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This report is linked to the work undertaken as part of the GROW Business Plan Process.  As the consultants to this process, we 
were asked to undertake the following, which are the focus of this report: 
• An analysis of regional employment demand and plans linked to emerging industries or in response to changing policies.  
• An evidential case for regional brokerage which:  

Identifies which organisations are delivering brokerage in Colac and Geelong and how their models work; and 
What is not happening in the brokerage space that could be improved by a regional approach?  

The first half of this report focusses on the analysis of the regional employment demand, and outlines the changes that are taking 
place that will impact on how GROW develops. 

The second half then outlines the case for regional brokerage, and proposes a model that GROW could use to link jobseekers in 
target areas with job opportunities, alongside a group of partners who would collectively focus on achieving GROWs outcomes.  
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Figure 1: Unemployment rate comparison
Source:  Small Areas Labour Market Reports, Australian Dept of Employment, 2014

Each of the target areas of the GROW project 
has had and continues to have significantly 
higher rates of unemployment compared to the 
wider G21 region (see figure 1).  It stand to 
reason, then, that changing labour market 
conditions across the region will impact further 
on these communities - particularly when the 
realities of those changes mean that the nature, 
types and conditions of employment are set to 
continue to change over the coming years.   

A S i gn i f i c an t l y Changed 
Employment Landscape 
While having an underlying diversity, the G21 
Economy has traditionally been associated with 
particular industries, notably manufacturing in 
and around Geelong, and agriculture in the 
more rural shires.  Interestingly, these industries 
still underpin the value generated in the region, 
but the growth of employment in these industries 
has changed significantly over recent decades.  
In the target local government areas for GROW, 
it is a very different industry that is now 
generating most of the new jobs - that is, Health 
Care and Social Assistance.  Figure 2 provides 
an overview of the changing nature of 
employing industries in Geelong - and the 
projections of further change, particularly the 
decline of manufacturing. 

Overview 
This section begins with an analysis of regional 
employment demand, and an overview of the 
labour market shifts that are occurring in the 
region.  It then outlines a case for the 
establishment of a regional employment 
brokerage model.  As part of this case the 
report will identify what brokerage models 
already exist in and around the target 
communities, and what is not happening that 
could be improved by a regional approach.  

Transition & the Changing Face 
of Employment  
The G21 Region is experiencing the effects of 
economic restructuring of major industry sectors 
- particularly manufacturing, and agriculture, 
and which in turn change the face of 
employment in the region.  While there have 
been many studies and reports outlining the 
broader effects of shifts in manufacturing and 
agriculture, few have focussed particularly on 
how the shifts will impact on those areas that 
are already experiencing high levels of 
disadvantage linked to unemployment, such as 
the target areas of GROW.  This section focus 
particularly on an analysis of the labour market 
effects for those target areas located in the City 
of Greater Geelong as there is more specific 
data available on these areas.  However, a 
detailed labour market analysis of Colac is 
included in the section of the report specifically 
focussed on this target area.  Further, though 
Colac faces some particular labour market 
issues which are different from those target 
areas located in the City of Greater Geelong, 
the broader issues about transition economies 
and the changing face of employment outlined 
here are also relevant to Colac.   

The decline of manufacturing in Australia has 
had both general and more localised effects on 
employment trends, particularly in those places, 
like Geelong, where manufacturing has 
provided large numbers of jobs over many 
years.  In the G21 region the two most 
important labour market shifts relevant to target 
areas are:  the significant changes that have 
occurred over recent years to the dominant 
employing industries (away, for example, from 
manufacturing and agriculture, and towards 
health / social care); and the decrease in the 
number of jobs available in unskilled or semi-
skilled areas, and a demand for a more skilled 
workforces.   

These shifts have implications for workforce 
development across the whole region, but they 
have particular implications and impacts for 
employment strategies in those areas that are 
already experiencing high levels of joblessness 
and disadvantage.  
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Key employing industries for Geelong at August 
2014 were Health Care and Social Assistance 
(16%); Education and Training (11%), Retail 
(10%), Construction (10%) and Manufacturing 
( 9 % ) . H o w e v e r m a n y e m p l o y e r s i n 
manufacturing are reducing their workforce, 
especially the traditional  manufacturing 
industries such as auto and heavy industry.     

For GROW target communities there are a 
number of implications of these shifts.  First, as 
figure 3 highlights, compared to other local 
areas in Geelong, a significant number of 
people in these communities are currently 
employed in the  manufacturing industry (in 
each case it is the industry that employs the 
larges t percentage of workers in t he 
community).  Therefore, the decline of 
manufacturing has been and will continue to be 
felt in these communities in particular.   

Second, the gender ratios of manufacturing are 
very different to those in some of the industries 
that are experiencing growth such as health 
care / social assistance and retail trade. Indeed, 
this highlights a broader trend in the Geelong 
labour market of decreasing full-time male 
employment - as Neville suggests (2014;p9), 
“since September 2008 (Global Financial 
Crisis), male full t ime employment has 
decreased by 4,200 employed persons, while 
female part-time employment has increased by 
2,200 employed persons”.  Though there are 
some other industries growing that have similar 
gender ratios to those of manufacturing, there 
are l ikely to be challenges for target 
communities around the job opportunities 
available or attractive to men as opposed to 
women, and shifts in the employment ratios for 
men and women in those communities.  This may 
have implications for families, and for education 
of boys and girls into the future.    

Finally, the types of occupations linked to 
different industry sectors and the sorts of skills 
involved are not necessarily easily transferrable.  
While skill levels will be specifically discussed in 
the next section, it is clear from both data and 
from interviews that the occupational structure 
of the Geelong labour market is changing 
significantly.  Figure four provides an overview 
of the growth and decline of particular 
occupations in Geelong between 2006 and 
2011. 

Figure 2: Changing Industry Structure: Number of Jobs, Gender Ratio & Job 
Projections Source: ABS 2011; REMPLAN, 2015

Figure 3: Percentage of People Employed in Manufacturing in Different Localities
Source: ABS Census Data, 2006 and 2011
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Occupations that declined the most  
between 2006 and 2011 included Machine 
Operators and Mechanical Engineers and 
Trades Workers - aligned, of course, with 
parts of the Manufacturing sector.  These 
trends are expected to accelerate with the 
loss of Ford and Alcoa manufacturing plants 
from 2014 to 2016.   

The new ’advanced’ manufacturing requires 
in large part a different set of skills and 
employs less people due to improved 
technology. 

A number of redundant manufacturing 
workers may take early retirement but 
others may take vacancies suitable for low 
skilled unemployed people, pushing this 
latter group further to the back of the 
employment queue. Though the skill levels 
of redundant manufacturing workers are 
relatively diverse, a 2013 survey of 
Geelong employers found employers were 
more likely to consider lower-skilled 
occupations as suitable for ex-auto industry 
employees such as labourers and sales 
workers.  
 

Figure 4: Growth and Decline in Various Occupations in Geelong between 
2006 and 2011 
Source: ABS Census, 2006 and 2011; and Neville, 2014

Within the declining industries of manufacturing 
and agriculture are, however, some key growth 
areas, including Advanced Manufacturing, Food 
Production and Agribusiness.  These sub-sectors 
are in the key industry sectors where Australia has 
a global competitive advantage according to the 
federal Government’s Industry Innovation and 
Competitiveness Agenda and are also featured 
strongly in Geelong Regional Innovation and 
Investment Fund (GRIIF) grants to date (for 
example, with investments into Organic Dairy 
Farmers Pty Ltd  in North Geelong, and Australian 
Lamb in Colac). Food and agribusiness is 
expected to increase following the signing of the 
Free Trade Agreement with China in November 
2014.  

Despite the decline in manufacturing, there is 
some growth in industries that still of fer 
opportunities for semi-skilled or low skilled 
workers, for example, construction.  This will be 
driven by significant new investment including 
$100M leveraged by GRIIF plus other publicly 
funded infrastructure projects in the pipeline 
including those at Deakin University and Barwon 
Health in Geelong, and the expansion of Coles in 
Colac.    

The occupations that grew the most between 
2006 and 2011 were Personal Carers and 
Ass is tants ; and Midwifer y and Nurs ing 
Professionals.  Jobs in these occupations are 
expected to increase in the next five years due to 
the ageing of the population and the roll out of 
the National Disability Insurance Scheme (NDIS).  
The semi-skilled roles in Health Care and Social 
Assistance usually offer a lower salary and fewer 
hours per week than occupations in the Motor 
Vehicle and Motor Vehicle Parts Manufacturing 
industry, as figure 6 suggests. 
  	  

Some interviewees commented that for many 
people on Centrelink payments, jobs with casual 
or uncertain part-time incomes create difficulties 
with Centrelink payment regularity and other 
concessions, and can impact on housing / rent 
payments if the jobseekers are in social housing. 
This makes some of the conditions in occupations 
such as personal care assistance and hospitality, 
and particularly those jobs with ‘zero hours 
contracts’ particularly difficult as pathways into 
employment. 

Figure 5:  Figures in City of Greater Geelong
Source: Enterprise Geelong, ABS and Dept Employment
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Figure 6: Comparison of weekly hours and incomes across selected occupations
Source: Neville, 2014

More than half of the new jobs will require a 
diploma level qualification or higher.   

Data contained in Australian Jobs 2014 
published by the Department of Employment 
confirms that the largest number of new jobs 
in the next five years is expected to be for 
Professionals (around one in every three), 
with strong growth for Community and 
Personal Service Workers (around one in five 
of all new jobs and consistent with the very 
strong growth expected in the Health Care 
and Social Assistance industry).  According 
to this report:  

“The Australian workforce increasingly 
requires people who have undertaken 
training after they have left school. This is 
consistent with past employment growth 
and projections that the less skilled 
occupational groups will offer relatively 
f ew new jobs ove r t he nex t five 
years” (Australian Jobs, 2014).   

For example Machinery Operators and 
Drivers will comprise one in 30 new jobs and 
Labourers will comprise around one in 75 
new jobs. 

