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This is Part 1 of a broader report reviewing Australia’s tourism labour force. This part of
the study is a Labour Force Profile, reviewing the current state of Australia’s tourism
labour force and based upon survey data. Part 2 of the study is a forecasting exercise,
looking at the supply, demand and shortages in the labour force by tourism region.
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Summary of findings
Deloitte Access Economics (DAE) was engaged by the Department of Resources, Energy and
Tourism, on behalf of the Labour and Skills Working Group under the National Long-Term Tourism
Strategy, to develop tourism and hospitality labour force profiles for the Australian tourism regions
in 2010 and to provide regional labour force projections to 2015.
A major component of this project was a national survey of tourism and hospitality businesses,
through which 1,814 responses were collected. The findings of the survey provide a basis for
canvassing the labour and skills climate in the tourism and hospitality industry at a national, state
and territory and regional level – with data of statistical significance for 14 mega regions.
The findings of the analysis highlight labour and skills ‘hot spots’ and will be used as a key input to
the selection of several regional tourism employment plans by Tourism Ministers. Details of these
regions will be announced by Tourism Ministers in October 2011.

Key Findings
The expectation of tourism businesses surveyed was for tourism employment to grow over the
next 1-3 years.
The industry currently has a 9% vacancy rate, equivalent to some 35,800 jobs Australia-wide.
Without intervention this shortage of workers is forecast to increase to 56,000 workers by
2015.
In order of significance, the labour force pressures facing the industry were recruitment
difficulties (57%), skills deficiencies (50%) and retention difficulties (46%).
Unfilled vacancies are the highest in the Northern Territory (16%), ACT (13%), Western
Australia and Victoria (10%), NSW and SA (7%), Qld (6%) and Tas (4%).
Northern Territory, WA and the ACT have the highest level of recruitment difficulty.
Northern Territory, WA, Tasmania and Vic have the highest turnover rate.
Retention difficulties are the most significant for the NT, WA and the ACT.
Northern Territory, WA and Vic are experiencing the greatest skills deficiencies.
Labour force projections highlight that kitchenhands, waiters, café and restaurant managers,
and chefs will be the most in demand occupations by 2015.

Recruitment and retention
The most frequently identified factors for recruitment difficulties were a lack of applicants, lack
of required skills and lack of required experience.
The most frequently identified factors for retention difficulties were a lack of career
development opportunities, employees finding the role too difficult (i.e. capacity to complete
allocated tasks or other aspects such as difficulty with level of physical activity), and employees
being recruited by businesses in other industries.
The most commonly cited origin of employees from survey respondents was local residents.
Businesses relied most heavily on mature aged workers, followed by workers from overseas
when exploring new sources of labour to address deficiencies.
Northern Territory followed by WA relied the most heavily on Indigenous workers.
Workers with a disability were not frequently cited as a source of new or alternative labour.

Skill Deficiencies
Deloitte Access Economics

Waiters, chefs and bar attendants are experiencing higher levels of skill deficiencies.
A lack of experience in the sector and a lack of opportunity to gain experience were important
reasons given for skills deficiencies.
Internal and external training was the most common strategy in response to skills deficiencies.

