered by the Australian Government. This research provided a basis for the
subsequent conversations with the Australian Government representatives listed below (refer below to Australian Government Contacts).

These conversations with Australian Government representatives were linked to the following questions,

1. Arethere any policies in place that specifically support these sectors? (Retail, Tourism, Personal Services, Hospitality)

2. s there a specific funding allocation?

3. Are there any introductory programs for school students from Year 9 that support the sectors?

4. Are there any specific workforce development/ training brokers/ advisers that specifically target these sectors and what is offered by these services?

SaCSA has now mapped the collected information and cross-referenced it against our four key focus areas i.e. Workforce Trends, Training Development, Skill Needs and
Career Pathways. (refer below to Summary of Programs and Initiatives).

NOTE — details on programs and initiatives that support ALL industry sectors are also included.

Australian Government agencies - Department of Employment and Workplace Relations.
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Australian Government Initiatives

Initiative

Key Objectives — purpose and components

Who is responsible and
when (is it current or
planned or under
implementation)

Target Cohort

Map to SaSCA priorities and Sectors

Thrive 2030: The Re-imagined

Visitor Economy Strategy

Australia’s national strategy for the
long-term sustainable growth of the

visitor economy.

Rebuilding a secure and resilient
visitor economy workforce is
identified as a policy priority

www.austrade.gov.au/en/news-and-
analysis/publications-and-
reports/thrive-2030-revised-the-re-
imagined-visitor-economy-
strategy.html.

Objectives and Recommendations (phase 1):

1. Establishment of a Workforce and Skills
Working group

2. Development of a Visitor Economy Workforce
and Skills Strategy

3. Increase Workforce participation from under-
participating cohorts

4. Promote the visitor economy as an attractive
career choice

5. Encourage mutual recognition for
foundational credentials

Austrade in collaboration
with stakeholders across
Commonwealth and State
and Territory governments,
and industry.

Timing:

Phase 1 - Recovery: 2022 —
2024

Phase 2 - Consolidation:
2025 -2027

Phase 3 — Acceleration:
2027 -2030

Under-participating
cohorts

Current workforce

New entrants

Workforce Trend issue — \/
Workforce and Skills Working group will examine
trends and make recommendations

Training Developments — \/
May be required once further information is gathered

Skill Needs — v/ Analysis of skill shortages in key
occupations as required to inform approaches aimed
at improving workforce resilient

Career Pathways — \/
Better understanding of pathways and transitions, and

implications for VET can be an outcome

Australian Apprenticeships
(Your Life, Your Career, Your
support)

www.apprenticeships.gov.au

Provides a pathway to becoming a qualified
tradesperson or skilled worker

Australian Government
Department of
Employment and
Workplace Relations
(DEWR)

Ongoing program to
support employers and
apprentices

School leavers

New entrants
Mature aged people
looking to change

careers

People with a disability

\Workforce Trend issue — \/

Is the apprenticeship program underutilised by the
sector? The uptake of apprentices could be impacted
by the seasonal nature of work given that
apprenticeships need a commitment to a term of
employment.

IThere are various initiatives that the sector could
consider. Greater engagement with this program could
assist with improving completion rates of qualifications

studied by the sector which are a concern.



http://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/thrive-2030-revised-the-re-imagined-visitor-economy-strategy.html
http://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/thrive-2030-revised-the-re-imagined-visitor-economy-strategy.html
http://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/thrive-2030-revised-the-re-imagined-visitor-economy-strategy.html
http://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/thrive-2030-revised-the-re-imagined-visitor-economy-strategy.html
http://www.austrade.gov.au/en/news-and-analysis/publications-and-reports/thrive-2030-revised-the-re-imagined-visitor-economy-strategy.html
http://www.apprenticeships.gov.au/
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Australian Apprenticeship
Support Network Providers

Implications — for this sector and also any of the other
SaCSA sectors and/or cross JSC collaboration

Training Developments — N/A

skill Needs -
A greater commitment to apprenticeships sees
candidates learn on-the-job and with their RTO

Career Pathways — v
Greater use of School-based apprenticeships and

traineeships could assist with providing pipeline talent
and more information available at school.

Local Jobs Program
www.dewr.gov.au/local-jobs

Includes the National Priority Fund —
supporting First Nations People

“Brings together business, industry, employment
services, training organisations and communities to
support locally-driven responses to workforce
challenges”

Employment facilitators are on the ground in 51
regions across Australia

Australian Government
(DEWR)

Ongoing program

Employers looking to
build workforce across
aregion

\Workforce Trend issue — \/

Greater investigation into whether the program is being
utilised

Implications — for this sector and also any of the other
SaCSA sectors and/or cross JSC collaboration

[Training Developments — \/

[Training can be tailored to meet local regional need

skill Needs — V¥
\Will be addressed at a local level

Career Pathways — v
Information is communicated by the employer as part

of the training

Launch into Work

www.dewr.gov.au/launch-work

“....supports the delivery of pre-employment projects.

These projects prepare eligible individuals for specific
entry-level roles within business”

Australian Government
(DEWR)

Candidates requiring
more support and

\Workforce Trend issue — \/



http://www.dewr.gov.au/local-jobs
http://www.dewr.gov.au/launch-work
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Ongoing program

mentoring to transition
into work

Greater investigation as to whether the program is
being utilised.

Implications — for this sector and also any of the other
SaCSA sectors and/or cross JSC collaboration.

Training Developments — N/A

skill Needs - v
Building confidence with the cohort will assist to make
the candidates more receptive to new skills.

Career Pathways — \/
Training and mentoring will lead to greater
communication of career pathways.

Skills for Education Employment
Program (SEE)

www.dewr.gov.au/skills-ed

The SEE program is a funded arrangement to support
foundation skills and digital literacy (contextualised for
the job/industry type) for people seeking work or
further training

https://www.dewr.gov.au/skills-education-and-
employment

Australian Government
(DEWR)

Ongoing program

Candidates from non-
English speaking
background or with
low numeracy or
digital literacy

Workforce Trend issue —

Greater investigation as to whether the program is
being utilised to develop much-needed foundation
skills for pipeline candidates and existing workers

Implications — for this sector and also any of the other
SaCSA sectors and/or cross JSC collaboration.

Training Developments — N/A

Skill Needs — v

Building foundational skills and digital literacy will
overcome skill deficiencies regularly noted by
employers.

Career Pathways — \/
The contextualised nature of the content will build

career pathway knowledge.

Transition to work

Participants receive intensive pre-employment
support to develop practical skills.

Australian Government
(DEWR)

People Aged between
15and 24

Workforce Trend issue — \/



http://www.dewr.gov.au/skills-ed
https://www.dewr.gov.au/skills-education-and-employment
https://www.dewr.gov.au/skills-education-and-employment
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Transition to Work - Department of
Employment and Workplace
Relations, Australian Government

(dewr.gov.au)

Can assist with building pipeline talent for
apprenticeships and traineeships.

Implications — for this sector and also any of the other
SaCSA sectors and/or cross JSC collaboration.

Training Developments — N/A

skill Needs - VY
Development of practical skills in younger people.

Career Pathways — \/
Promotion of career pathway information as part of

the program.