The expected growth in demand for higher 
skilled occupations requires intensive and 
long term s t ra teg ies to grow loca l 
professional workers from target areas.  In 
addition, it requires intentional and intensive 
engagement with educational institutions such 
as Deakin University and The Gordon, and 
initiatives such as Skilling the Bay. In 
identifying opportunities across the Region, 
GROW could work with its partners, with 
organisations such as the LLENs and other

Further, most positions in health and social 
assistance also require a clean police 
record something that may pose a 
chal lenge for some disadvantaged 
jobseekers.    

There are certainly some challenges ahead 
for the region as a whole during the 
economic restructuring that is taking place 
(see for example figure 5 which suggests 
that the number of new jobs that are 
forecast until 2018 will not keep pace with 
the population growth and factoring in 
current unemployment in Greater Geelong).  
Despite this, the overall picture for the 
labour market in Geelong is relatively 
positive according to various researchers 
and economists, with jobs growth on the 
rise in medium to long term:

“It is expected that while the short term 
impact of job losses wi l l impact 
negatively on the regional economy, in 
the medium to longer term the outlook 
will be brighter.  The Geelong economy 
will continue to adjust and it is estimated 
that by 2015/16 there will be a net 
positive growth in employment and 
output” (Keneley et al, 2014; p.35).   

However, for those jobseekers who 
experience multiple disadvantages, or who 
have been unemployed for longer periods 
of time, or who have lower skill levels (all of 
which are more prevalent in target areas), 
the outlook may not be so bright.  This 
implies the need for employment strategies 
that seek to open up as many opportunities 
for these jobseekers as possible.   

Demand for Higher Skills 
A 2014 survey by the City of Greater 
Geelong of skill shortages experienced by

employers across the G21 region found that 
86.6%% of existing skill shortages were for 
skilled or semi-skilled  occupations, and only 
13.4% for semi-skilled or unskilled positions.     
Of the 119 existing skill shortages identified, 
the Technical and Trade Sector accounted for 
42% of the positions, and the Professional 
Sector for 32.8% of positions (COGG, 2014). 
This is consistent with research conducted by 
Skills Australia in 2012 which found that 70% 
of the new jobs created in the five years to 
2016-17 will require at least a Certificate III 
qualification.

Figure 7: Participation and unemployment rates according to Educational Attainment Level

Source: ABS 2011; REMPLAN, 2015, Neville, 2014
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initiatives such as Skilling the Bay to co-
ordinate and support a pool of employers to 
advise on the design of pre-employment 
programs and impor tantly of fer work 
experience and student vocational placements 
(Semi-skilled level) and cadetships/internships 
(University level).  

Employers with predominately high skilled 
needs expressed in teres t in of fer ing 
cadetships/internships for residents from target 
areas studying at The Gordon or Deakin 
University. Deakin University has more than 30 
ini t iat ives aimed at enabl ing access, 
participation and success for students from low 
socio-economic backgrounds. Deakin have 
recently announced a partnership with 
Bendigo Bank to offer scholarships to students, 
which could be relevant to GROWs objectives.  
They also have specific programs to support 
students with disability.  In 2013 they had the 
highest number of students with a disability 
commencing in Victoria and the 2nd highest in 
Australia.  These initiatives could be 
proactively linked in with GROW as it 
develops.   

Leveraging Opportunities from Public 
Investment 
In the medium term, however, the shift in 
demand for higher skill levels also requires the 
identification and leveraging of opportunities 
from the investment and spend that is being 
injected into the region as a direct result of 
government intervention to curb the negative 
impacts of economic restructuring.  This will 
not happen automatically, but will need to be 
the result of intentional and monitored 
strategies (see social procurement and 
investment sections for details).   

Significant public investment is forecast for the 
region and this will drive demand for new jobs 
at all skill levels (both during the construction 
and ongoing phases). According to Enterprise 
Geelong (City Scope Investment News):  

“Over $1.2 bi l l ion wor th of major 
cons t ruc t ion and redeve lopment i s 
underway in Geelong and another $1.9 
billion is awaiting commencement or in the 
planning stages. In the last twelve months, 
construction worth $745 million has been 
completed across a wide range of industry 
sectors.”   

However there are currently no consistent 
mechanisms to ensure a portion of these jobs 
go to those who are already unemployed, 
either through targets within contracts or 
informal pledges or commitments.  Nor are 
there currently mechanisms to track those 
employed by the jobs generated. This is 
currently also the case for GRIIF where to date 
nearly $20M of the $30M fund has been 
announced.  This will leverage approximately 
$100M of new investment and generate an 
additional 725 jobs by June 2017 (including 
an estimated 450 in the GROW target areas 
of North Geelong and Colac). 

The 750 jobs does not include the estimated 
construction jobs required which should be 
substantial given many projects include a 
significant amount of new build.  

Information obtained to date reveal job 
opportunities at a range of unskilled and semi-
skilled roles (especially in food processing but 
also at Accensi and possibly warehousing and 
logistics at Cotton On) but there is no 
transparency to better understand specifics of 
jobs which will be generated and lead times to 
prepare people from target areas to fill them. 

The implications for of this public investment 
are many, and it is critical to being to work 
with partners and with other initiatives such as 
Skilling the Bay to try and leverage and 
coordinate how these investments could better 
maximise economic and social outcomes 
alingned with GROWs goals.  Idenitifying and 
understanding the potential local jobs within 
these investments and then ensuring that there 
is enough lead time to prepare, train and 
support jobseekers from taret areas into thse 
jobs will be a critical test for GROWs demand-
led employment strategies.   

Employers want stronger employability 
skills for all skill level occupations 
Geelong and Colac employers consistently 
reported a lack of work readiness or 
employability skills, consistent with Australian 
wide findings from numerous employer 
surveys.  A Department of Employment survey 
of employers in the region in 2013 indicated 
they placed most importance on: personal 
traits and qualities only (30%); technical skills 
only (28%); and both equally important 
(41%).  However applicants lacked personal 
traits and qualities of enthusiasm, motivation, 
communication, confidence and teamwork.   

In 2014, Geelong employers viewed the 
following as essential:   

• Employability skills: interpersonal/social 
ski l ls; customer service ski l ls and 
communication.   

• Personality traits considered essential 
were attitude, presentation and flexibility, 
reliability, confidence and work ethic 
(Neville, 2014).  

Interviews with companies such as Accensi, a 
new agricultural chemical plant being built in 
Lara, said there were opportunities for 
jobseekers who were independent, self-
motivated, initiators and team players, with 
other skills able to be taught on the job. 

Employer engagement is critical to ensure a 
bet ter match between disadvantaged 
jobseekers and local employers. Findings from 
recent Australian research on five industries 
(including food and agriculture and advanced 
manufacturing) indicates that collaboration 
with education and training providers as a key 
factor in preparing workers for new skills 
required (Beddie et al, 2014). Indeed, it 
suggests that:

“collaboration is more than injecting 
industry relevance into the skills and 
knowledge contained in training packages. 
It is also more than training providers 
responding to short-term demand.”  

Other Labour Market and 
Policy Shifts with Implications 
for GROW 
Ageing Populations & Workforces in certain 
industries 

The RMIT research conducted for Skilling the 
Bay covering 4 of the 5 G21 LGA areas 
found that the area has a population that is 
on average older than the Australian 
population, with 43% aged over 45 years. It 
also has a significantly smaller proportion 
aged between 20 and 34 years. This 
suggests that younger workers may be 
leaving the region to seek employment and 
training opportunities elsewhere.  

Most large employers interviewed for this 
project cited an ageing workforce, especially 
for skilled roles, as a particular challenge 
which is already impacting and will escalate 
in the future.  More than 50% of the City of 
Greater Geelong Council’s workforce and 
62% of Coal/Otway Shire Council are aged 
over 45 years. This compares with 39% of 
Australian workers aged over 45 years 
(Council Annual Reports; Department of 
Employment Australian Jobs, 2014).   

An audit of workplaces and industries in an 
around target areas to identify occupations 
that are particularly vulnerable to ageing 
workforces, and the skills needed in these 
occupations may open up some possibilities 
for GROW.  

NDIS, ADEs and Aged Care Services 
The introduction of the NDIS is due to 
dramatically increase the size of the disability 
care workforce but there is uncertainty 
regarding what the person-centred model will 
mean for operating models for disability 
services who will no longer receive block 
grants to provide services.  In addition to the 
cessation of State Government funded 
programs, it is also likely some local 
government provided services will decline in 
favour of NGO services (these typically 
provide services at lowest costs, partly as 
they pay lower wages), which may cause 
redundancies (Australian Jobs, 2014)    

There is also considerable uncertainty 
surrounding the future of Australian Disability 
Enterprises (ADEs) which are dealing with 
unresolved issues regarding wage assessment 
methods and future funding arrangements.  A 
number of social enterprises operating in 
Geelong operate as ADEs (employing at 
least 300 people with intellectual disability), 
all of whom face an uncertain future.   
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Major aged care reform will commence in 
July 2015, when funding for Home and 
Community Care services for those aged 
over 65 will solely be the responsibility of 
the Commonwealth Government. This will 
have an impact on services delivered by 
NGOs and local councils and again may 
require workforce adjustments. 