Broad policy implications
Career Development: A perceived lack of career development ranks as the most significant
contributor to employee turnover by businesses surveyed. However, the creation of structured
career pathways ranks last among business responses. Support for structured career paths
(where they can be created) could support improvements in retention and productivity.
Training: improved accessibility to training, particularly in regional areas, and ensuring training
is relevant to the needs of industry will benefit retention and support skills development.
Alternative labour sources: A large proportion of businesses highlighted they were investigating
non-traditional sources of labour as a means of addressing skills shortages. Scope exists to
further integrate into the industry mature age workers, Indigenous workers, long term
unemployed and those with a disability as well as workers from overseas.
Regional Solutions: The size and nature of the labour force challenges for tourism and
hospitality vary markedly across the nation. Occupations and regions impacted by labour and
skills deficiencies vary. Responding to these issues will require, in part, the delivery of localised
solutions. The development of eight regional tourism employment plans, as a starting point,
will support this measure.
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1 Summary Report
Skills and labour force shortages are among the most significant challenges facing the
Australian economy in the near term. With the resources boom driving demand for
workers, migrant numbers modest and the pace of retirement rising, constraints in the
labour market are becoming increasingly apparent. Not only does this limit the economy’s
productive capacity, it also generates other undesirable trends such as higher inflation.
Within the tourism sector specifically, labour and skills challenges have long been identified
as a concern and, moreover, as a factor increasingly impacting the industry’s performance.
Indeed, the Jackson Report identified labour as a critical industry priority and the National
Long Term Tourism Strategy (NLTTS) carried forward this theme in its industry imperatives.
To oversee this tourism labour force policy agenda, the NLTTS Labour and Skills Working
Group was established. However, the evidence in relation to the nature, extent and cause
of the labour force issues – that is, the evidence to inform the implementation of the NLTTS
– was limited. Accordingly, a need existed to develop detailed and comparable regional
tourism labour force data, focusing on recruitment, retention and skills dimensions, and
where these might trend over time.
In this context, Deloitte Access Economics was engaged by the Department of Resources,
Energy and Tourism (RET) – on behalf of the NLTTS Labour and Skills Working Group – to
analyse existing and anticipated tourism labour force deficiencies, at various levels of
regional detail. The findings presented in this report reflect the outcomes of a detailed
analysis conducted to inform future labour force policy in the tourism sector – that is, to
execute the NLTTS.

1.1 Overview of the approach
The overarching approach to this study involved five key tasks:
1.
2.
3.

Design and implementation of the National Tourism Labour Force Survey.
Collation and analysis of the survey data.
Modelling and projecting the regional demand for tourism workers.

4.
5.

Modelling and projecting the regional supply of tourism workers.
Synthesising the findings of this modelling and analysis, together with other third
party sources, to assess the implications for the sector and for future industry policy.

These tasks culminate in this overarching summary report, which brings together the
findings from each analytical dimension and draws the key implications – in particular, the
regional and occupational “hot spots” for priority policy attention.

1.1.1

Survey design and implementation

The survey questionnaire was developed to meet the priority information requirements
(outlined in Section 2.1) and to reflect the issues raised during a series of industry
Deloitte Access Economics
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consultations which were conducted in the early stages of the project. Deloitte Access
Economics met with more than 50 employers and industry representatives across 7 regions
in Australia to inform the development of the questionnaire.
The survey was designed to be conducted online and, in order to maximise the potential
response rate, the intention was to keep the questionnaire sufficiently short. It was also
necessarily focused on calendar year 2010, to ensure all responses would be contemporary
regardless of the point in time the survey was completed.
Initial questionnaires were prepared and provided to the NLTTS Labour and Skills Working
Group for comment and input. Then, as a part of the Statistical Clearing House approval
process, the Australian Bureau of Statistics (ABS) reviewed the questionnaire and provided
feedback. Once the survey design was complete it underwent industry piloting, where
feedback was sought regarding the survey’s ease of understanding, length and format.
Invitations to complete the survey were sent to some 32,000 businesses spanning all 82
Tourism Regions. The survey was initially open from 14 March – 30 April 2011, however this
was extended to 29 May 2011 to allow time for further responses. Throughout the period
the survey was promoted through a myriad of forums including industry publications,
conferences, speeches and direct representations from industry leaders.

1.1.2

Survey data collation and analysis

A total of 1,814 responses with adequate detail for inclusion in the analysis were received.
This sample falls short of the required level for statistically significant analysis of the 82
individual Tourism Regions. There were insufficient responses for a statistically significant
analysis of any of these Tourism Regions in a stand-alone fashion.
In order to maximise the number of viable regions and the geographical interpretive power,
Tourism Regions were aggregated to ‘mega’ regions. Each mega-region contains multiple
adjacent Tourism Regions to maximise the cross-comparability with other data sources, and
is self-contained within state or territory borders.
Based on discussions with, and advice from, RET and Tourism Research Australia, survey
results are reported if their sample size falls within a 50% relative margin of error at the
95% confidence level. Assuming market features are normally distributed, the sample size
threshold is therefore 15 or more. However, even within the mega-regions, not all results
could be presented with this statistical significance.