Workforce Specialist Program Specialists develop and deliver strategic projects to Australian Government Employers Workforce Trend issue —
meet the workforce needs of identified industries Can assist with building pipeline talent for
(DEWR) - ) X
apprenticeships and traineeships.
Implications — for this sector and also any of the other
SaCSA sectors and/or cross JSC collaboration.
Workforce Specialists - Department
of Employment and Workplace Training Developments — N/A
Relations, Australian Government
(dewr.gov.au) Skill Needs — v
A specialist focus will assist to uncover opportunities
for skill development or recognising transferrable
skills.
Career Pathways — N/A
Industry E t Hiri tside the b DEWR Empl
ndustry Engagement programs run iring outside the box mployers Workforce Trend issue—\/

by DEWR to support employers in
Tourism, Hospitality and Retail

Webinar series hearing from industry experts about
practical strategies for recruitment, hiring a diverse
team and a recruitment toolbox

Includes mature aged, hiring apprentices

Assistance with attraction and retention

Training Developments — N/A

Skill Needs — v/



https://www.dewr.gov.au/transition-work
https://www.dewr.gov.au/transition-work
https://www.dewr.gov.au/transition-work
https://www.dewr.gov.au/transition-work
https://www.dewr.gov.au/workforce-australia/employment-services-information-business-and-industry/workforce-specialists
https://www.dewr.gov.au/workforce-australia/employment-services-information-business-and-industry/workforce-specialists
https://www.dewr.gov.au/workforce-australia/employment-services-information-business-and-industry/workforce-specialists
https://www.dewr.gov.au/workforce-australia/employment-services-information-business-and-industry/workforce-specialists
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https://www.dewr.gov.au/employment/hiring-
staff/hiring-outside-box

Jobs Community

Community of Practice, Jobs Briefings etc

Jobs Community - Department of Employment and
Workplace Relations, Australian Government

(dewr.gov.au)

Shopping season Recruitment Strategy

Increase retail sector employment and promote
careers in retail

Employers involved in the past include K-Mart, Super
Retail Group and Munro Footwear

Program has the potential to help mitigate regional
agritourism skill shortages

Career Pathways — v
Advice for employers on career profiling

Employment Liaison Officers (ELO)s

Assist large businesses and priority
industries access Australian
Government and State funded
workforce initiatives to address skills
and labour shortages.

Assistance provided with candidate attraction, pre-
employment training and industry profiling

Providing access to the Jobs Showcase and Jobs
Communities are two examples

Australian Government
Workforce Australia

DEWR

school leavers
job seekers
mature aged

people looking to
change careers,

people with a disability
or from under-
represented cohorts

Workforce Trend issue — \/
Can assist industries facing chronic skills and labour
shortages

Training Developments — N/A

Skill Needs — N/A

Career Pathways — \/
Industry profiling can assist with providing information

to candidates



https://www.dewr.gov.au/employment/hiring-staff/hiring-outside-box
https://www.dewr.gov.au/employment/hiring-staff/hiring-outside-box
https://www.dewr.gov.au/jobs-hub/jobs-community
https://www.dewr.gov.au/jobs-hub/jobs-community
https://www.dewr.gov.au/jobs-hub/jobs-community

APPENDIX 4 — STATE & TERRITORY PROGRAMS AND INITIATIVES
Methodology

In the first instance SaCSA conducted desktop research of the initiatives currently delivered by each of the states and territories. This research provided a basis for the
subsequent conversations with state and territory representatives listed below (refer below to State & Territory agencies).

These conversations with state and territory representatives were based on the following questions:

1. Are there any policies / initiatives in place that specifically support these sectors? (Retail, Tourism, Personal Services, Hospitality)

2. Is there a specific funding allocation for these policies / initiatives?

3. Are there any introductory programs for school students from year 9 that support these sectors?

4. Are there any specific workforce development or training brokers / advisers that specifically target these sectors and what is offered by these services?

SaCSA has now mapped the collected information and cross-referenced it against our four key focus areas (Workforce Trends, Training Development, Skill Needs and Career
Pathways). (For more information, see Summary of Programs and Initiatives below).

Note, at this stage we have focused on training agencies and cross-cutting government initiatives. Future workforce planning will include tourism agencies and non-
government initiatives. State and Territory Funding

All of the states and territories manage a combination of:

e user choice funding which supports delivery of Apprenticeships and Traineeships (including School-Based Apprenticeships and Traineeships) and

e “base” funding amounts for TAFE operations and contestable funding for all registered training organisations (RTOs) including TAFE. This funding is typically a
combination of Australian Government (previously underpinned by the NASWD and now the NSA) and funding from the individual state or territory. Each state and
territory determines the allocation of this funding relative to commitments to match funding under the NSA, and their identified skills priorities.

Where it was available, the initiatives referenced in Appendix 4 capture the funding allocations to specific programs and initiatives.

Further, where the information was provided, individual initiatives listed in Appendix 4 identify if they are linked to the (base) funded delivery of full and/or part
qualifications in their state or territory.

Note: the initiatives and programs listed below are those operated by the individual state or territory governments or their contracted agents. As a result:

1. VET initiatives and training delivered by individual RTOs including TAFEs, private training providers, and community colleges are not included and



2. funding for RTOs for the delivery of full and / or part qualifications in each state and territory is also not included.

Related full qualification training activity is reflected in the data above.®

Opportunities from connecting with existing states and territory services

The majority of states and territories (Queensland, New South Wales, South Australia and the Northern Territory) offer field-based employer/industry advisory services or
have specific strategies that support industry engagement (Tasmania and Western Australia). SaCSA has an opportunity to promote these services and strategies to Tourism

sector employers so that they are aware of the support available to:

help them navigate to, and connect with industry initiatives (in particular career pathway programs)

develop bespoke workforce development solutions aimed at addressing skills and / or labour needs

minimise the resourcing impact on their business of participating in programs that will assist with attraction and retentions, and
understand the benefits for their business and the broader sector.

An overview of these services is below:

New South Wales offers a Workforce Development Program that provide advisory services to large employers referred by Investment NSW and Regional NSW. This
service is supported by and collaborates with field-based officers within the Training Services NSW Regional Offices (9 across NSW). These officers also directly assist

local employers to connect with VET programs and services.
Western Australia does not currently offer this service. However, the Western Australian representatives mentioned that they are currently developing a strategy

that will assess projected skill needs across a range of occupations, identify related qualifications and then assesses supply of the required qualifications.
Tasmania does not have field-based industry engagement/advisory officers. However, Tasmania referenced their Retail Industry Skills Compact which centralises
support and advice for employers in that sector.

South Australia does not provide a direct industry support service.

ACT does not provide a direct industry support service.

Queensland has Industry Workforce Advisors who promotes available program to employers and industry. These advisers target SMEs and Small Businesses who
represent 80-90 per cent of their clients.

Northern Territory does not provide a direct industry support service.

Victoria does not provide a direct industry support service.

65 5aCsA analysis of ABS, JSA, NCVER and DEWR data



Industry Advisory Organisations

SaCSA has an opportunity to connect and collaborate with the industry advisory organisations which have coverage of the Tourism sector within their State or Territory and
which have visibility on the micro VET issues impacting the sector. This collaboration would also provide information on best practice models.