Outsourcing, 457s and difficulty recruiting 
for entry level because of other factors 
Larger employers repor ted difficulty 
recruiting entry level roles in Colac but in not 
Geelong.  Both the Australian Lamb 
Company (ALC) and Colac Area Health 
expressed a desire (and business case 
benefits) of recruiting locally but reported 
difficulty in recruiting local residents for entry 
level roles. ALC regularly recruit from 
overseas using temporary (6 month) visas 
due to an inability to source locally.  One 
reason cited was the poor physical fitness of 
some local applicants.  They said they would 
be interested in collaborating with the 
recently expanded (and Council owned and 
operated) Blue Water Fitness centre. ALC 
would work with providers to design a 
specific program to meet the fitness needs for 
working at the meat processing plant 
(interviews with ALC HR Manager and 
Recruiter).  However there appears to be no 
shortage of applicants in Geelong - a recent 
recruiting exercise for 32 cleaning positions 
at Barwon Health facilities elicited more than

Industry Example of Large Employers 
in the Region

Low/Entry Level Skilled Semi-Skilled Highly Skilled 

Health & Social 
Assistance

Barwon Health 
Karingal,  
St Laurence 
Colac Area Health

Kitchen and catering 
assistants, cleaning/
maintenance 
Care assistants

Personal Care Workers – 
disability and aged, 
residential facility and in 
home 
Administration 
Technicians, Orderlies 
Childcare

Drs, RNs, Allied Health 
Professionals

Construction Lascorp developer (Coles 
Colac), BDH(Colac), Bulla; 10 
contracts to be awarded to 
GRIIF recipients

Labourers Drafters 
Construction trades 
Truck Drivers

Project management 
Design Professionals 
Engineers

Retail Coles expansion Colac, 
Cotton On expansion (Nth 
Geelong)

Sales assistants, shelf fillers, 
checkout operators, 
warehousing and logistics 
entry level roles

Administration 
Customer Service 
Representatives

Corporate Services 
Managers

Advanced 
Manufacturing

Accensi, Carbon Revolution, 
Quickstep, Trade Mailing & 
Fulfilment Services

Packaging, labelling and 
bottling 
Finishers 
Computer-controlled machine 
tool operators

Technicians 
Electrical and Electronics 
Repairers 
Maintenance Workers

Engineers 
Specialist Technicians

Food Processing Organic Dairy Farmers (Nth 
Geelong); Bulla Dairy and 
Australian Lamb (Colac), Farm 
Foods

Food processing 
Packaging, basic horticulture, 
labouring

Technicians 
Skilled horticultural workers

Managers 
Chemists 
Biotechnology 
professionals

9 applicants for each job (interview with 
Barwon Health Director of Support Services).   
	  
Small businesses also mentioned that they did 
not have the capital to employ locally and 
that they had considered (or in some cases 
initiated) overseas outsourcing of entry level 
jobs or backroom operations (such as 
accounts management or book keeping).  This 
was identified as a means to grow businesses 
when capital for employment was scarce.  
There has been no research undertaken 
locally to ascertain the extent of this activity, 
but it certainly has implications for GROW if it 
is proliferating as an activity in the region.   

Conclusion 

The G21 Region is one where there are both 
challenges and opportunities in the labour 
market.  Economic restructuring has meant 
that some traditional industries that were 
major employers are in decline.  Others, such 
as Health and Social Assistance are 
experiencing significant growth in the region. 

Emerging opportunities fall into three skill 
levels  - professional/high, semi and low and 
are concentrated in five industries – Health 
and Social Assistance, Construction, Retail, 
Advanced Manu fac tu r i ng and Food 
Processing (see table 1).  

If GROW is to ensure that some of these 
emerging opportunities are able to be 
harnessed fo r jobseeker s i n ta rge t 
communities, it is critical that employers are 
engaged early so that there is a lead time to 
realise these opportunities.  Equally important 
is that a demand-led approach is taken to 
understand the job opportunities, and 
prepare, train and support job seekers and 
employers.   

This is the essence of the next section, where 
the current employment brokerage services in 
the region are identified, and a potential role 
for GROW in this space is articulated.  This 
role is particularly important given the 
challenges that will be faced in relation to 
employment in the region, challenges which 
mean that, without some intent ional 
intervention, the spatial inequities in the 
labour market are likely to be further 
exacerbated, and jobseekers in these areas 
may find it even harder to enter and remain 
in the workforce.  

Table 1:  Some opportunities identified at different skill levels in interviews
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E m p l oy m e n t B r o ke r a g e 
Models 
Job creation is only half of the issue that 
GROW is trying to tackle.  Equally important 
is the effective linkage of jobseekers to 
employers who have jobs  - this is the 
‘brokerage’ dimension of GROW.   

This section provides important background 
information about the existing models for 
b rokerage t ha t ex i s t i n t he t a rge t 
communit ies, and how GROW could 
contribute to strengthening their work, and to 
identifying and filling gaps in the service 
system.   

An e f f ec t i ve b roke rage sy s t em f o r 
employment incorporates three critical 
elements:  

1. The needs of the employer (and in 
demand-led brokerage models this is 
where we start, so that the model is 
focussed towards effective outcomes);  

2. The assets of the jobseeker (what they 
have to offer in terms of skills, attitudes, 
motivations and experience); and  

3. The service system that links the two 
to ensure a good match.   

Disadvantaged jobseekers and people who 
have experienced long-term unemployment 
require certain things from this system if 
indeed it is going to lead to real and 
sustainable job outcomes.  The research is 
very clear and consistent about what is 
needed to broker jobs between employers 
and disadvantaged jobseekers, and the 
elements identified in literature and research 
from around the world is outlined in figure 8.   

In GROW target areas many (but of course, 
not all) jobseekers are more likely to be 
unemployed for longer periods (see figure 
9), and to have experienced one or more 
barr iers or disadvantages that may 
complicate their search for work.  These 
may include: 

- Health issues, or mental health issues; 
- Social issues including family and 

d o m e s t i c v i o l e n c e , f a m i l y / 
relationship breakdown, indebtedness 
or f inancial management issues, 
chronic poverty, social isolation, 
trauma; 

- long-term unemployment; 
- l a n g u a g e o r c o m m u n i c a t i o n 

difficulties; 

- addiction issues; 
- h o m e l e s s n e s s o r u n s t a b l e 

accommodation.   

Addressing any of these issues can involve 
complex interventions and multiple service 
providers, and can take time.  If they are 
being resolved in the context of assisting 
someone to become job ready, and to gain 
employment, then longer term interventions 
that involve partnerships with a range of 
services, and indeed also with employers 
are essential.   

It is important to recognise, however, that 
despite barriers, jobseekers from target 
communities have aspirations, capacities 

Figure 9: Comparison of Length of Unemployment according to Place
(Newstart reciptions, duration of registration with JSA - 2011)
Source: Neville, 2011, using DEEWR Administrative Data

Figure 8: Summary of Elements of Employment Service Design that have had positive outcomes for Disadvantaged Jobseekers  9



GROWs WIN-WIN Approach 
Inherent in the GROW model, like all 

models focussed on employment outcomes 
for the most disadvantaged jobseekers, are 
tensions which need to be addressed in 
GROWs pract ice, but assumpt ions 
underpinning each also need to be 
discussed openly and transparently as 
GROW builds interest and commitment 
across the region.  Three perceived 
tensions were often raised in interviews, 
and are particularly critical: 

1. Meeting the needs of employers (who 
want the best candidates) and serving the 
most disadvantaged job seekers (who may 
face numerous barriers to employment).  It 
is critical to emphasise that what GROW is 
seeking is mutual benefit.  Employers will 
not be asked to take on employees from 
target areas as an act of charity - rather, 
because they are the best candidates and 
will make a positive contribution to the 
business. 

2. Serving the needs of all unemployed 
(including redundant workers and those in 
supply chains) and those living in the 
GROW target areas. It is critical to 
emphasise that GROW is not about ‘either-
or’ outcomes - while the focus is on 
growing employment in target areas, this is 
not at the expense or instead of other 
unemployed people in the region.   

3.  Living in a target area does not 
automatically mean that people are 
experiencing disadvantage, or are 
disadvantaged as jobseekers.  It is critical 
that GROW is built on place as a lense, 
not a prison.  GROW must build on an 
asset approach rather than a deficit 
approach, and not become a semantic 
football.

rather than simply job entry”.  As recent 
research has highlighted:  

“This type of approach has the potential 
to improve labour market prospects and 
reduce the risk of poverty and exclusion 
among low-skilled and disadvantaged 
workers, as well as supporting workforce 
participation, skill development and 
productivity objectives” (Chigavazira et al, 
2013;p.19).   

In summary, ef fect ive outcomes for 
disadvantaged jobseekers depend on the an 
effective focus on ensuring quality in and 
partnership across all parts of the service 
system:  

“Quality services and quality jobs are at 
the hear t of durable employment 
o u t c o m e s ” ( G o o d w i n - S m i t h a n d 
Hutchinson, 2014;p. 20) 

What is already happening 
in GROW target areas? 
There are multiple projects funded by both 
Federal and State governments working to 
reduce unemployment and build skills in the 
G21 Region, and while there are good 
foundations of partnerships to build from, 
there is little evidence of co-ordinated 
strategy. 

There are a large number of Federally 
funded employment providers (Job Services 
Australia and Disabil i ty Employment 
Services) and number of intermediaries/
initiatives funded by the Victorian State 
Government.  Further, a number of 
community service organisations across the 
region link in and provide support for 
jobseekers in and around the target 
communities.  In addition, there a variety of 
training bodies, and initiatives, all 

and potential. This recognition of the 
potential and strengths of jobseekers from 
target communities needs to be at the heart 
of GROW - it is too easy to assume that 
people in target areas face barriers to 
employmen t on ly because o f t he i r 
personalities or other deficits.  GROW must 
be based in a belief that all residents of 
target communities have the potential for 
meaningful and sustainable employment.   

Long-term unemployment in itself has been 
shown to have not just economic but also 
health, social and emotional consequences.  
Further, the dif f iculty at the core of 
addressing unemployment lies in the very 
fact that ‘long-term unemployment begets 
further unemployment:  

“Once a person has been unemployed for 
12 months, their risk of continuing to be 
unemployed for another year is around 50 
per cent” (Goodwin-Smith and Hutchinson, 
2014;p.2).   

Finally, there are structural and policy 
impediments that can perpetuate joblessness.  
For example, though the next iteration of 
JSA provider contracts may alter the 
incentives, current incentives favour 
placement over longer-term employment 
retention.  As research has shown, for 
people who have experienced long-term 
unemployment or who are experiencing 
other barriers to employment, merely placing 
someone in any available job does nothing 
to ensure job retention nor exit out of 
unemployment or disadvantage.  This 
requires a focus on ensuring that people are 
able not just to ‘get’ a job, but are able to 
get a quality job, with some security of hours 
and conditions, and some pathways forward 
(See figure 10).  For GROW it is essential 
that the focus is on measuring “employment 
retention and advancement 

Figure 10: Disadvantaged Jobseekers can face multiple barriers to employment, 
and the type of job placement they end up in can also effect longer-term outcomes
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focussed on building the skill based and 
thereby extending employment options 
across the region, but also in some of the 
target communities (the largest of these 
initiatives being Skilling the Bay, which  is 
also funding intermediaries in at least two of 
the target communities).  While organisations 
from across this complex service system often 
interact and there are a number of 
exemplary partnerships – there is no overall 
regional strategy with agreed outcomes and 
methods for achieving them.   