1.1.3

Regional tourism demand modelling

The modelling of future demand for, and supply of, tourism and hospitality workers was
conducted using a custom-designed tourism labour force model. The model was
constructed at the Tourism Region level, drawing on a range of ABS, TRA and DEEWR data
sources.
Within the model, two key projections are drawn upon to estimate the future level of
regional tourism labour demand:
1.

regional tourism activity (that is the number of visitors to a given region and their
expected spend); and
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2.

regional tourism labour retirement (and therefore replacement demand).

These trends are separately modelled and then combined to reveal the overall level of
tourism labour demand within each Tourism Region to 2015.

1.1.4

Regional labour supply modelling

The second stage in the modelling is to explicitly ‘layer’ supply estimates over the demand
forecasts to reveal potential shortages or surpluses in the regional tourism workforce.
Within the model there are three key elements to projecting the future supply of skills:
1.

understanding the current profile of qualification attainment across Australia, both
from post-school study and from migration;

2.

projecting population growth rates for each Tourism Region over the period, critically
for the key workforce entrant cohort of those aged 15-24 years; and
combining these two sets of data to obtain indicative projections of relevant
qualification supply by Tourism Region.

3.

Those people who hold post-school qualifications are linked to the tourism sector based on
the occupation of employment that the qualification is expected to lead to. However, this
cannot be done for people with no post-school qualifications, as no data on the occupation
or industry they may be attached to exist.
The supply estimates are therefore based on additional identifiable skills (new entrants and
migrants), and can only cover those with post-school qualifications. Unskilled labour supply
instead forms a component of the shortage or surplus predicted by tourism region.

1.1.5

Synthesis and analysis of findings

Ultimately, the findings from the survey and the demand and supply modelling are drawn
together with existing sources of data and the findings from industry consultations, to
generate a comprehensive picture of the labour and skills challenges facing Australia’s
tourism industry.
While the analysis aims to systemically cover the tourism and hospitality industry in its
entirety, particular focus is placed on regions with particularly high dependence on tourism
and on those regions and occupations which were revealed as ‘hot spots’. Based on these
findings, the implications for future labour force policy in the tourism industry are assessed
and analysed below.

1.2 Key findings at 2010
The headline labour force status and deficiency metrics are drawn here from the Australiawide survey results, with key state and territory findings also presented as constructed
through an aggregation of the mega-region findings.
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Interpreting the survey findings
The survey results vary in their statistical significance and, therefore, in the extent to
which they should be relied upon to inform policy decisions. Interpretation of the results
should be undertaken with reference to the explanatory notes provided in Section 3 of
this report.

1.2.1

National trends

The survey revealed that as at 2010, 71% of tourism employees were local residents, while
9% originate from elsewhere in the state, 7% from interstate and 7% are working holiday
makers. Among these employees, bar attendants, waiters and commercial housekeepers
are the most common tourism industry occupations – combined accounting for around
one-quarter of all tourism industry workers.
Across all tourism businesses who responded, the average employee turnover rate was
64%, which reiterates the transitory nature of large parts of the tourism labour force and
the fact that a significant challenge exists in the retention of labour in businesses. This is
slightly higher than turnover rates found in previous studies, for instance a Tourism and
Transport Forum (2006) survey that found an average annual turnover rate of 51%.
Furthermore, the average job vacancy rate (at 9%) in the tourism and hospitality industry
compares poorly to the whole-of-economy average of just 2%. This suggests that there are
industry specific factors causing more substantial labour force issues for the tourism and
hospitality industry.
Nearly half of all tourism businesses surveyed indicated they are experiencing a
recruitment, retention and/or skills deficiency. While there is no directly comparable
figure available for other industries, this indicates widespread labour force issues within the
tourism sector – particularly in relation to recruitment, which is afflicting the greatest
proportion of businesses at 57%.
Among these recruitment, retention and skills issues, responding businesses reported:
A lack of applicants as generating the greatest degree of recruitment difficulty, which
suggests a general shortage of workers. Furthermore:
• those that are interested appear to be ill-suited to the roles, reiterated by the
next most important reasons for recruitment difficulty being a lack of required
skills and a lack of required experience; and
• at the other end of the spectrum, competition from other tourism in the region
is having the least significant impact – competition from non-tourism businesses
is of greater concern.
In terms of retention of tourism employees, the lack of career development
opportunities was the highest ranked contributor to the difficulty faced, while leaving
to commence studies was the lowest ranked. This accord with the findings from
industry consultations, in which issues with employees viewing tourism and hospitality
as a ‘job’ rather than a ‘career’ where consistently raised. However:
• no single retention-related factor made anymore than a minor-to-moderate
contribution to the difficulties faced; and
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• when compared to the analysis of reasons for recruitment difficulty, this
suggests the drivers of retainment issues are either less understood, or perhaps
less specific.
The most critical reason for any skill deficiency among tourism employees was a lack of
suitable experience in the sector. This implies:
•