Details on existing Industry Advisory Organisations are below:

e Queensland operates eleven (11) Industry Skills Advisors who have a strategic advisory role — supply validated industry advise to government AND also work with
industry to work up proposals.
e New South Wales has ten (10) NSW Industry Training Advisory Bodies (ITABs) which supply industry advice, in particular around apprenticeships and traineeship

issues. Currently not aligned to JSCs.

e ACT does not have industry advisory bodies.

e Victoria convenes ten Industry Advisory Groups (IAGs) that provide industry advice and insights on current and future priority skills, training and workforce
development needs for Victoria’s economy. The Victorian Skills Authority also has nine Senior Skills Advisors (two for metropolitan areas, seven for regional areas)
who work to improve connections among local employers and industry with VET.

e Tasmania does not have advisory bodies but does have Industry Action Plans for priority sectors which rely on industry commitment.

e Northern Territory Industry Skills Advisory Councils (ISCs) are aligned to the JSCs. These are operated by Workforce Skills Officers who engage with industry
regarding training packages, shortages and potential solutions and feed advice back.

e South Australia has a network of an Industry Skills Commissions (ISCs). These ISCs are aligned to the JSCs.
e Western Australia has eight (8) Industry Training Councils which assess current demand and future projections for skills. They also investigate training delivery
requirements. They conduct an annual industry survey and results feed back into the Department for analysis.

State and territory agencies:

e Queensland — Department of Employment Small Business and Training

o New South Wales — Department of Education

Australian Capital Territory — Skills Canberra, Chief Minister, Treasury and Economic Development Directorate
Victoria — Department of Jobs, Skills, Industry and Regions

Tasmania — Skills Tasmania, Department of State Growth

Northern Territory — Department of Industry, Tourism & Trade

e South Australia — Skills SA, Department of Education

e Western Australia — Department of Training and Workforce Development.



ACT

Skills (act.gov.au)

Skilled to Succeed -

developed that will go to cabinet
and then on for consultation.
There are five priority areas with
the “Experiences Industry” being
one of them which will include
Tourism, the Arts, Personal
Services and Hospitality.

Skills

Initiative Key Objectives — purpose and Who is responsible and when Target Cohort Map to SaSCA priorities and Sectors
components (current or planned or under
implementation)
Skilled to S d Indust ti lans to b ACT G t Indust
illed to Succee ndustry action plans to be overnmen ndustry Workforce Trend issue—\/

The plans will involve a review of the challenges of the sector. Some of

the challenges affecting attraction is the high cost of living in the ACT and

the Increased preference that candidates have to work flexibly which
isn’t always possible in the Tourism and Hospitality sectors.

Implications — for this sector and also any of the other SaCSA sectors
and/or cross JSC collaboration.

Training Developments — v
Outcomes of the consultation phase may have an impact.

Skill Needs — N/A

Career Pathways — v
Will likely have implications in the longer term

Skilled to Succeed
Grants program

Industry is encouraged to pitch
ideas to develop workforce
development initiatives. They
must be new training ideas or
supporting cohorts to undertake a
pathway in a skill shortage area.

Examples include:

e Clubs ACT training 20
candidates in Hospitality,
These people were given
personalised support to
overcome barriers such as the

lack of transport.

ACT Government

Skills

Unemployed — younger people
and those re-entering the
workforce after a break

Workforce Trend issue — v

May assist with the attraction of pipeline candidates with multiple
barriers to work. The training for existing workers may impact on
retention.

Implications — for this sector and also any of the other SaCSA sectors
and/or cross JSC collaboration.

Some of these projects span food production, Retail, Hospitality and
Tourism.

Training Developments — \/



https://www.act.gov.au/skills/skilled-to-succeed
https://www.act.gov.au/skills/skilled-to-succeed

e  Clubs ACT training for existing

workers around mental health
issues and refusing entry on
the basis of drug intoxication

e  Capital Brewery Co which

included training for people in
the production of beer given
they are part of the thriving
Craft Beer Industry

Development of short courses focusing on entry-level candidates and on
issues that are causing current issues that may impact on retention.

Skill Needs — N/A

Career Pathways — N/A

Special Policy
Provisions

Pilot programs

Fee free courses

Courses include Hospitality Skill
Sets, Music, Screen and Media

ACT Government
Skills

Vulnerable or under-represented
cohorts

Women in non- traditional trades
First Nations people

People with a Disability

Women in Economic Hardship

Veterans and school leavers

Workforce Trend issue — v
May assist with the attraction of pipeline candidates.

Implications — for this sector and also any of the other SaCSA sectors
and/or cross JSC collaboration

Training Developments — v
Development of short courses focusing on entry-level candidates

Skill Needs — N/A

Career Pathways — N/A

Adult Community
Education

The development and delivery of
training that addresses
foundation skills and digital
literacy and providing linkages to
employment.

One example sees a link to
Hospitality with graduates
working in a social enterprise as
part of a Woden Community
Services initiative

ACT Government

Skills

People from non—English
speaking backgrounds

Those facing numeracy
challenges or challenges with
digital literacy

Workforce Trend issue — v
May assist with the attraction of pipeline candidates.

Implications — for this sector and also any of the other SaCSA sectors
and/or cross JSC collaboration

Training Developments — \'/
Development of short courses focusing on entry-level candidates.

Skill Needs — N/A

Career Pathways — v
Pathways are provided as part of training.




Migration Migration agents nominate ACT Government Migrants with skills that match . v
- . . . - Workforce Trend issue —
Nominations applicants if they can prove that . the critical skills list - - . e .
) . . Skills May assist with the attraction of qualified candidates.
they fulfil a skill need that is on
the ACT critical skills list.
Implications — for this sector and also any of the other SaCSA sectors
This helps to expedite migration and/or cross JSC collaboration.
applications with the Australian
Government Department of Training Developments — N/A
Home Affairs
Skill Needs — N/A
Career Pathways — N/A
Skilled Capital Ext bsidi to RTOs for the |ACT G t U loyed, th looking t
illed Capita xtra subsidies go to s for the overnmen nemployed, those looking to Workforce Trend issue — v

Skilled Capital — Skills
(act.gov.au)

delivery short courses and full
qualifications of courses that are
on the ACT skills need list.

RTOs apply for a number of
places.

Examples include Hospitality skill
sets and Food Safety skill sets.

No linkage with employment is
required by students.

Skills

Commenced in October 2023 and
will run until June 2024

change career

May assist with the attraction of pipeline candidates.

Implications — for this sector and also any of the other SaCSA sectors
and/or cross JSC collaboration.

Training Developments — N/A

Skill Needs — N/A

Career Pathways — v
Will be introduced as part of the training to build awareness.

Woden State of the
Art Hospitality, Events
and Media School
being developed by
CIT

Building a state-of-the-art building
in Woden to support a range of
industries including Hospitality,
Events and Media.

ACT Government
CIT

The building has commenced, and
it is expected to take 18 months
to complete

Total budget $325 million

Future students

Workforce Trend issue — v
Will assist with the attraction of pipeline candidates.

Implications — for this sector and also any of the other SaCSA sectors
and/or cross JSC collaboration.

Training Developments — v/
New facilities will allow for new ideas in the development of training.

Skill Needs — v



https://www.act.gov.au/skills/registered-training-organisations/skilled-capital
https://www.act.gov.au/skills/registered-training-organisations/skilled-capital

Will support the sectors with skills of the future.

Career Pathways — v
The presence of such a facility will assist with awareness.