The complexity, breadth and scope of the 
existing service system presents some 
challenges, particularly in coordinating and 
tracking outcomes.  It also needs to be 
highlighted that some recent policy and 
political changes mean that parts of the 
service system are currently in flux, and it is 
not entirely clear what the implications of tis 
may be for GROW at this moment.   

For example, it is not clear how State 
Government projects will be affected by the 
change of government but it is most likely to 
increase intervention/funding commitments to 
the area, and co-ordination with Federal 
policy and programs will continue to be a 
challenge.  Further, the Job Services 
Australia Provider contracts are currently 
under tender, and the new service design 
models for these contracts and the provider 
landscape for the region is unclear at this 
stage, and not likely to be clear prior to the 
c o m p l e t i o n o f t h i s b u s i n e s s p l a n .  
Nevertheless, there are numbers of initiatives 
and programs that are operating across the 
region and in the target areas that can be 
identified and the core of a demand-led 
brokerage framework for GROW can be 
outlined.   

Key Employment and Training 
Initiatives 

Key initiatives in the region that have a clear 
link to and partnership potential for GROW 
include those identified in the adjacent 
boxes.    Partnership and engagement should 
not be restricted to these bodies and 
initiatives, however, and the culture should be 
one of engagement with anyone or any body 
that could help to create outcomes in the 
target communities.   

Demand-led Employment Practice 

Two approaches to employment service 
policy in Australia dominate.  The first is that 
jobseekers should be linked to a job (any 
available job) as soon as possible.  This is 
often referred to as the ‘work-first’ approach.  
Such an approach argues that a short 
retraining period may be needed for 

Skilling the Bay 
Skilling the Bay, an $11M initiative led by The Gordon, and delivered in partnership 
with Deakin University and the Victorian Government whose purpose is to “support  
the future prosperity of Geelong by focussing on skills development and education”.  
Its key aims are: raising educational attainment levels across the region; skilling and 
reskilling workers transitioning to the new economy, and increasing workforce 
participation.  As skills, training and education is a key underpinning strategy for 
GROWs success, it is critical that there is some integration and cooperation between 
GROW and Skilling the Bay, and potentially, a sharing of data and measurement 
frameworks over time, so that the linkages between education and jobs growth can be 
strengthened and pathways made more seamless.  There has been very good support 
from Skilling the Bay to cooperate and coordinate with GROW, and vice versa.  

Specialist Employment Brokers / Intermediaries 
Intermediaries who have focussed on improving the job outcomes in particular places 
or amongst particular groups of people will need to be critical partners for GROW, as 
they offer local knowledge, skills in achieving employment outcomes with more 
disadvantaged groups and more intensive support possibilities.  Some of these 
intermediaries (Northern Futures, Whittington Works Alliance and the Youth 
Employment and Training Alliance in Colac) have been mentioned specifically in this 
report, but others may also be important, including intermediaries who work with 
Indigenous jobseekers, and jobseekers from CALD backgrounds.

Local Learning & Employment Networks (LLENs) 
The LLENs in target areas the Geelong Region and South West LLENs (GRLLEN and 
SWLLEN), have taken on a number of roles and projects designed to improve 
education and employment outcomes particularly for young people.  While in the first 
instance LLENs have had a particular focus on young people at risk of disengaging, or 
who have already disengaged, from education and training and are not in meaningful 
employment, both the LLENs in this region have also taken on broader roles in the 
education and employment area.  Both GRLLEN and SWLLEN could be important 
partners for GROW, and both have contributed substantially to the design of 
recommendations in this report.  

Job Services Australia and Disability Employment Service 
Providers in the Region 
JSAs and DESs are the Providers Australian Government service system focussed on 
employment.  They seek to support both job seekers and employers, and are the 
frontline service delivery agency for job seekers needing support to access 
employment opportunities.  It will be important for GROW to develop strong 
relationships with the new JSA and DES providers who should be announced in early 
2015.  

Deakin University, The Gordon, and other key RTOs, plus 
Pre-Vocational Learning Centres 
Education, Training and employment are critically inter-related, and it will be 
important for GROW to connect to both providers of education, accredited training 
and also pre-vocational and non-accredited training linked to improving job outcomes.  

Employers and Employer Networks and Industry Bodies 
GROW should seek to build partnerships with key employer networks in the region - 
such as Chambers of Commerce, industry peaks (such as the Geelong Manufacturing 
Council) and small business networks (such as the ....).  It is important that GROW not 
become seen as another ‘welfare program’ but rather, that GROW actively involved 
business and employers equally to service providers, with the view that the GROW 
outcome goals become seen as core business for all sectors, not just the community 
services sector and government.  
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workers who have lost work, or have been 
retrenched, but that re-entry into the labour 
market as soon as possible creates optimal 
outcomes, provided that the job is aligned 
with the persons’ skills and preferences.   
	  
The second is the ‘capacity-building 
approach’, which argues that jobseekers 
should be trained, and supported before 
being reintroduced back into the labour 
market.  While each approach has merits, 
both have fuelled strategies that are biased 
towards the supply-side - that is, the 
jobseekers, and this has supported practices 
that are less than optimal, including training 
jobseekers for gaps in labour markets that 
don’t actually exist, or not adequately 
considering the family and social contexts of 
jobseekers.   

For jobseekers who have experienced 
barriers to employment or who have been 
unemployed long-term (over a year), the 
jobs first approach whereby jobseekers are 
linked to the first available job (or placed 
into work for the dole placements), research 
suggests that a different approach results in 
more favourable outcomes (indeed, there is 
evidence that a ‘jobs first’ approach can be 
detrimental to optimal outcomes; and that 
‘capacity building’ approaches, unless 
linked to real jobs, can result in increasingly 
q u a l i fi e d j o b s e e ke r s w h o r e m a i n 
unemployed).  Evidence from Australia and 
from around the world suggests merely 
placing people into the first available job, or 
of fer ing t ra in ing wi thout engaging 
employers or linking training to real jobs, 
can merely exacerbated unemployment, 
particularly for those people who have 
experienced barriers to employment in the 
first place.  

A different approach, one that does not 
start with the supply side, but rather, with 
the demand-side, has been demonstrated to 
have more effective outcomes, particularly 
for those people for whom quality job 
outcomes are critical as pathways out of 
disadvantage.   

A demand-led strategy starts with an 
employer and works backwards to develop 
a pipeline of employer-led skills training. 
This means designing and delivering 
services for job seekers based on the hiring 
requirements of employers.  It is founded on 
the premise that the better the job 
preparation and training meets the 
employer’s needs, the more likely it is that 
the individual will get and keep the job (see 
figure 11 for an overview of demand-led 
strategy, as interpreted in the context of 
GROW).  

Demand-led approaches do not diminish the 
importance of effective strategies to prepare 
disadvantaged job 

seekers for employment (the supply side).  
Job preparation and training must be 
delivered in a way that disadvantaged job 
seekers can engage and succeed in. The 
promise of the potential for a real job 
presented by a local employer is a powerful 
motivator for many job seekers and 
involving employers in each stage of the job 
preparation and training phase underlines 
this. Training integrates employability and 
vocational skills; is as ‘hands on’ as 
possible.  

Providers operate with a dual customer 
focus and are as knowledgeable about 
employers as they are about job seekers. 
Using demand-led principles, employment 
and training providers and employers can 
work together to develop mutual ly 
beneficial partnerships where job ready 
candidates are offered in return for 
vacancies and changes to HR practices 
opening up more opportunities. Employers 
get the benefit of a more diverse workforce 
and an intermediary who can help them 
navigate and deliver external support 

The key demand-led principles apply to all 
equity groups.  Candidates are offered as 
solutions to business needs, one of which is 
to have a more diverse workforce.  
Providers can help employers navigate and 
provide external support including disability 
workplace adjustments available free 
through Job Access and support to become 
a more disability 

confident workplace; l inks to local 
Indigenous communities to develop their 
cultural competency and other community 
suppor ts.  Impor tantly, demand-led 
approaches are not just a matching service 
for local job ready clients .   

There are pockets of excellent demand-led 
employment practice in the region, however 
in the main they operate at a relatively small 
scale.  They include:  

• There is strong employer engagement 
with promising outcomes for very 
disadvantaged jobseekers in Northern 
Geelong with brokerage and intensive 
support provided by Northern Futures. 

• There is the linkage of Whittington 
Works with employers, and the 
development of a small but growing 
East Geelong Business Network which 
links existing businesses to emerging 
bus inesses , par t i cu lar l y in t he 
Whittington area.   

• There is a small-scale and new initiative 
in Colac (Youth Employment and 
Training Alliance Project) that is testing 
demand-led practice by linking with 
local employers.  This initiative is very 
new so there are no clear outcomes as 
yet, but the approach looks promising.   

With the further development of Skilling the 
Bay there is also much potential for linking

Figure 11: An Overview of Demand-Led Employment Strategy (GROW interpretation)
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demand-led practices across both the skills 
and education focus of this program, and 
the jobs growth focus on GROW.  For 
example, in the proposed Skilling the Bay 
projects which focus on Advanced 
Manufacturing and Health and Social 
Assistance industries. 

Two of the models named above warrant 
further attention in this report as they 
demonstrate the potential and some of the 
cha l lenges o f demand- led models .  
However, first it is important to highlight the 
role that Job Services Australia Providers 
play in linking with employers as both those 
models partner with JSA providers (in 
addition to partnering with Registered 
Tra in i ng Organ i sa t ion s and o t he r 
Vocational Education providers).   