•

when considered alongside the high industry turnover rate, that employees
who are turning over are in fact leaving their occupation and/or leaving the
industry, and
the belief of a lack of career prospects is most likely valid.

In response to employee deficiencies (in any/all areas), tourism businesses are primarily
encouraging or pursuing training opportunities (internal and external). Despite a lack of
career development opportunities ranking as the most significant perceived contributor to
employee turnover, the creation of structured career paths ranks last among business
responses, with only 20% of businesses pursing this strategy.
•
Given training inevitably works to increase the productivity of the worker –
making them more valuable to the business (as well as other businesses) – to
pursue this without the corresponding career path creation could be in fact
encouraging turnover. The disconnect between the perceived cause and
businesses’ responses highlights an obvious area for immediate attention.
Those businesses exploring new/alternative sources of labour in response to deficiencies
are relying most heavily upon mature-age workers and workers from overseas. This is
again providing only short-term employment solution, although may be more a symptom of
the situation than the cause.
Conversely, the relatively low utilisation of workers with a disability among these
alternative labour sources perhaps highlights an opportunity for the tourism and hospitality
labour force to attract workers who are more likely to pursue a long-term career with a
single business. It also aligns with current Government policy objectives to improve labour
force participation, and might therefore be incentivised for business by Government.

1.2.2

State and regional summary

Aggregating the relevant mega-regions in accordance with state and territory boundaries,
Table 1.1 presents state level results across the key labour force survey metrics. Of
particular note from these findings, and as compared to the surveyed Australian averages:
NT and TAS are considerably more seasonal in their tourism, while ACT is considerably
less seasonal;
vacancy rates are notably higher in NT and ACT, and notably lower in TAS;
turnover rates are far higher in NT and WA than other states;
recruitment difficulties are more prevalent in NT and WA, though less prevalent in SA;
retention difficulties are less prevalent in TAS, NSW and particularly SA; and
similarly, skills deficiencies are most prevalent in NT and WA.
From these findings, it is apparent that the trends revealed via the headline quantitative
metrics – vacancy rate and turnover rate – are consistent with the self-reported responses
Deloitte Access Economics
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from businesses. Namely, that the tourism labour force pressures are most pronounced in
NT and WA.
Table 1.1: Tourism labour force summary (by state)
Metric

NSW

ACT

VIC

QLD

WA

SA

NT

TAS

Survey
responses

342

37

371

245

242

345

157

75

Average #
employees
Seasonal
businesses

22

39

12

13

22

12

20

10

37.4%

24.3%

47.4%

44.5%

54.5%

41.7%

69.4%

66.7%

Vacancy rate
Turnover rate
Recruitment
difficulties

6.9%
42.3%

12.8%
42.9%

10.0%
57.5%

5.8%
54.2%

10.2%
100.2%

7.2%
48.6%

15.5%
118.0%

4.4%
58.6%

49.3%

65.8%

64.2%

52.4%

67.5%

44.5%

77.8%

48.7%

Retention
difficulty

38.9%

56.3%

47.6%

41.4%

61.5%

36.2%

65.0%

37.3%

Skills
deficiencies

42.4%

53.1%

54.1%

47.2%

57.9%

42.3%

62.8%

48.5%

Source: Survey data

Indicative supply shortages
Table 1.2: Estimated tourism labour shortages

Mega region
Northern Territory
Rest of WA
Northern and inland NSW
Southern NSW inc ACT
Eastern Victoria
Rest of SE SA
Melbourne and Port Phillip Bay
Southern WA
Rest of SA
Western Victoria
Rest of Queensland
South Coast, Sydney and surrounds
Adelaide and Adelaide Hills
South East Queensland
Australia tourism industry