School Engagement
via the ACT Public VET
Network

VET Pathways —
Education (act.gov.au)

School engagement is driven by
the schools

ACT Government

Department of Education

School students

Workforce Trend issue — v
Will assist with the attraction of pipeline candidates.

Implications — for this sector and also any of the other SaCSA sectors
and/or cross JSC collaboration.

Training Developments — N/A

Skill Needs — N/A

Career Pathways — v
Definite implications for career advice for school students.



https://www.education.act.gov.au/public-school-life/transitions-careers/vet-and-australian-school-based-apprenticeships/vet-pathways
https://www.education.act.gov.au/public-school-life/transitions-careers/vet-and-australian-school-based-apprenticeships/vet-pathways

New South Wales

Initiative

Key Objectives — purpose and
components

Who is responsible and when
(current or planned or under
implementation)

Target Cohort

Map to SaSCA priorities and Sectors

Department of
Regional NSW and
Department of
Education

Regional NSW
Workforce
Development
(Regional WFD)

Provides specialist VET advice to
employers committing to regional
investment projects to help them
attract and or build their
workforce.

The program is linked to industry
investment in regional NSW
which creates community-based
employment opportunities for
Hospitality, Tourism and other
sectors.

Regional growth supports high
value jobs and economic
sustainability and sector
diversification as per Thrive 2030
Report priorities.

Current Program
Implemented from June 2022 &

currently funded to June 2024.

Training Services NSW within the
Department of Education
manages the program which is
funded by Regional NSW.

Job Seekers

Existing Workers

Workforce Trend issue — N/A

Training Developments — N/A

skill Needs - V¥
This model, which provides specialist advice and connections to VET programs
and supports development of workforce capacity in regional NSW.

SaCSA could promote or this model to support workforce initiatives in the
Tourism Sectors. Below are NSW examples where Regional WFD are assisting
the project leads with strategies to increase supply of skilled workers.

#1 in Lithgow, as part of a broader economic strategy that is estimated to add
an additional 49,000 to the local economy, NSW National Parks and Wildlife
Service is investing in creation of walkways and bike tracks through the Blue
Mountains — The establishment of this infrastructure will support growth in
Tourism.?

#2 Gosford Arts Precinct in Regional NSW is attracting investment for the
development of this precinct. An intended consequence is a growth in tourism
in the region.?

Career Pathways — N/A

Department of
Education - Training
Services NSW

Regional Industry
Education
Partnerships
(RIEP)

The Regional Industry Education
Partnerships (RIEP) Program
designs and delivers bespoke
opportunities for employers to
connect with secondary schools.

Through these connections,
students learn about jobs and

Current Program

Launched in 2017 and ongoing

School Students

Workforce Trend issue — N/A

Training Developments — N/A

skill Needs - ¥
The program provides an opportunity for employers to establish long-term
employee pipelines by targeting school students and informing, and




pathways to employment. They
develop new skills and employer
networks, allowing them to make
informed decisions about their
career pathways.

The program works across all
sectors including Tourism and
Hospitality.

incentivising (via work placement opportunities) them about career
opportunities in their sector.

Career Pathways Vv

The program facilitates direct industry engagement with school students and
their career advisors and provides current and accurate information in relation
to the skills and qualifications that workers are expected to hold in specific
industries.

RIEP is well subscribed and provides a model that SaCSA could promote
nationally.

Department of
Education — Skills and
Pathways

Education Pathways
Program (EPP)

Educational Pathways
Program (nsw.gov.au)

The program is designed to
improve education and career
outcomes for young people by
introducing NSW public high
schools students to a range of
vocational training and
employment pathways.

Strong focus on SBATs,

Relates to all sectors and has
string links to RIEP and GBIG.

Current Program operating in over
148 (Public) high schools since
2020

School Students

Workforce Trend issue — N/A

Training Developments — N/A

skill Needs — %
The program’s Career Head Teachers promote the program to employers as a
future source of talent.

Career Pathways Ve

The program facilitates opportunities for school students and their career
advisors to ensure access to sound careers advice and current information on
training pathways and work opportunities.

Department of
Education - Skills and
Pathways

Get Back in the Game
(GBIG)

Get Back in the Game
(nsw.gov.au)

The program is available for two
cohorts of young people under
different titles. Back in the Game,
supports young people at school
in need of support to remain
engaged at school or transition to
employment or training. Get in
the Game, supports young
people disengaged from all
employment, education and
training.

Current Program operating in
seven (7) regions across NSW

15— 19 year olds no

longer at school, OR at risk

of leaving school (and

referred by an EPP school)

and NOT an active

participant in an Australian

Government program.

Workforce Trend issue — N/A

Training Developments — N/A

Skill Needs — v
GBIG support officers have the option of matching program participants to
individual employers who are seeking new skilled workers.

Career Pathways v
The program facilitates opportunities and advice for school students at risk of
leaving school.



https://education.nsw.gov.au/schooling/students/career-and-study-pathways/educational-pathways-program
https://education.nsw.gov.au/schooling/students/career-and-study-pathways/educational-pathways-program
https://education.nsw.gov.au/skills-nsw/students-and-job-seekers/low-cost-and-free-training-options/get-back-in-the-game
https://education.nsw.gov.au/skills-nsw/students-and-job-seekers/low-cost-and-free-training-options/get-back-in-the-game

Northern Territory

Initiative

Key Objectives — purpose and
components

Who is responsible and when
(current or planned or under
implementation)

Target Cohort

Map to SaSCA priorities and Sectors

Flexible Workforce Solutions
Fund

Flexible Workforce Solutions

Fund | NT.GOV.AU

Grant program whereby
business or industry can apply
for up to $200,000 to support
attraction and retention
strategies for areas of critical
shortage. They have tended to
be bespoke programs
underpinned by VET.
Businesses and Industry
bodies are encouraged to
collaborate. Project
proponents are expected to
contribute 25 per cent of cost.

Workforce Skilling Division of
the NT Government

Business, Industry Organisations

Workforce Trend issue — v
Retention and attraction strategies could address workforce
trends.

Implications — for this sector and also any of the other
SaCSA sectors and/or cross JSC collaboration.

Training Developments — v
Projects could involve training development.

kill Needs - v
Projects could address skill needs.

Career Pathways — N/A

Designated Area Migration
Agreement (DAMA)

A formal agreement between
the Australian Government
and the Northern Territory
Government for special visas
to be issued for a list of
occupations such as Tourism,
Hospitality, Retail and
Hairdressing

The Australian Government
has an agreement with the NT
Government

Migrants who meet the skill levels for

specific occupations

Workforce Trend issue — v
This program can assist to address skill shortages.

Implications — for this sector and also any of the other
SaCSA sectors and/or cross JSC collaboration.

Training Developments — N/A

Skill Needs — N/A

Career Pathways — N/A



https://nt.gov.au/industry/business-grants-funding/flexible-workforce-solutions-fund
https://nt.gov.au/industry/business-grants-funding/flexible-workforce-solutions-fund

Industry Advisory Council

Industry Skills Advisory Council
NT (ISACNT) | Leaders in industry
skills advice

A not=for- profit organisation
that provides advice and
intelligence on workforce
development in the NT.
Workforce skills officers align
with Jobs and Skills Councils.
They advise on changes to
training packages and skill
shortages.

Workforce Trend issue — v
Advise on Workforce trends

Implications — for this sector and also any of the other
SaCSA sectors and/or cross JSC collaboration.