Job Services Australia Providers 
and Employer Engagement 

Job Services Australia (JSA) Providers are 
funded by the Australian Government to 
deliver ‘flexible and tailored’ support to 
assist jobseekers to attain employment.  
According to the policy framework that 
underpins JSA, the focus is very much on 
m e e t i n g t h e n e e d s o f t h e m o s t 
disadvantaged job seekers.  However, the 
contractual arrangements that underpin JSA 
service delivery inherently limit both the 
scope and depth of what can be offered to 
a disadvantaged jobseeker by the provider 
and their front-line staff themselves.  So, 
while JSA providers can and do broker 
relationships with employers (and are set to 
be required to engage further under the

Figure 12: Job Services Australia Process and Outcome Overview

Case study: JobLink 3220  

This project (conceived by St Laurence) was initially to be similar to the brokerage model 
operated by Hume City Council.  Under that model, the Council employs Labour Market 
Facilitation Officers to engage with employers, understand job roles and screen 
candidates referred by JSA providers. However Council was unable to support a 
dedicated brokerage position without an ongoing source of funding. St Laurence initially 
offered to act as the broker without funding – operating as the central point of contact for 
employers requiring specific workers. The Council’s role was to refer employers to the 
broker who would then undertake employer engagement, understand the brief, and be 
able to screen candidates referred by JSA providers.  In the trial stage during 2013, 12 
out of 14 vacancies referred by Council were filled.  (3 for St Laurence, 3 Centacare and 
6 spread amongst a number of JSAs).  There was good co-operation from local JSA 
providers which was to be expected given they were receiving vacancies without having 
to pay a fee for service.  In the trial stage it operated only with immediate vacancies 
(hence small numbers).  When fully operational, the model was aiming to engage 
employers at an early stage (i.e. new employers or developers seeking Council planning 
permission) so that there was sufficient lead time to train local workers to meet the specific 
workforce  needs of employers.  The project ceased in late 2013 when the Federal 
Department of Employment separately offered a Melbourne based agency funding to act 
as a “JobLink”broker in the region.   This arrangement was flawed and unable to build on 
the strengths, success and outcomes of the St Laurence Pilot.  Trusted local networks and 
partnerships were unable to be salvaged in the time limitations imposed by this funding 
source. The Council and St Laurence continue to explore how the model may proceed.  It 
is not viable for St Laurence to continue to act as the broker without funding.

new contracts), there are very real 
limitations built into the JSA service design 
that mean that achieving outcomes in 
relation to more disadvantaged jobseekers 
often requires partnership with other 
agencies (something which i s wel l 
recognised by the providers themselves).  
JSA Providers are a critical part of the 
employment service system. Though their 
outcomes as a whole are relatively low (see 
figure 12), the providers in the G21 Region 
have undertaken and been involved in some 

innovative initiatives, and their engagement 
in and partnership with GROW will be an 
important part of achieving successful 
results.   

In terms of engagement with employers in 
the region, the local JSA providers that 
were consulted had excellent engagement 
with both local companies and with larger 
regional employers.  Two issues were raised 
in the interviews, however, which warrant 
further follow-up when the new JSA 
contracts are announced.   

Source:  Various
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The New Job Services Australia Contracts and GROW 

	 Any new regional brokerage model will need to take account of the new contract 
arrangements for the employment services system. The tender results are not due until March 
2015 at the earliest and the new model commences on 1 July 2015.   
	 It has been welcomed that the new tender operates for 5 years from July 2015, the 
longest to date, and the potential to build longer tem relationships and models which may 
better meet the needs of employers and local job seekers.  However there is also some 
uncertainty about how the new contracts will potentially impact on a regional brokerage 
model for GROW - and establishing this will be a critical part of GROW’s early development.  
However, all the JSAs consulted in the development of this business case expressed the desire 
to engage with GROW to work out how best to shape this.    
	 The new employment services tender is expecting providers to work closely with 
local employers (especially with large scale recruitment) and to collaborate with each other.  
Bidders were required demonstrate how they would “work with other employment providers to 
meet the needs of medium and large employers in a region so that these employers have 
coordinated access to all job seekers in an Employment Region”  as part of the selection 
criteria for the tender. Bidders will also be held accountable for delivering the models they set 
out in their tenders.  
	 The approach flagged post 2015 for JSAs is that they take a stronger role in 
brokering jobs in collaboration with significant investors. An example was the Emporium 
initiative – a new retail centre in Melbourne, where JSAs were encouraged to develop MOUs 
between themselves and between each JSA and the Emporium retailers as part of sourcing 
employees. This approach was seen as too cumbersome and bogged down in the MOU 
development and did not get the job outcomes for job seekers that was expected. The 
approach now favoured by the Department of Employment is for one or two JSAs to take the 
lead in a brokerage partnership with a large investor or employer. This model is being 
implemented with the Werribee Plaza re-development with a Max and Matchworks consortia 
to be the sole contact between JSA providers and employers looking to recruit for the new 
retail and other jobs created by the re-development. The intent is that the consortia will broker 
with the developer/incoming businesses and tap into the entire pool of local job seekers across 
all JSAs in the region, with candidates chosen by the employers. It requires one or more large 
JSA providers with the available human resource capacity to operate this arrangement as 
smaller JSAs would find it too expensive to undertake. 
	 It is likely that larger JSAs may operate in the G21 region post July 2105, and there 
also a potential loss of some smaller local JSAs.  There may be an opportunity for 
collaboration but there could also be significant loss of local knowledge if smaller local 
providers lose contracts. 
	 The expanded Work for the Dole is the largest ever undertaken. The government 
estimates 150,000 job seekers per year will participate when the new contract is fully 
operational - a nearly five-fold increase than under JSA and more than double the number 
participating under the Howard government.  It may well deter Councils from a focus on 
employment as they are approached by providers seeking Work for the Dole places.  There is 
a real displacement risk in that some previously paid positions may become unpaid Work for 
the Dole roles. 
	 Support for employers take on disadvantaged workers through wage subsidies may 
be diminished as the new untested wage subsidy model pays employers only after 6 and 12 
months employment, rather than from the start of employment.  This significantly shifts the risk 
to employers.

First, the JSAs mentioned a bias in the 
current contract towards focussing on larger 
employers for brokering job placements.  As 
one local JSA provider argued in a 
submission to the Australian Department of 
Employment: 

“Too much energy has been on designing 
a system to suit large employers who 
typically are not willing to support the 
most vulnerable unemployed members 
within their communities. Large employers 
will almost always access the candidates 
they want, often with the assistance of 
recruitment firms or well-resourced 
internal HR divisions, which usually 
precludes very long term unemployed 
(VLTU) job seekers from making it through 
initial short-listing activities. Therefore it 
should be the small-to-medium sized 
business sector that we listen to, as they 
represent the employers who more 
regularly give VLTU job seekers a go. 
(Matchworks, 2013; p. 1). 

Second, the current Job Services Australia 
system is competitive with multiple players 
interacting with the same employers and 
l i t t le i f any incentives for them to 
collaborate. In particular the evaluation 
system used (Star Ratings) has worked 
against collaboration.  Under the current 
system, JSA A can develop a relationship 
with an employer and then bring in 
another JSA B to help fill vacancies.  JSA  A 
may charge JSA B a proportion of the 
outcome fee for B job seekers who get 
employment outcomes but JSA A does not 
get any credit in their Star Ratings for the 
often intensive work required to understand 
job roles and develop relationships with 
employers.  This is relevant as Star Ratings 
(1-5) determine business reallocation part 
way through contracts and can influence 
tender outcomes as well.  To date there has 
been little if any evidence of providers 
sharing outcome payments between JSA 
providers.  The incentive structure has 
changed in the new contract – it is 
understood that in the example above, both 
provider A and provider B will get a credit 
for the job outcome in Star Ratings which is 
a positive development.  

Despite the competitive framework in which 
the current Job Services Australia system is 
designed, there are some innovative 
examples of employer engagement and 
coordination in the G21 region.  For 
example, JobLink 3220 has demonstrated 
some effective outcomes, but is currently on 
hold as it is not funded (see case study 
above).   

Other Education & Employment Initiatives in 
the Region have also adopted demand-led 
engagements with employers.  Though a 
comprehensive listing of all these initiatives 
is not possible within the scope of this 
report, some indication of the breadth of 
experience in the region is warranted, and

may be helpful to reference, particularly in 
the early stages of GROWs development.  
Some of these are therefore highlighted 
below.  

In relation to retrenched workers or 
industries undergoing restructuring, there are 
numbers of examples of demand-led 
practice.  For example, Geelong Region 
Local Learning and Employment Network 
(GRLLEN) has led ‘Jobs 4 Geelong - On the 
Front Foot’, a series of workshops focussed 
on re-employment for retrenched workers, 
which engaged with numbers of local 
employers from growing industries in the 
region.  

There are also a number of recent and 
existing initiatives that focus on linking 
young people to employers in the region. 
GROW could connect with and/or support 
these  particularly given the high youth 
disengagement in the target communities.    
Examples of such programs include: 

The Geelong Region Local Learning and 
Employment Network (GRLLEN) has 
operated a successful program, School 
Business Community Partnership Brokers (for 
which Federal Government funding ceased 
in December, 2014), t hat created, 
developed and sustained partnerships 
between schools, businesses and community 
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stakeholders to improve education and 
transition outcomes for young people in the 
region. 

The Geelong Regional Vocational Education 
Council Inc (GRVEC) has co-ordinated the 
CLIP (Community Life Inclusion Project) 
which aims to help young people increase 
their understanding of what the community 
services sector does and the range of 
careers available. CLIP is an initiative of St 
Laurence who has partnered with non-profit 
and government services which cover the 
life cycle of care.  These include Karingal, 
Glastonbury Community Services, Pathways, 
Barwon Health, Bethany and MacKillop 
Family Services. The CLIP program focuses 
on current and emerging opportunities in the 
community service sector and provides 
students with a hands on exploration of the 
partner organisations and their work with 
families and children, young people and 
mental health, people who have a disability, 
older people and those who are experience 
disadvantage in the community.  In 2015, 
CLIP will become part of Skilling the Bay 
and is to be co-ordinated by GRLLEN once a 
funding agreement has been completed. 