Vacancy
rate
16%
13%
13%
12%
12%
11%
10%
10%
10%
9%
8%
5%
4%
4%
9%

Diff. to
Australian
average
14%
12%
11%
11%
10%
10%
8%
8%
8%
7%
6%
3%
3%
3%
7%

Employed
persons est.
5,356
5,100
32,780
32,141
14,617
5,684
86,120
42,668
4,031
18,265
19,330
108,335
27,554
77,692
500,500

Above average
vacancies est.
743
600
3,564
3,389
1,531
558
7,318
3,380
317
1,307
1,214
3,585
703
1,954
35,802

Source: ABS 2010, DAE forecasting model and survey results

Drawing on the survey data, Table 1.2 sets out an approach to estimating the indicative
tourism labour shortfall at 2010 for each tourism ‘mega region’, based on the excess
vacancies within the tourism industry (that is, the level beyond average economy-wide
vacancy rate).
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The analysis implies the industry is currently short some 35,800 workers, and that the
regions facing the most acute shortages are, in relative terms, the Northern Territory, the
Rest of WA and Northern and inland NSW, while in absolute terms the total number of
vacancies is largest in the Melbourne and Port Phillip Bay, South Coast, Sydney and
Surrounds, and Northern and inland NSW regions. The strength of this finding is a function
of the survey data and hence should be interpreted within the bounds of confidence
discussed above.
Elaborating further on the severity of these shortages – in terms of time taken to fill
vacancies in 2010 for those positions experiencing difficulties with recruitment – Eastern
Victoria, Rest of South East SA and Rest of WA are facing the greatest challenge in filling
positions (Table 1.3). Furthermore, for around one-quarter of the 6.3% of positions
experiencing recruitment difficulties (i.e. 1.7% of all vacancies), the implication is the
position was not filled. This ratio is reasonably consistent across all mega regions.
Table 1.3: Reported time to fill vacancies in 2010 (where there was a difficulty)

Mega region
Eastern Victoria
Rest of SE SA
Rest of WA
Rest of SA
Western Victoria
Northern and inland NSW
Melbourne and Port Phillip Bay
Rest of Queensland
Northern Territory
Southern NSW inc ACT
South East Queensland
Southern WA
South Coast, Sydney & surrounds
Adelaide and Adelaide Hills
Australia tourism industry

<=4 weeks
5.7%
4.4%
4.7%
2.8%
2.6%
3.2%
3.0%
4.3%
3.6%
2.2%
2.4%
1.8%
1.4%
1.1%
2.5%

> 4 <=8
weeks
2.9%
2.8%
2.9%
2.1%
1.7%
2.6%
1.8%
2.0%
1.6%
1.8%
1.2%
0.9%
1.0%
1.0%
1.5%

> 8 weeks
1.5%
2.4%
1.5%
1.2%
1.4%
0.8%
0.3%
0.4%
0.5%
0.6%
0.7%
0.7%
0.3%
0.4%
0.7%

Could not
fill
3.3%
3.3%
2.6%
3.0%
2.5%
1.6%
2.8%
1.2%
1.8%
1.5%
1.5%
1.6%
1.0%
0.7%
1.7%

Total
difficulty
13.4%
12.9%
11.6%
9.1%
8.2%
8.2%
8.0%
7.9%
7.6%
6.0%
5.9%
5.0%
3.6%
3.2%
6.3%

Source: Survey results
Note: As a proportion of all employees in region.

Competition for workers
Following on from the estimated tourism workforce shortfall, Chart 1.1 highlights those
regions facing the most acute competition for recruitment from other sectors/industries.
Notably, Rest of WA, Southern WA, NT and Southern NSW inc. ACT are among the top 3
regions facing competition – most particularly rest of WA which appears in the top 3 in
each of Table 1.2 and Table 1.3. These survey findings – combined with the lack of
applicants finding reported earlier – support the anecdotal reports and consultation
findings that the tourism sector is competing with the resources sector for labour.
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Chart 1.1: Top regions facing competition from other industries/sectors^
4
Difficulty retaining as recruited by
businesses in other industries

Difficulty recruiting due to competition
from other sectors

3

2

1

0

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ^Where ‘1’ implies no difficulty, ‘2’ implies minor difficult, ‘3’ implies
moderate difficulty, and ‘4’ implies a great deal of difficulty.