Training Developments — v
Advise on training package changes.

Skill Needs — N/A

Career Pathways — N/A

School engagement programs

There is an industry team that
informs and supports school
pipeline programs.

Managed by the Department
of Education

School Students

Workforce Trend issue — N/A

Implications — for this sector and also any of the other
SaCSA sectors and/or cross JSC collaboration.

Training Developments — N/A

Skill Needs — N/A

Career Pathways — v
School-based traineeships, apprenticeships and

engagement programs.



https://www.isacnt.org.au/
https://www.isacnt.org.au/
https://www.isacnt.org.au/

Queensland

Initiative Key Objectives — purpose Who is responsible | Target Cohort Map to SaSCA priorities and Sectors
and components and when (current
or planned or
under
implementation)
Industry Skills Advisors They prowdej validated Queensland Industry Workforce Trend issue v
industry advice for Department of —
Information is gathered.
government to base Employment Small
https://desbt.qld.gov.au/training/employers/engage- | decisions on such as VET Business and
ps:// .q & / g/employers/engag .. Implications — for this sector and also any of the other SaCSA sectors
government/industry-engagement- Investment and reform. Training .
) ~ . and/or cross JSC collaboration.
framework/industry-skills-advisors
Training Developments — v
Recommend changes and reforms.
Skill Needs — N/A
Career Pathways — N/A
Industry Workf Advi At f 11 advi k land Indust
ndustry Workforce Advisors eam o advisors worl Queenslan ndustry Workforce Trend issue V4

https://www.business.qld.gov.au/running-

one on one with business.

Department of
Employment Small
Business and

Advisors can help navigate VET and programs to assist employers.

Implications — for this sector and also any of the other SaCSA sectors

business/employing/planning-workforce/industry- Training and/or cross JSC collaboration
workforce-advisors ’
Training Developments — N/A
Skill Needs — N/A
Career Pathways — N/A
The initiative represents a Queensland Young people Workforce Trend issue — v

Skilling Queenslanders for Work
https://desbt.qld.gov.au/training/training-
careers/incentives/sqw

commitment to increasing
workforce participation,
driving job growth by

Department of
Employment Small

Mature-age job
seekers

Program reflects benefits of collaboration between employers,
community organisations, training providers to tackle workforce
shortages



https://desbt.qld.gov.au/training/employers/engage-government/industry-engagement-framework/industry-skills-advisors
https://desbt.qld.gov.au/training/employers/engage-government/industry-engagement-framework/industry-skills-advisors
https://desbt.qld.gov.au/training/employers/engage-government/industry-engagement-framework/industry-skills-advisors
https://www.business.qld.gov.au/running-business/employing/planning-workforce/industry-workforce-advisors
https://www.business.qld.gov.au/running-business/employing/planning-workforce/industry-workforce-advisors
https://www.business.qld.gov.au/running-business/employing/planning-workforce/industry-workforce-advisors
https://desbt.qld.gov.au/training/training-careers/incentives/sqw
https://desbt.qld.gov.au/training/training-careers/incentives/sqw

https://desbt.qld.gov.au/training/community-

orgs/funded/sqw

improving skills development
and work opportunities for
disadvantaged
Queenslanders.

The initiative is supported by
a state-wide regional
network working closely and
forming partnerships with
community-based
organisations and local
employers to determine local
skills and entry-level industry
and labour needs.

There are eight sub-
programs. One of these sub-
programs (Work Skills
Traineeships) provides paid
work placements linked to
traineeships in a range of
qualifications including
Hospitality and Retail.

Business and
Training

In 2024-25
$37.35M available
for the Work Skills
Traineeships

Aboriginal and Torres
Strait Islander people

People with disability

Women re-entering
the workforce

Australian Defence
Force (ADF) veterans

Recently released
prisoners

People from culturally
and linguistically
diverse backgrounds.

Training Developments — N/A

skill Needs — V¥

Program provides an opportunity for Retail Hospitality employers to
connect with local community organisations to source and train
workers.

Career Pathways — N/A

Workforce Connect Fund

https://desbt.qld.gov.au/employment/workforce-
connect-fund

Grants program to address
workforce attraction,
retention and participation
issues.

Targeting scalable projects.

Queensland
Department of
Employment Small
Business and
Training

Organisations can
apply for up to
S1million over 24
months

Peak organisations or
community peak
organisations

Workforce Trend issue — v
Target is workforce retention and attraction.

Training Developments — N/A

Skill Needs — N/A

Career Pathways — N/A

School to Work Transition

https://desbt.qld.gov.au/training/employers/s2wt

Funding to support school
students who are at risk of
not transitioning from school
to education, training or
employment.

Employment Small
Business and
Training

School students

Workforce Trend issue — N/A

Training Developments — N/A

Skill Needs — N/A



https://desbt.qld.gov.au/training/community-orgs/funded/sqw
https://desbt.qld.gov.au/training/community-orgs/funded/sqw
https://desbt.qld.gov.au/employment/workforce-connect-fund
https://desbt.qld.gov.au/employment/workforce-connect-fund
https://desbt.qld.gov.au/training/employers/s2wt

S3million over 3
years

Career Pathways — v

Funding VET pathways to underpin these programs.
applications for the
24-25 year is
closed
Gateway to Industry Schools Program Partnerships between Queensland School students Workforce Trend issue — v

https://gcwt.com.au/schools-program/gateway-to-
industry-schools-food-wine-tourism/

schools and Industry to
enable young people to
acquire knowledge, skills and
attributes to participate
effectively in the QLD
economy.

12 sectors including Tourism
and Hospitality.

Must be Industry led.

Department of
Employment Small
Business and
Training

$255k per annum
over 3 years to
employ a project
manager

New contracts
from 1 July 2024

Could assist employers with attraction strategies.

Training Developments — N/A

Skill Needs — N/A

Career Pathways — v
Significant information and engagement for students.

Back to Work Program

https://backtowork.initiatives.qld.gov.au/

QLD employers are eligible
for financial support and job
seekers with pre-
employment support.

QLD Government

Employers eligible
for $20,000

Job Seekers

Workforce Trend issue — %
Could assist employers with attraction strategies.

Training Developments — N/A

Skill Needs — N/A

Career Pathways — N/A

Designated Area Migration Agreement (DAMA)

A formal agreement
between the Australian
Government and the
Queensland Government for
special visas to be issued for
a list of occupations such as
Tourism, Hospitality, Retail
and Hairdressing.

The Australian
Government has
an agreement with
the QLD
Government

Migrants who meet
the skill levels for
specific occupations

Workforce Trend issue — v
This program can assist to address skill shortages.

Implications — for this sector and also any of the other SaCSA sectors
and/or cross JSC collaboration.

Training Developments — N/A

Skill Needs — N/A



https://qcwt.com.au/schools-program/gateway-to-industry-schools-food-wine-tourism/
https://qcwt.com.au/schools-program/gateway-to-industry-schools-food-wine-tourism/
https://backtowork.initiatives.qld.gov.au/

For Tourism, this applies to
the Townsville and Cairns
areas.

Career Pathways — N/A

South Australia

Initiative

Key Objectives — purpose
and components

Who is responsible and

when (current or planned or

under implementation)

Target Cohort

Map to SaSCA priorities and Sectors

Skilled. Thriving. Connected. Our Policy Direction for Skills
in SA

Skilled. Thriving. Connected (skills.sa.gov.au)

Sets the policy direction
for skills in SA.