The Alcoa Future Leaders of Industry 
program has operated since 2006.  It aims 
to give secondary students a comprehensive 
introduction to the advanced manufacturing 
industry.  Each year approximately 20-25 
secondary students win a place on the 
program (usually around 40 apply to join).   
The program will continue despite the 
closure of Alcoa’s Port Henry plant.  It will 
be funded by the Alcoa Foundation in New 
York and continue to be co-ordinated by 
GRVEC2.  At the end of the program, 
scholarships may be offered to some 
participants who take up a school-based 
apprenticeship, VET program or subjects that 
allow them to continue towards a future 
career in the advanced technology, design, 
engineering and manufacturing sector (i.e. 
Maths, Systems Engineering, school-based 
apprenticeship, VET Engineering, with a 
local engineering/manufacturing company 
etc).   

The Smith Family operates Learning for Life 
program across Australia.  That program 
provides intensive support to students 
(commencing in primary school) and their 
families in order to assist them complete 
their education.  It includes a financial 
scholarship component.  Learning for Life 
currently supports 430 students in Geelong, 
with a strong focus on Northern Geelong 
and the postcode 3214 and a few students 
in Colac.  They are based at Northern Bay 
College (which covers students from Prep to 
year 12).

The report now turns to two key demand-led 
models operating in two of the target areas 
and outlines some of the features of these 
models, and then comes back to how 
GROW could support and add value to 
these and the other initiatives outlined 
above.   

Northern Futures 
Northern Future’s model of demand-led 
practice is perhaps the most developed and 
tested of the models outlined here.  
Focussing their work on the communities of 
postcode 3214 (Norlane-Corio), and based 
in Norlane, Northern Futures has developed 
strong and ongoing relationships with both 
larger employers and SMEs, who in turn 
have participated in the governance, 
t ra i n i ng de s i gn and de l i ve r y and 
employment of jobseekers engaged with 
Northern Futures.  A broad overview of the 
Northern Futures model is outlined in figure 
13, illustrating the two-sided, employer and 
jobseeker focus, that is key to their demand-
led practice - they offer intensive case 
management to job seekers as well as 
brokering jobs with employers, designing 
training with TAFE and employers.  
  
Operating with intentionally ‘lean’ staff and 
infrastructure, the focus is on building ‘high 
quality interpersonal relationships’ that in

Figure 13: An Overview of the Northern Futures Model, focussing on both Employers and 
Jobseekers to ensure an outcome of sustainable employment

Key Features  
- Focus on local jobseekers who have been 
unable to sustain training or work 
placements and have been unemployed 
longer-term, most from Job Services 
Australia (JSA) provider referrals; 

- Screening interview to ensure suitability 
and matched expectations;  

- Applied, supported learning, tailored, 
offered in place (due to transport 
limitations and to increase participation), 
and linked to real opportunities for 
employment; 

- Regular site visits, engagement of 
employers in mentoring and training;  

- Training delivers outcomes beyond 
qualifications - increased confidence, 
social networking, engagement with 
employers, l i teracy and numeracy 
improvement, improved general well-
being; 

- Links to other support, such as support to 
gain Drivers Licenses (due to limitations of 
public transport in the area); 

- Active engagement of employers, both in 
governance and in training; 

- Intensive and longer-term post job 
placement support to ensure sustainability 
of job outcomes; 

- Outcomes evaluated and celebrated (eg. 
through graduation ceremonies involving 
jobseekers, their families, trainers and 
employers.    
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turn can support and develop sustainable 
employment outcomes for disadvantaged 
jobseekers in their target area.  Northern 
Futures is funded by and one of the key 
partners of Skilling the Bay, and is involved 
in both pre-vocational training, and in linking 
vocational training operators into their 
programs (for example, by partnering with 
The Gordon for delivery of particular courses 
at their premises in Norlane).  Northern 
Futures is committed to a par ticular 
framework that scaffolds the engagement 
and commitment that both employers and 
jobseekers make, Bridges out of Poverty, 
based on the work of Ruby Payne, which 
articulates a methodology for developing 
responsive services for those experiencing 
poverty, situating employment into a broader 
frame of reference which incorporates 
community economic development.   

Two evaluations of the Northern Futures 
work have been undertaken by Deakin 
University (Johnson, 2012, 2013).  The results 
of these evaluations suggested:  

-  An average success rate of between 
71.5% and 83% across the programs 
(completed training and employment) - 
compared to other programs average of 
around 45%. 

- An estimated cost of around $5,300 per 
student; though one of the evaluations 
suggested this was a figure that was 
unsustainable given the intensity of inputs 
that was required to achieve the success 
rate.  As a comparison cost, a program 
focussed on intensive support for the re-
entry into the labour market of people 
who had exper ienced long - t e rm 
unemployment in Melbourne was costed 
at around $10,000 per person (almost 10 
years ago), and that was still assessed to

Key Features  
- Focus on engaging people in 
Whittington in education / skill 
d eve l o p m e n t , a n d t h e n 
ensuring that their pathway 
through service system is as 
integrated as possible 

- Leverages the strengths of the 
education and employment 
agencies to work together to 
e n s u r e p e o p l e f r o m 
Whi t t ing ton are ab le to 
complete studies 

- Opens up communication 
across the service system to 
ensure that everything possible 
is done to support participants 
through the training 

- E n g a g e m e n t w i t h l o c a l 
e m p l o y e r s , a n d l o c a l 
businesses occurs both through 
the alliance, and through the 
ne tworks o f employment 
agencies 

- Strengthening local businesses 
and economy from the inside 
out through a local business 
network

For example, an early issue that was 
addressed centred on a lack of information 
exchange between training organisations 
(RTOs) and Job Services Australia providers 
(JSAs) - so, while JSAs were trying to 
support jobseekers to complete training, 
they couldn’t access information about a 
persons' performance in the classroom or 
their l i teracy levels due to privacy 
constraints which meant the RTO couldn’t 
give the JSA any feedback about an 
individual.  This was resolved when 
Whittington Works instituted the practice of 
asking participants to sign release forms so 
that JSAs and RTOs can work together and 
share information so that the jobseeker gets 
the best possible support to address issues 
such as literacy and numeracy skills which 
may otherwise keep them from completing 
training or sustaining employment.   

Whittington Works facilitates regular 
contact between the alliance members that 
supports the successful training completion 
and employment of participants from 
Whittington.   This can include: 

- Absenteeism being reported to the Job 
Services Australia provider, who can 
follow up and report back to Whittington 
Works; 

- Monthly updates being provided on any 
issues faced by participants, opening up 
the possibility that these can be followed 
up appropriately; 

- Numeracy and literacy support throughout 
the program; 

- Transportation and mobility issues, so 
whenever possible classes are held in 
Whittington, or transport is provided; 

Figure 14: An Overview of the Whittington Works Alliance Model

deliver significant value in a cost-benefit   
analysis (see Martyn, 2006). 

-  Given the savings in welfare payments, 
health costs associated with long-term 
unemployment and lost productivity, even 
a doubling of the stated costs outlined by 
Northern Futures represent significant 
value (when considering that just 
Newstart payments per person per year 
amount to around $13,000, let alone 
f a c t o r i n g i n o t h e r c o s t s o f 
unemployment).  

Whittington Works Alliance 
Whittington Works is a very different model, 
and probably less demand-led, but offering 
some significant benefits to ensuring 
employment outcomes for disadvantaged 
jobseekers in the Whittington area.  First, 
Whittington Works is an alliance of 
employment service providers and training 
providers and the aim is to leverage the 
connection between these providers to 
provide the best pathways for jobseekers 
from Whittington into job outcomes.   

Rather than intensive direct support being 
offered to jobseekers, Whittington Works 
integrates the services around a jobseeker 
so that information can be shared and 
barriers to completion of training and entry 
into the workforce can be reduced. 
Unfortunately the service system is not 
always focussed on the same outcomes for 
jobseekers, and sometimes the individual 
goals and the incentives that drive them are 
not aligned in the best interests of the 
jobseeker.   

Without some kind of coordination the 
barriers more disadvantaged jobseekers 
face in completing training and entering the 
workforce can be exacerbated.  This is 
where the Whittington Works Alliance can 
assist. 
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- Flexible course durations and options of 
catch-up classes.  

Again, transport is an issue in sustaining 
employment for many of the jobseekers 
involved with Whittington Works - so 
developing transport options, and creating 
opportunities locally is an important part of 
generat ing sus ta inable employment 
outcomes. 

Engagement with employers has taken a 
different approach, with experiences of 
di fficul t ies in direct engagement of 
businesses, and a very different business 
profile in the local areas from that in other 
target areas.  There are very few employing 
businesses in Whittington itself.  Whittington 
is a relatively small suburb, and the only 
retail area that lies within the suburb is 
virtually vacant.  There is, however, a large 
retail area adjacent to Whittington, a 
growing number of aged care facilities on 
the boundaries of the suburb, and a large 
industrial estate on the other side of 
Whittington. Developing engagement with 
local employers, particularly when many of 
them are SMEs, is hard and long-term work.   

Local SMEs have had a more insular 
approach in the surrounding area, and so 
one of the identified ways forward has been 
to undertake developmental strategy, 
establishing a network of local businesses, 
and thereby strengthening information and 
collaboration amongst businesses.  The logic 
is that the network will serve to strengthen 
local businesses, and the local economy, 
and this in turn will lead to stronger 
opportunities for growing local employment.  
It is a longer term approach, but it has 
merits which should be valued.   There are 
relatively few members from the target 
areas involved in broader networks (such as 
the Chamber of Commerce), and the local 
economy around Whittington is not as 
strong or diverse as it is in other of the 
target areas.   The work has had some 
success, with 40 local businesses involved 
and 15 active members.   

Although Whittington Works has a demand 
focus in its approach, they also recognise 
the importance of people’s work interests 
and preferences if employment outcomes 
are to be sustainable.  For example, there 
are a growing number of job opportunities 
in the local area in personal care and 
support work, particularly in aged care and 
disability.  However, work in these areas 
also requires particular soft skills and 
interests; quite high levels of qualification 
(for example in the disability field a 
Certificate IV is effectively becoming a 
m i n i m u m s t a n d a r d ( a c c o r d i n g t o 
employers); a clear criminal record; and 
much of the work offered is casual, 
sometimes at short notice, which makes it 
difficult for people on Centrelink payments, 
or with care responsibilities of their own.   