In light of the labour deficiencies faced, on a state-by-state basis the alternative sources of
labour being pursued vary only marginally (Chart 1.2). Indeed each state and territory is
focused primarily on mature-age workers (around 60-80% of the time), and is largely not
using workers with a disability (only drawing on this labour source between 5% and 20% of
the time).
Other points of note include:
NT drawing more heavily upon Indigenous workers;
WA drawing more heavily upon workers from overseas; and
NSW/ACT drawing more heavily upon workers with a disability.
The flipside of the lack of variation may be the recruitment opportunities that exist in
particular jurisdictions, where there may be an over-representation of particular labour
types among the unemployed or not in the labour force.
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Chart 1.2: Alternative sources of labour, tourism and hospitality businesses
2.0
1.8
1.6

1.4
1.2
1.0
0.8
0.6
0.4
0.2
0.0

Indigenous
workers

People f rom nonEnglish speaking
backgrounds
NSW/ACT

Mature age
workers

VIC

QLD

Workers with a
disability

SA

WA

NT

Workers f rom
overseas

Other

Aust

Source: Survey data
Note: Tasmanian results are not presented as they are not statistically significant.

1.3 Key findings to 2015
The headline labour force demand and supply metrics are drawn here from the regional
tourism labour demand and supply modelling undertaken by Deloitte Access Economics,
with key state and territory findings also presented as derived through an aggregation of
the Tourism Region modelling results.

1.3.1

The outlook for tourism

Global economic conditions have not been favourable for the Australian tourism industry
over recent years, with weak economic performance in key source markets and the
strength of the Australian dollar taking their toll on visitor numbers. The impact of the
global financial crisis and, to a lesser extent, the impact of the high Australian dollar have,
over the last 12 months, seen inbound visitation to Australia decline by 0.4% for 2010-11
(ABS 3401.0) and outbound travel by Australians accelerate (at the expense of domestic
visitation). Deloitte Access Economics does not anticipate either of these issues to unwind
in any significant way in the near term, with implications for both visitor numbers and pervisitor expenditure.
In light of these and other macroeconomic trends and on the basis of Deloitte Access
Economics’ tourism forecasting model, Table 1.4 presents the top and bottom five growth
markets for visitor nights to Australia to 2015, as well as the Tourism Regions most
dependent upon visitors from these countries of origin. The results suggest a substantial
shift in the composition of visitors to Australia over the coming years.
Deloitte Access Economics

ix

Projected growth markets
The positioning of Canada as the largest growth market (in terms of visitor nights) is
perhaps unexpected; however Canadian visitors typically undertake relatively long trips to
Australia, meaning the impact of each additional visitor is proportionally larger. Further,
Canadian visitors accounted for 117,000 or just 2.3% of total visitors to Australia in 2010
and as such this large forecast growth is coming off a low base.
The remaining top growth markets are less surprising, dominated by non-traditional source
markets. Nations such as Malaysia, China and India are emerging markets where a large
proportion of the population is becoming increasingly wealthy and able to afford
international travel. Furthermore, visitation from India in particular is coming off a
relatively low base.
At the other end of the scale are many of Australia’s traditional source markets. Visitation
from Japan has been declining for many years and this trend is expected to continue, while
traditional markets such as the United Kingdom are facing ongoing economic malaise. The
Singapore result, meanwhile, is at least partly a reflection of visitor nights, with visitors
staying in Australia only 21 nights on average.
In terms of the impact of this forecast growth on tourism regions, growth in international
visitation is likely to be strongest in Tasmania and parts of SA and Victoria. On the other
hand, those regions that look likely to benefit less from these changes in market
composition are Northern Queensland and parts of SA and Victoria.
Table 1.4: Forecast growth in visitor nights,
by fastest and slowest growth countries of origin to 2015
Growth
p.a.
Top 5 growth markets
Canada
7.9%
Malaysia
7.5%
Other World
7.0%
China
6.6%
India
6.6%
Bottom 5 growth markets
Singapore
0.8%
Japan
1.2%
UK
1.2%
France
1.4%
Netherlands
1.6%