Government of South
Australia

Skills SA

Workforce Trend issue —
Implications — for this sector and also any of the other
SaCSA sectors and/or cross JSC collaboration.

Training Developments — N/A
No implications

Skill Needs — N/A

Career Pathways — N/A

Skill Shortage Solutions
https://skills.sa.gov.au/skill-shortage-solutions
https://providers.skills.sa.gov.au/skill-shortage-solutions

Funding for entry-level and
blended introductory
training and encourages
organisations to
collaborate and partner
with to codesign effective
programs.

Industry to Express an
Interest via a process and
are encouraged to be
broad in their scope to
address systemic issues.
They are encouraged to
build scale, sustainability
and to be strategic.

Immersion program in
Commercial Cookery

South Australian Skills Plan
From 2022/23, $8.8M
invested over 4 years

Job Seekers

Workforce Trend issue — N/A

Training Developments — N/A (program links to existing
training content)

skill Needs — v

A current project under the program provides a pipeline of
commercial cookery recruits for the Hospitality Sector in
SA and helps meet the industry’s need for skilled workers.

Career Pathways Ve
The program provides a career pathway for job seekers to
enter the Hospitality Industry.



https://skills.sa.gov.au/policy
https://skills.sa.gov.au/skill-shortage-solutions
https://providers.skills.sa.gov.au/skill-shortage-solutions

introductory skill set prior
to apprenticeship

New Technical Colleges are planned with a focus on skill

shortage areas

What are technical colleges? | Technical Colleges

The Technical Colleges will
have a clear focus on skill
shortage areas such as
Early Childhood Care and
Defence. The Port Augusta
College will open in 2025
and will include a focus on
Tourism and Hospitality.

Government of South
Australia

Department for Education

School Students

Workforce Trend issue — N/A

Training Developments — N/A
Skill Needs — N/A

V

Career Pathways —

Focus on school students with programs that can be done

from year 9 and progression is encouraged.

Equipment and Capital Grants

https://providers.skills.sa.gov.au/equipment-capital-
grants

The grants will build
capacity and capability.

Government of South
Australia

Skills SA
$9 million over 3 years

In 2023-24 a total of 16
providers have been
awarded funding of $2.5
million

TAFE SA, not-for-profit
and industry providers

Workforce Trend issue — N/A

Training Developments — Vv
Improved facilities will impact the development and
provision of innovative training.

Skill Needs — N/A

Career Pathways — N/A

Students undergo an “Upfront Assessment of Need”

This occurs at the start of
training to assure that
students get the support
they need to complete
their training.

Government of South
Australia

Skills SA

Funded Training
Providers conduct as
part of the training
process

Workforce Trend issue — v
Should assist to improve completion rates and hence
qualification achievement.

Training Developments — N/A

Skill Needs — N/A

Career Pathways — N/A

Designated Area Migration Agreement (DAMA)

A formal agreement
between the Australian
Government and the South
Australia Government for
special visas to be issued
for a list of occupations
such as Tourism,

The Australian Government
has an agreement with the
SA Government

Migrants who meet
the skill levels for
specific occupations

Workforce Trend issue — v
This program can assist to address skill shortages.

Implications — for this sector and also any of the other
SaCSA sectors and/or cross JSC collaboration.



https://www.technicalcolleges.sa.gov.au/about-technical-colleges/about-technical-colleges
https://providers.skills.sa.gov.au/equipment-capital-grants
https://providers.skills.sa.gov.au/equipment-capital-grants

Adelaide.

Hospitality, Retail and
Hairdressing.

For Tourism, this applies to
regional areas of SA and

Training Developments — N/A

Skill Needs — N/A

Career Pathways — N/A

Tasmania

Initiative

Key Objectives — purpose and components

Who is responsible and when
(current or planned or under
implementation)

Target Cohort

Map to SaSCA priorities and Sectors

Jobs Tasmania
(within the
Department of State
Growth) -Regional
Job Hubs

Leads and/or supports initiatives targeting key
sectors.

Funds eight Regional Job Hubs to streamline
access to jobs and training.

Department of State Growth,
Jobs Tasmania fund providers in
eight locations across Tasmania
to run the regional job hubs.

Current program

Job Seekers
School Students

Existing Workers

Workforce Trend issue v
The Regional Job Hubs demonstrate a model that brings together local
service organisations to assist job seekers to transition into employment.

This model is particularly effective for assisting long-term unemployed and
can help address labour shortages. Tasmania is using these hubs to support
their Tourism & Hospitality Action Plan.

Training Developments — N/A

skill Needs -V
This is targeted at addressing skill needs in the State and in particular in
the Tourism and Hospitality sector.

Career Pathways e
An online Career Connector Service is offered to 18-25 year olds. Currently
no active career advice or sector promotion into schools.

NOTE, a Youth Employment Strategy is under development which includes
career information to school students. This proposes to build on the
governments existing partnership with the Beacon Foundation (see below)




Tourism and
Hospitality
Workforce Action
Plan

Sets out priority
Workforce
Development actions
for participants in
the Tourism and
Hospitality

A key element of the
Action Plan is an
Industry Skills
Compact

The Industry Skills Compact aims to grow
workforce support and connect potential
interest into employment.

Key Elements are:

e Non accredited entry-level training via 3™

party organisation VXT target is regional
areas

e School Leaver summer Jobs
e  Promotion of Tourism & Hospitality in

Schools

e Leveraging regional job hubs to support

pathways into sectors

e Strengthen Tas TAFE contact with industry

Department of State Growth
Tourism Support Team leads the
action plan which is a tri-partite
initiative with commitment from
industry peaks and Tas TAFE.

current program

Skills Tasmania leads on the
Industry Skills Compact in
collaboration with the Tourism
Support Team who managers
relationship with industry. S1m
in FY 2023/24

Tas TAFE has commitments
under the strategy

Industry is supporting via

e  Advisory committee

o  Supply of professionals as
trainers

e  Shared infrastructure for
student training

School Leavers

Unemployed
School Students

The Action Plan addresses all of the SaCSA focus areas and provides a
model that SaCSA could choose to promote and/or pilot in states or
territories that do not have strategies for their Tourism and Hospitality
Sectors.

Workforce Trend issue v

The Compact aims to address the issue of workforce supply in regional
areas by supplying taster/introductory “visitor experience” training to
attract workers.

Training Developments — v

The Compact funds and promotes non accredited entry-level training.
Related content could be developed under the Tourism and Hospitality
training packages as targeted skill sets.

skill Needs — V¥
The Compact aims to provides a pipeline of skilled workers for the Tourism
& Hospitality Sector in Tasmania.

Career Pathways Ve
The Compact supports career pathways for job seekers and school leavers

to enter into the Tourism & Hospitality Industry. It also actively promotes
the sector directly to school students.

NOTE - Tasmania Department representatives have indicated their interest
in connecting their Tourism and Hospitality Workforce Advisory Committee
(THWAC) with SaCSA re their Action Plan.

Skills Tasmania —
within the
Department of State
Growth co-funds the

Beacon Foundation -
Job Readiness
Programs

Beacon programs are delivered to students in
years 7-12, more specifically targeting
students in years 9-12, at schools with an
Index of Socio-Educational Advantage (ICSEA)
of less than 1,000.