How can GROW’s Regional 
Brokerage Add Value to what 
is already happening? 

There are existing strong foundations for 
demand-led employment practice in each of 
the target communities, with some of these 
leading such practice in the region.  GROW 
should focus on developing s t rong 
partnerships with those bodies, and adding 
value by:  

- ex tend ing t he reach o f employer 
engagement to incorporate commitments to 
employment into regional contracts and 
investments, addressing the current 
limitations of scale and reach of demand-
led strategies;  

- providing a degree of coordination and 
integration of employer engagement (NOT 
competing with current initiatives, but 
assisting them to maximise the collective 
impacts of employer engagement rather 
than every body and organisation acting in 
isolation), addressing the current limitations 
of coordination across the service system, 
that limits impact in the target areas and is 
sometimes off-putting to employers; 

- deepening the reach into development of 
links to local SMEs in the region (and 
particularly in and around the target 
areas), addressing some inherent biases in 
the ser vice system towards larger 
employers; 

- exploring ways in which social enterprises 
could be strengthened and/or developed 
to ensure a diverse set of pathways for 
jobseekers in targe t communi t ies , 
addressing a current exclusion of social 
enterprise as representing one more choice 
for employment pathways; 

- ensuring that employment opportunities 
developed out of employer engagement 
flow into target areas first (rather than 
around these areas) and then flow into the 
region rather than out of it, addressing a 
current assumption that jobs will eventually 
trickle down to target areas.   

Figure 15 outlines the proposed model for 
GROW in the Brokerage space.   This model 
wo u l d b e c o r e t o G ROW l i n k i n g 
engagement with employers to strong 
partnerships with local employment and 
education services, so that potential job 
opportunities identified can actually be 
real ised by jobseekers f rom target 
communities.  In this model, there is only one 
GROW staff position necessary - that of a 
“Regional Opportunity Broker” (see GROW 
Business Plan section for details of this role) - 
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who actively seeks out job opportunities in 
the region, but particularly in industries and 
places where jobs could provide potential 
job opportunities for more disadvantaged 
job seekers from target communities. 

The Broker would engage with the key 
s takeholders assoc ia ted wi t h t hese 
opportunities, and undertake some initial job 
audits, but then the core of the work would 
shift to the GROW partnership Group - a 
g r o u p o f s p e c i a l i s t e m p l o y m e n t 
intermediaries, Job Services Australia 
providers (JSAs), Training and Education 
Bodies and any other relevant stakeholders 
who could work together to turn the 
opportunities into realisable jobs first for 
people in target areas, but then also more 
broadly for jobseekers in the region.  The 
Partnership Group would be constituted 
entirely through voluntary membership of 
those services prepared to commit to the 
goals and principles of GROW.  The 
structure of the Partnership Group is outlined 
further in the GROW Governance Model 
section.  A fictitious generic scenario of how 
this model could work is presented on the 
following page.   

In addition to offering a Regional Brokerage 
and coordination function, GROW could 
also provide a level of advocacy (guided by 
its governance bodies) around the structural 
and systemic barriers that are  encountered 
i n t h e p ro ce s s o f gene ra t i ng j ob 
oppor tuni t ies in and around target 
communities.  A number of existing issues 
t hat l im i t t he rea l i sa t ion of be t ter 
employment outcomes in target areas were 
identified in the research and interviews 
undertaken for this report.  These include the 
following issues: 

Funded Training Limitations 
Under the Victorian Training Guarantee, 
subsidised training is only available for 
courses at a higher level than their existing 
qualification and there is a lifetime limit of 
two subsidised course commencements at 
each qualification level, regardless of 
whether the person has completed the 
course. Job seekers living in GROW target 
areas may have already exhausted their 
training allocation, but still not be employed.  
There may be many reasons for occurring, 
but there were a number of discussions in 
interviews about the inappropriate training 
that has been offered to many people in 
target communities by unscrupulous training 
bodies or employment services.    If this is to 
be addressed, GROW may play a part in 
advocating with for additional opportunities 
for people in target areas, or for  additional 
funds to support jobseekers in these areas 
into training for jobs that are in demand.



Apprenticeships/traineeships are an 
opportunity for employers to engage 
jobseekers with aptitude and motivation but 
who are not yet fully qualified.  At present, 
this form of pathway to employment is 
under utilised in, for example, the Health 
and Social Assistance industry – one of the 
sectors offering growth in employment over 
the next 10+ years. This will require 
education of employers in the sector who 
currently demand completed qualifications 
for any job in the sector.  Employers in the 
region looking to draw on the local labour 
force need to be part of the solution by 
being open to apprenticeship/traineeship 
options as part of their collaboration with 
any proposed employment brokerage 
model. 

Taxation Issues Associated with 
Growing Employment 
Although it may be a longer-term advocacy 
issue, with many complexities beyond the

Funding of Partial Certificates 
The Victorian Government has responsibility 
for much of the skills training policy and 
allocation of dollars.  Under the Victorian 
Training Guarantee, only full certificates may 
be funded. There is considerable concern 
expressed by employers about t he 
unwillingness to fund partial certificates even 
if this is what is required by employers and 
works against a demand-led model.  This 
especially applies to redundant workers 
many of whom have significant skills and 
may only require a few competencies to be 
added.  

Further development and use of 
Apprenticeships / Traineeships 
Apprenticeship/Traineeship Pathways need 
to be part of a skill preparation pipeline. 
There is an oppor tunity to increase 
apprenticeships/traineeships – school based 
and as a pathway for existing jobseekers – 
in growth sectors in the region. 
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Figure 15: An Overview of GROWs Proposed Demand-Led Brokerage Model

scope of this report to explore, payroll tax 
was mentioned by every employer that 
was spoken to in the course of this 
research as a l imi t ing fac tor for 
em p loymen t - no t i n re l a t i on t o 
employment from target areas of course, 
but more generally.   



How it Could Work: A Potential Scenario 

The GROW Regional Opportunity Broker has been alerted of a contract to redevelop a vacant site with a mixed social and commercial 
housing development on the edge of own of the GROW target communities.  The site is owned by the State Government, and they will put the 
tender for developing the site out within the next twelve months.  The Broker approaches the relevant Government Departments, and the 
Local Government to understand the project further, and to gauge the possibility of including social clauses in the contract which could offer 
both employment and traineeships to a number of people in the target community.  The State Government is already aware of Social 
Procurement, and is keen to include a clause in the contract.   

The Broker presents the proposed development to the GROW Partnership Group, and a representative of the Government Department and 
the Council attend a meeting of the Partnership Group to discuss some of the proposed details of the project and the specifications that would 
be included in the contract.  Based on this information, the Partnership Group agrees to offer support to the preferred supplier,  in identifying 
and supporting potential employees and trainees.   

When the preferred supplier is announced, a meeting is arranged with the Broker and a nominated partner from the group.  The supplier has 
had experience in addressing social value clauses in contracts previously, and is keen to participate to maximise both employment 
opportunities and the traineeships over the course of the job, which is set to start in around 8 months, and then continue for two years.  The 
supplier works with the partnership group to identify key skills for jobs in the construction phase.  The members of the partnership group are 
then able to plan for appropriate training and job placement opportunities for the job.   

The training is offered through a specialist intermediary, who can support jobseekers from the target community throughout the training but 
also into the job, for the duration of the works.  Eventually, all ten jobseekers who complete the training are offered work on the development 
site, and the four apprentices appointed are also from the target community.  Many of the other positions are also filled via the members of 
the partnership group, and in the end the measurement suggests that of the ten jobseekers who originally completed the training through the 
specialist intermediary, seven retained that employment for two years.  The four apprentices were all still on track to complete their 
qualifications, and 85% of the remaining positions on the site were taken up by people from within the LGA where the project was taking 
place.   

These results, along with information about the multiplier effects of the project and the amount it contributed to the local economy were all 
presented on the GROW dashboard.  The supplier was generally very happy with the support offered by the nominated partners, and was 
confident that they would make contact again if they were offered any further contracts in the region.  As GROW was also interested in the 
potential for ongoing jobs at the development site, the Broker had also been in contact again with the relevant Government Department to 
discuss the maintenance contracts for the social / public housing that was included in the development.  They had begun to work on the 
inclusion of social clauses in these contracts.  

Funding the GROW Brokerage 
Model	 
Although funding GROW is discussed more 
extensively in the Business Plan Section, 
there are a number of ways in which the 
Brokerage Model could be funded which 
deserve a brief mention in this context.   

Option One: Internal Funding 
Employment service providers (JSA providers) 
pay an annual fee for participating in the 
Partnership Group.  This entitles them to be 
part of the supply responding to confirmed 
employer demand. The fee would be in lieu of 
the investment they would have made for 
employer engagement for these employers/
industries. A second component would be a 
fee for service where JSA providers would pay 
a propor tion of their Department of 
Employment outcome placement fee for each 
job seeker who is brokered into employment 
through the service.  This requires further 
testing and investigation as it should not 
detract from the payments made to specialist 
intermediaries such as Northern Futures for 
direct services to jobseekers (and neither 
should it suggest that such intermediaries pay 
the fee as they are not funded in the same way 
as JSA providers). Option Two: Public Funding 
(but not grants) 

The GROW brokerage model could be 
funded or subsidised through an agreed 
percentage (perhaps 1%) on publicly funded 

 19

Organisations Consulted in 
Completing this Section 

Northern Futures 
Whittington Works 
Enterprise Geelong 
Australian Department of Employment 
Geelong Region Local Learning and 
Employment Network (GRLLEN) 
SWLLEN 
GForce 
VECCI 
Skilling the Bay 
The Gordon 
Matchworks 
Karingal 
Geelong Regional Vocational Education 
Council (GRVEC) 
St Laurence 
Smith Family 
Brotherhood of St Laurence 
Victorian Department of Education 
Victorian Department of Human Services 
Barwon Health 
Barwon Water 
City of Greater Geelong 
Deakin University 
Accensi 
Carbon Revolution 
Geelong Chamber of Commerce 
Colac Area Health 
Colac Otway Shire Council 
Australian Lamb Company

infrastructure and on funding focussed on 
economic restructuring (such as the GRIIF).  
Again , t h i s would requ i re fur t her 
investigation and market testing to explore 
its overall impact.   