Top 3 Tourism Regions visited 2015^
Region 1

Region 2

Region 3

Outback SA
Greater Launceston
Eyre Peninsula
Ballarat
Central NSW

Wimmera
Greater Hobart
East Coast
South Coast
Limestone Coast

Central Highlands
Experience Perth
Darling Downs
Canberra
Central Queensland

Clare Valley
Wimmera
Fleurieu Peninsula
Mallee
Upper Yarra

Macedon
Bundaberg
Phillip Island
Daly
Fleurieu Peninsula

Experience Perth
TNQ
Lakes
Goulburn
Yorke Peninsula

Source: TFC 2011, DAE labour forecast model and TRA data
^Ranking based on source market share of total international visitor nights.

1.3.2

Regional trends

At the Tourism Region level, the most significant accumulated labour demand to 2015 – in
terms of number of workers – is, unsurprisingly, occurring in Australia’s largest tourism
regions (Table 1.5). In particular, Sydney and Melbourne combined account for over 50%
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of all accumulated demand for tourism labour, equating to around 30,000 workers from
2012-15.
The total accumulated labour demand across all Tourism Regions to 2015 is around 56,676
workers, of which 46% are skilled workers and the remaining 54% (30,749 workers) are unskilled workers. These figures represent newly created positions as well as some industry
churn. To put this figure into context, in 2010, there were an estimated 500,000 workers
employed in the tourism industry.
For comparison, if the 2020 tourism potential under the National Long-Term Tourism
Strategy were to be achieved, then the total tourism labour force would need to increase to
638,000 workers (i.e. some 130,000 workers to fill new roles over and above industry
turnover) by 2020 (Access Economics 2010). This forecast demand over 2012-2015 is
comparatively conservative.
Reflecting the profile of demand for skilled labour as well as projections of supply of skilled
workers in each Tourism Region, Table 1.6 shows the accumulated shortfall of skilled
workers (top 10 regions) over the period to 2015. Consistent with patterns of demand, the
projected shortfalls are greatest in Sydney and Melbourne – accounting for 50% of the
skilled labour shortfall at approximately 7,900 workers. The total accumulated skilled
labour shortfall (that is, the difference between the forecast increase in demand for skilled
labour and the forecast increase in supply of suitably skilled labour) across the tourism and
hospitality industry to 2015 is around 15,033 workers.
Table 1.5: Accumulated labour demand 2012-15; top 10 regions and total
Accumulated
demand for
skilled
workers
Sydney (NSW)
Melbourne (Vic)
Experience Perth (WA)
Brisbane (Qld)
Adelaide (SA)
Gold Coast (Qld)
Greater Hobart (Tas)
Mid North Coast (NSW)
Canberra (ACT)
Tropical North Queensland (Qld)
Subtotal (top 10)
Total

8,478
6,337
2,303
1,848
1,502
356
315
297
281
242
21,960
25,927

Accumulated
demand to be
met through
alternative
sources
13,037
10,298
4,304
3,450
3,123
616
666
609
489
439
37,031
45,782

Accumulated
demand for
workers

% all
demand

16,946
13,281
5,396
4,331
3,670
784
761
671
622
513
46,975
56,676

30%
23%
10%
8%
6%
1%
1%
1%
1%
1%
83%
100%

Source: DAE labour force model
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Table 1.6: Accumulated labour shortfalls 2012-15; top 10 regions and total

Sydney (NSW)
Melbourne (Vic)
Experience Perth (WA)
Brisbane (Qld)
Adelaide (SA)
Mid North Coast (NSW)
Greater Hobart (Tas)
Gold Coast (Qld)
Tropical North Queensland (Qld)
Central NSW (NSW)
Subtotal (top 10)
Total

Accumulated skilled
labour shortages
4,568
3,354
1,211
967
955
235
220
188
168
161
12,028
15,033

% all skilled shortages
30%
22%
8%
6%
6%
2%
1%
1%
1%
1%
80%
100%

Source: DAE labour force model

Casting an alternative view over the future regional labour force pressures, Table 1.7 shows
the top 10 Tourism Regions ranked by growth in demand for labour and relative skilled
labour shortage. The major capital city regions – Sydney (NSW), Melbourne (Vic) and
Experience Perth (WA) – remain the fastest growth in percentages terms, however several
of the Northern Territory Tourism Regions including Petermann, Arnhem, Kakadu and Daly
also feature in the top 10. The regions projected to experience the proportionally greatest
shortfall in skilled workers at 2015 include Peterman (NT); Kakadu (NT); and Sydney (NSW).
Table 1.7: Top 10 regions by growth; skilled demand and skilled labour shortages

Tourism region

Growth in labour
demand (% p.a.)