The programs

e connect industry volunteers to students
e are delivered either face-to-face in the

classroom or on-site with industry
representatives.

Current program since 1988.

Funding is sourced from a
combination of,

e  Skills Tasmania
e  Corporate Partners
o Donations

School Students

Workforce Trend issue — N/A

Training Developments — N/A

skill Needs — v
The programs seeks to increase the worker participation rate in key sectors
in Tasmania — including Tourism and Hospitality.

Career Pathways RV
The program facilitates direct industry engagement with school students

and their career advisors and provides current and accurate information in




e combine career awareness with activities
that increase career knowledge,
connections and confidence, accelerating
the transition from school to meaningful
employment or education (FYA 2018).

e Focus industry is Tourism & Hospitality

relation to the skills and qualifications that workers are expected to hold in
specific industries.
The program provides a model that SaCSA could promote nationally.

Victoria

Initiative

Key Objectives — purpose and
components

Who is responsible and when
(current or planned or under
implementation)

Target Cohort

Map to SaSCA priorities and Sectors

Victorian Skills Plan

Victorian Skills Plan for 2022

into 2023 | vic.gov.au

(www.vic.gov.au)

Identifies actions and further
work need to build a robust skills
base.

The Skills Plan

- Delivers industry-validated
insights on the scale and for
of the issues facing Victoria,

- Provides clear direction on
the response required, and

- Identities priority actions to
improve the training and skills|
sector.

The Skills Plan segments demand
into 13 industry clusters -
including the Services Sector that
references a number of
occupations in demand — relating
to both Tourism and Hospitality.

Victorian Skills Authority
2022-2023

Current

School Students
Job Seekers
Existing Workers

Adult Learners

Workforce Trend issue — v
The plan seeks to respond to skill shortages.

Training Developments — N/A
No implications.

skill Needs - v
Targets priority skill needs for the states.

Career Pathways -~
Related initiatives link to career pathways.



https://www.vic.gov.au/victorian-skills-plan-2022
https://www.vic.gov.au/victorian-skills-plan-2022
https://www.vic.gov.au/victorian-skills-plan-2022

Head Start Program

12 x School-based hubs
across Victoria School-Based
support Apprenticeships and
Traineeships)

Head Start apprenticeships
and traineeships | vic.gov.au

(www.vic.gov.au)

Provides senior secondary students
opportunities to develop their skills
with on-the-job training while
completing their senior secondary
education.

Head Start recipients receive wrap
around support comprised of:

- Career planning advice

- One on one support

- A career pathway planinto a
priority industry

Victorian Department of
Education (in collaboration with
Victorian Skills Authority)

Current

School Students

\Workforce Trend issue — N/A

[Training Developments — N/A

No implications

Skill Needs — v
Links students to training in priority skills.

Career Pathways — v
IAssists school students to identify career options.

Apprenticeships Victoria

Home - Apprenticeships
Victoria

Victoria has set benchmarks for
learn and learn opportunities
associated with apprenticeships
and traineeships.

Victoria Skills Authority

Current

School Leavers

Job Seekers

Workforce Trend issue — v

Aims to increase the number of people undertaking apprenticeships and

traineeships.

Training Developments — N/A
No implications

skill Needs —
Targets people to priority skill areas

Career Pathways — v
Promotes Apprenticeships and Traineeships as an education and

employment pathway.

Skills and Jobs Centres (x
30)

Skills and Jobs Centres |
vic.gov.au (www.vic.gov.au)

Aims to:

- triage people into appropriate
vocational learning pathways,

- deliver qualified careers,

- provide counselling and
providing information on local
job opportunities.

Victoria Skills Authority

Current

School Leavers
Job Seekers

Existing Workers

Workforce Trend issue — v
Targets increased training and employment participation.

Training Developments — N/A
No implications

skill Needs — V"

Career Pathways — v



https://www.vic.gov.au/head-start-apprenticeships-and-traineeships
https://www.vic.gov.au/head-start-apprenticeships-and-traineeships
https://www.vic.gov.au/head-start-apprenticeships-and-traineeships
https://www.apprenticeships.vic.gov.au/
https://www.apprenticeships.vic.gov.au/
https://www.vic.gov.au/skills-and-jobs-centres
https://www.vic.gov.au/skills-and-jobs-centres

Victorian Skills Gateway

Victorian Skills Gateway

Provides a portal for people to
explore training and skills
opportunities.

Victorian Skills Authority

Current

School Students
Job Seekers

Existing Workers

Workforce Trend issue — N/A

Training Developments — N/A
No implications.

skill Needs -V
Provides information on funded training opportunities in priority
qualifications (Free TAFE).

Career Pathways — v

Learn Local

www.learnlocal.org.au

Provides courses that empower
students to access further
training or employment — suited
to adults seeking to develop
digital, literacy, numeracy and
employability skills.

Victorian Skills Authority

Current

Job Seekers

Adult learners

Workforce Trend issue — N/A

Training Developments — N/A
No implications.

skill Needs v
Support candidates into training.

Career Pathways — N/A

Victorian Curriculum and
Assessment Authority
(VCAA) VET unit regulates
vocational education and
training delivered to
secondary school students.
Victorian Curriculum and
Assessment Authority

(vcaa.vic.edu.au)

Responsible for developing high-
quality early learning and
development frameworks and
curriculum for school aged
students.

Approved courses include:
Certificate Il in Hospitality,
Cookery and Tourism,

as well as Certificate Ill in Tourism
and Events

Victorian Skills Authority

Current

School students

Workforce Trend issue — N/A

Training Developments — N/A

Skill Needs — N/A

Career Pathways — v
Develops VET knowledge and experience of school students.

Designated Area Migration
Agreement (DAMA)

A formal agreement between the
Australian Government and the
Victorian Government for special
visas to be issued for a list of
occupations such as Tourism,

The Australian Government has
an agreement with the VIC
Government

Migrants who meet the
skill levels for specific
occupations

Workforce Trend issue — v
This program can assist to address skill shortages.



https://www.skills.vic.gov.au/s/
http://www.learnlocal.org.au/
https://www.vcaa.vic.edu.au/Pages/HomePage.aspx
https://www.vcaa.vic.edu.au/Pages/HomePage.aspx
https://www.vcaa.vic.edu.au/Pages/HomePage.aspx

Hospitality, Retail and
Hairdressing.

For Tourism, this applies to the
Warrnambool City Council.

Implications — for this sector and also any of the other SaCSA sectors and/or
cross JSC collaboration.

Training Developments — N/A

Skill Needs — N/A

Career Pathways — N/A

Local Learning and
Employment Networks
(LLENS) (x30)

https://www.vicllens.org.au/

Build strong relationships between
schools, industry and local
communities.

Victorian Department of
Education.

Current

Young people

Workforce Trend issue — N/A

Training Developments — N/A

Skill Needs — N/A

Career Pathways — v
The Victorian Department of Education also has staff who work in place to

build connections between local employers, industry, LLENSs, schools, TAFE
and RTOs to support schools and ensure young people can explore VET
employment and career pathways.



https://www.vicllens.org.au/

Western Australia

Diversify WA: Future State
(www.wa.gov.au)

Focus on Tourism, Events and
Creative Arts.