Conclusion 
This report has outlined two key areas that 
are critical to GROWs success.   

First, an analysis of the labour market and 
the changing nature of industries and 
occupations in the G21 region. This is 
i m p o r t a n t b e c a u s e c r e a t i n g j o b 
opportunities that are not just accessible to 
disadvantaged jobseekers, but can also 
result in quality employment,, requires an 
understanding of the nature, the challenges 
and the potentials within the existing and 
future regional labour market. 

Second, a model of collective demand-led 
brokerage where GROWs role is to seek 
out opportunities which are then brought to 
an outcomes focussed partnership group 
who collaborates around developing the 
best ways to ensure jobseekers from target 
areas can be prepared, trained and 
supported to access and retain these jobs.   

For further information about GROW as a 
whole, or to explore other elements of 
GROW, please refer to the other booklets 
in this series.  
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History 
Partners for a Competitive Workforce is a 
partnership in the Ohio, Kentucky, Indiana tri-
state region, including Cincinnati, focused on 
meeting employer demand by growing the 
s k i l l s o f t h e i r c u r r e n t a n d f u t u r e 
workforce. Since 2001, the four workforce 
investment boards (WIBs) that serve the tri-
state along with the Northern Kentucky 
Chamber have worked together to serve 
employers with coordinated services around 
major layoff or hiring events in the region. 
Collectively, the four boards administer 
roughly $13.5M in federal funds across the 
tri-state region and serve nearly 50,000 
individuals and 1,200 businesses. In 2008, 
the Greater Cincinnati Workforce Network 
(GCWN) was convened as a regional public-
private partnership aimed at growing the 
skills of their workforce to match the needs of 
employers in key industries and in 2011 the 
leaders met and agreed that Partners for a 
Competitive Workforce would serve as the 
umbrella that brings together all of the 
region’s workforce efforts under a common 
mission using a collective impact framework. 

Three elements: Employers First, Career 
Pathways Partnerships and Work Readiness 
Collaborative 

Employers First – collaboration of employers 
through four Workforce Investment Boards.  
In 2011, the four workforce boards that serve 
the tri-state region formalized a 10-year-old 
partnership by launching the Employers First 
Regional Workforce Network to coordinate 
workforce services for employers. Employers 
First provides a streamlined approach to 
deliver workforce solutions in response to 
employer needs without having to navigate 
the bureaucracies of dozens of programs.  As 
a first project, Employers First created 
a Training Portal to assist regional employers 
in locating training providers and local 
college and university graduates quickly and 
easily. To date, Employers First has reached 
more than 300 employers, with more than 50 
accessing One Stop business services.  
Career Pathways Partnerships 
Key Features of this element include: 
Targeting Priority Sectors and Occupations: 
Career pathways target industries that are 
important to the regional economy, projected 
to grow and add jobs in the near future, 
provide opportunities for advancement, and 
have significant shortages in key skilled 
occupat ions . Have targe ted heal t h , 
construction and advanced manufacturing. 
Led by Employers:  
Employers provide the formal leadership and 
set the stage for the career pathway process 
to meet their projected demand for qualified 
workers. Their role is to identify occupational 
shortages; articulate training needs; recruit 
incumbent employees; hire newly trained un/
under-employed individuals; provide financial 
support and policy changes if needed; and 
lead the overall process. 

More than 1,500 National Career Readiness 
Certifications have been delivered in the 
region through 12 partner providers. 

Employment Outcomes 
Health: Since 2008, served more than 3,700 
jobseekers and incumbent workers with 
occupational training, with 88% completing 
training and earning more than 3,800 
credentials, and 88% obtaining employment 
and 81% retaining employment after 12 
months.   

Construction: Since 2010, served more than 
600 individuals with pre-apprenticeship 
training, career counseling, and retention 
support, with 91% completing training and 
earning nearly 600 credentials, and 81% 
obtaining employment.  

Advanced manufacturing: since 2009, served 
mo re t han 1,700 i nd i v i d ua l s w i t h 
occupational and job readiness training, with 
84% completing training and earning more 
than 1,100 credentials, and 71% obtaining 
employment.  
Employer benefits: Health has completed 
a Return-on-Investment Analysis (ROI) for one 
hospital partner, UC Health.  The analysis 
found a 12% ROI for the incumbent training 
program due to recruitment cost savings, and 
a net benefit of $2.6M for the entry-level 
certificate training program due to lower 
turnover and reduced recruitment costs. 

“Partners for a Competitive Workforce”

Reduce Barr iers to Employment and 
Advancement: 
Career pathways integrate "wraparound" 
support services, including career assessment 
and counseling, case management, child 
care, transportation, financial aid, soft skills 
training, and job placement. This is 
undertaken mainly by Community Based 
Organizations. 

Seamless Educational Pathways 
Career pathways develop clear linkages 
between developmental education, certificate 
and training programs, and academic degree 
programs, and easy articulation of credits 
across institutions and "stackable" certificates 
to enable students to progress seamlessly 
from one level to the next. This is undertaken 
primarily by Educational Institutions including 
Adult Basic & Literacy Education, K-12 
Education, Career & Technical Education, 
Community Colleges, and Universities.  They 
also conduct student assessment; provide 
developmental education, GED (Year 12 High 
School equivalent) training, certificate and 
degree programs; provide academic 
advising; participate in employee recruitment 
and selection; design innovative curriculum 
with employer input; provide financial support 
and policy changes if needed; and align core 
aspects of the institution to support education 
and career mobility for students.  

Focus on Institutional and Systemic Change 
The career pathways process aims to 
transform institutions involved in education, 
workforce preparation and social services in 
ways that improve their capacity individually 
and collectively to respond to the needs of 
local residents and employers.  

Work Readiness Collaborative 
This was convened to build the foundational 
work readiness skills of workforce in response 
to employer surveys saying this was a critical 
barrier.  A 2011 employer survey said that 
the biggest barrier to those who can’t find 
jobs are a lack of technical skills (44%), a 
lack of work ethic and basic skills (44%) and 
a lack of jobs available (12%).  The 
collaborative consists of representatives from 
community-based service providers, education 
and training providers, and One Stops.  
Measures used 

Number and demographics of 
individuals served 
Number/percent of individuals 
completing the core work readiness 
program 
Number/percent of individuals 
ce r t ified work ready (u s ing 
N a t i ona l Ca ree r Read i ne s s 
Certificate accepted by employers 
especially in three target industries) 
Number/Percent of individuals 
p l a c e d a n d r e t a i n e d i n 
employment  
Employer satisfaction  

Appendix:  US Case Studies of Collective Impact Models built from Demand-Led Models
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For more, see: 
http://www.competitiveworkforce.com/
CareerPathways.html#sthash.ZnUtW6Vd.dpuf



The Health Careers Collaborative of Greater 
Cincinnati (HCC) is an employer-driven career 
pathway initiative founded in 2003. The goal of 
the HCC is to meet regional healthcare talent 
supply chain needs through the training and 
ca ree r advancemen t o f u nem p loyed , 
underemployed and incumbent workers.  

Goals 
• Acces s t o hea l t hca re ca ree r s f o r 

underutil ized labor pools, including 
f r o n t l i n e i n c u m b e n t wo r ke r s a n d 
unemployed or underemployed individuals 

• Alleviate regional healthcare workforce 
shortages  

• Increase the diversity of the healthcare 
workforce in Greater Cincinnati 

Par tners: Works with four large health 
employers, four education providers, three 
community agencies and two strategic partners 
(the Workforce Investment Board and Greater 
Cincinnati Health Council). 
Priorities: The HCC primarily targets frontline 
incumbent workers from partner hospitals, as 
well as unemployed and disadvantaged 
jobseekers referred from several community 
based organizations. The collaborative 
has developed career pathway programs 
that provide training and wrap-around supports 
to prepare individuals for careers in Nursing, 
Allied Health, Rehabilitation, Clinical Lab, and 
Health Information Technology. 

Key Success Factors 
✓ Significant employer leadership  
✓ Employer tui t ion pre-payment for 

incumbent employees  
✓ Funding for developmental education, as 

well as for-credit certificate and degree 
programs  

✓ Convenient class locations and schedules 
for working students  

✓ Flexible work hours to allow employees 
to attend classes  

✓ Funding for capital and operations for 
training facilities  

✓ Suppor tive services to assist with 
transportation, child care, and job 
coaching  

✓ Job readiness and soft skill training for 
entry workers  

✓ Innovative curriculum to facilitate student 
success 

✓ Transferable credits and articulation 
between educational institutions  

✓ Multiple entry and exits points along 
pathway  

✓ Employer-embedded job coaches to 
provide comprehensive job retention 
supports 

✓ Cohort-based learning to facilitate peer 
support and persistence 

✓ Priority access to clinical training for 
career pathway participant 

Focus on Health Careers Collaborative

Achievements 
Since 2008, served more than 3,700 jobseekers 
and incumbent workers with occupational 
training: 88% completing training and earning 
more than 3,800 credentials; 88% obtaining 
employment; and 81% retaining employment 
after 12 months. 
Completed a Return-on-Investment Analysis that 
calculated the ROI for one hospital partner, UC 
Health.  The analysis found a 12% ROI for the 
incumbent training program due to recruitment 
cost savings, and a net benefit of $2.6M for the 
entry-level certificate training program due to 
lower turnover and reduced recruitment costs. 
M o re t h a n 4 0 0 i n c u m b e n t s wo r ke r s 
participating in career pathways training to 
obtain their Associate's Degree, with an 80%+ 
retention rate (35% comparison) and average 
GPA of 3.25 (2.78 comparison). 
In 2010, secured a $4.9 million Department of 
Labor grant to significantly scale up the HCC's 
work. 
In 2011, HCC partner Cincinnati State secured a 
$19.6 million TAACCT grant on behalf of a 
consor t ium of ten communi ty col leges 
nationwide to develop health career pathways 
based on the HCC model. 
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For more see:   
http://www.healthcareerscollaborative.com