Australia

Department of Training and
Workforce Development

is responsible for the Workforce
Development component.

Government will work with
Industry

embedding Aboriginal culture into
Tourism

Initiative Key Objectives — purpose and | Who is responsible and when Target Cohort Map to SaSCA priorities and Sectors
components (current or planned or under
implementation)
Di ify WA Build the visit . G t of West Aboriginal | t of
iversify ui e visitor economy overnment of Western original people as part o Workforce Trend issue — v

Implications — for this sector and also any of the other
SaCSA sectors and/or cross JSC collaboration.

There is an understanding that work in Tourism can be
seasonal requiring a different approach to using standard
practices of workforce development. This might include
multi locational employment or employment via a Group
Training Organisation. An example program was noted
where candidates work in Broome and Margaret River as
seasons change.

Training Developments —
Training may need to be delivered in a different way to
engage a broader range of cohorts.

Embedding Aboriginal culture within Tourism experiences
has implications for the employment and training of
Aboriginal people.

skill Needs — ¥

Will have an impact on regional employment.

Career Pathways — v

Pathways showing adjacent industries can be explored.

Jobs and Skills Centres
www.jobsandskills.wa.gov.au

Provision of career
Information to candidates and
school students at 19 centres
across WA.

Government of Western
Australia

Department of Training and
Workforce Development

People looking to make a career
transition, job seekers, school
students, RTOs looking to promote
pre-employment programs

Workforce Trends — N/A

Training Developments — N/A



https://www.wa.gov.au/government/publications/diversify-wa-future-state
https://www.wa.gov.au/government/publications/diversify-wa-future-state
http://www.jobsandskills.wa.gov.au/

Includes the Jobs and Skills Research
unit — the development,
implementation and evaluation of
strategies and resources to support
the centres

“One stop shop for careers,
training and employment
advice and assistance”

Career practitioners run
regular sessions with year 9
students and develops taster
programs.

There are 70 practitioners.
Year 9 Career Taster Program |

Jobs and Skills WA

Skills Needs — v

Will involve the promotion of programs in skill shortage
areas.

v

Career Pathways —

Communication of pathways is critical in building the
talent pipelines and the centres will focus on this.

Industry Skills Councils (8) in total

www.stb.wa.gov.au

Provide advice for the
development of the state
training plan and making
recommendations to the
Minister on apprenticeships
and traineeships.

Currently involved in an
annual survey looking at
current demand and future
projection for skills and
delivery requirements. This
will inform TAFE delivery and
infrastructure needs.

Analysis of the survey is due
by early May 2023.

Currently consulting on the
shortage of chefs and cooks.

Recognised by the State Training
Board and seven are funded by
the Government of Australia

Department of Training and
Workforce Development

Industry

Workforce Trends — v
The current survey could inform future work for SaCSA
Consultation will identify concerns that could be

addressed that contribute to skill shortages.

Do any Industry Skills Councils align with JSCs?

Training Developments — \/

The current survey could inform the emerging needs for
training. Could also inform the need for more non-
accredited programs.

Skills Needs — v

The survey could inform the formation of Skills Priority
List.

v

Career Pathways —

Input could inform career mapping for the sector.



https://www.jobsandskills.wa.gov.au/careertaster
https://www.jobsandskills.wa.gov.au/careertaster
http://www.stb.wa.gov.au/

Tourism Workforce Development
Program

www.tourism.wa.gov.au

Four key strategies

1. Local jobs for local people

2. Inbound Workforce —
Leveraging the working
holiday maker and
international student
workforce

3. Career Profiling

4. Resources — creating assets
and tools to support
employee attraction and
retention

Short-term initiatives aimed at
alleviating labour and skill
shortages.

Careers portal developed in
partnership between Tourism
WA and the Australian Hotels
Assoc WA.

Tourism Western Australia

S4million over 2022-24

Local people

Working holiday makers and
international students

Workforce Trends — v

Identification of possible pipeline talent. WA wants to
convert visitor interaction into the skills base.

Implications are that “working holiday makers” and

“International student” could help address labour
shortages.

Training Developments — \/

The development of resources is a key outcome.

Skills Needs — v

Focus on short-term initiatives and the development of
resources which could be non-accredited.

Career Pathways — v

Developing and promoting career pathways is a key plank
of the strategy.

State Training Plan 2023 -2024

WA State Training Board | Our work
(stb.wa.gov.au)

Includes two relevant
priorities:

1. Managinga
sustainable pipeline
of apprentices and
trainees and

2. Building regional
workforce skills and
capacity

Government of Western
Australia

State Training Board

School leavers,

people in career transition and people
in regional areas

Workforce Trends — v

Will assist to build pipeline talent and assist with
retention.

Training Developments — N/A

Skills Needs — N/A

Career Pathways — v



http://www.tourism.wa.gov.au/
https://www.stb.wa.gov.au/our-work#state-training-plan
https://www.stb.wa.gov.au/our-work#state-training-plan

Will assist particularly in regional areas.

School to VET pathways

Students can choose a VET
course 2 days per week.

Possibly Certificate | or Il in
Tourism or Hospitality.

Students completing school

Workforce Trends — v
Assists with building pipeline talent for future
apprenticeships.

Training Developments — N/A

Skills Needs — N/A

Career Pathways - v
Courses are part of a pathway to apprenticeships.

Western Australian Group Training
Program (WAGTP) targeting under-
represented cohorts

Incentives to employ and train | Jobs
and Skills WA

Provides Group Training
support to under-represented
cohort candidates and
employers.

State Government incentives
are payable as well as
Australian Government
incentives.

Government of Western
Australia

Department of Training and
Workforce Development

Aboriginals.
People with a disability,

women in non-traditional trades,
humanitarian and refugee visa
holders,

school-based apprentices and people
in remote and regional areas

Workforce Trends — v
With a focus on building the capacity of people with
greater barriers to work through the use of Group

Training Services this could increase the candidate pool.

Training Developments — N/A

Skills Needs —

This program broadens reach of traineeships and
apprenticeships to build the skills pool.

Career Pathways — v

Group Training will lead to greater promotion of
pathways.



https://www.jobsandskills.wa.gov.au/employer-incentives#i-western-australian-group-training-program
https://www.jobsandskills.wa.gov.au/employer-incentives#i-western-australian-group-training-program

Job Readiness Programs for ex-
offenders run by Group Training
Organisations

Offenders are involved in pre-
employment training fi\or 6
months pre-release and this
occurs alongside numerous
other programs that Corrective
Services runs.

Corrective Services and
approved Group Training
Organisations

Offenders nearing release

Workforce Trends — v

Could provide pipeline talent.

Training Development — N/A

Skills Needs — N/A

Career Pathways — v

Information would be provided as part of training.

Designated Area Migration
Agreement (DAMA)

A formal agreement between
the Australian Government
and the Western Australia
Government for special visas
to be issued for a list of
occupations such as Tourism,
Hospitality, Retail and
Hairdressing.

For Tourism, this applies to
the Pilbara and South West
regions of WA.

The Australian Government has
an agreement with the WA
Government

Migrants who meet the skill levels for
specific occupations

Workforce Trend issue — v
This program can assist to address skill shortages.

Implications — for this sector and also any of the other
SaCSA sectors and/or cross JSC collaboration.

Training Developments — N/A

Skill Needs — N/A

Career Pathways — N/A
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