Tourism region

Accumulated skilled labour
shortage
(% current workforce)

2.3%
2.2%
1.7%
1.7%
1.6%
1.6%
1.5%
1.3%
1.0%
0.9%

Petermann (NT)
Kakadu (NT)
Sydney (NSW)
Arnhem (NT)
East Coast (Tas)
Tablelands (NT)
Melbourne (Vic)
Southern (Tas)
Greater Hobart (Tas)
Whitsundays (Qld)

7.6%
5.0%
4.4%
4.3%
4.2%
4.0%
4.0%
3.9%
3.8%
3.7%

Sydney (NSW)
Melbourne (Vic)
Experience Perth (WA)
Petermann (NT)
Adelaide (SA)
Greater Hobart (Tas)
Arnhem (NT)
Kakadu (NT)
Daly (NT)
West Coast (Tas)
Source: DAE labour force model

1.3.3

State trends

Aggregating the regional results to the state level, Table 1.9 presents NSW and Victoria as
accruing the greatest demand for additional tourism workers to 2015 at approximately
35,600 workers. These states accordingly account for the greatest shortfall in the supply of
skilled tourism workers to 2015 at approximately 10,000 workers. Indeed the labour
demands and shortages here largely reflect Australian tourism market shares by state.
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Table 1.8: Accumulated skilled labour demand and shortfalls 2012-15 (by state)

State/ territory

Accumulated
demand for
skilled workers

Supply of skilled
labour matching
demand (1)

Accumulated skilled
labour shortages

10,233
7,436
2,919
2,675
1,806
473
281
104
25,927

4,316
3,262
1,259
1,202
606
77
133
40
10,894

5,917
4,174
1,660
1,473
1,200
396
148
64
15,033

NSW
VIC
QLD
WA
SA
TAS
ACT
NT
Total

Source: DAE labour force model
Note: (1) Forecast shortages are based on matching qualification level specific demand with supply.

Table 1.9: Accumulated total labour demand and shortfalls 2012-15 (by state)
% all demand
State/ territory

Accumulated demand
for all workers

NSW
VIC
QLD
WA
SA
ACT
TAS
NT
Total

21,172
15,879
6,755
6,309
4,552
622
1,160
227
56,676

36%
27%
11%
11%
8%
4%
2%
1%
100%

Source: DAE labour force model

1.3.4

Trends by occupations

Over the period to 2015, the tourism and hospitality occupations forecast to be in greatest
demand are kitchenhands, waiters and cafe and restaurant managers which, combined,
account for approximately one-third of all demand (Table 1.10). For each occupation
among the top 10 in demand, the total accumulated demand is around double the demand
for skilled workers alone, with the exception of waiters where it is nearly triple, and bar
attendants where it is approximately one-and-a-half times.
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Table 1.10: Accumulated labour demand 2012-15 (by occupation)

Top 10 occupations
Kitchenhands
Waiters
Cafe and Restaurant Managers
Chefs
Cooks
Bar Attendants and Baristas
Housekeepers
Automobile Drivers
Tourism and Travel Advisers
Hotel and Motel Managers
Subtotal (top 10)
Total

Accumulated
demand for
skilled workers

Accumulated
demand for workers

% all demand

1,839
2,110
3,114
3,492
1,658
1,360
899
1,226
1,531
1,072
18,301
25,927

7,364
6,280
6,112
4,855
4,305
4,033
2,498
2,476
2,173
2,170
42,268
56,676

13%
11%
11%
9%
8%
7%
4%
4%
4%
4%
75%
100%

Source: DAE labour force model

Again, reflecting the profile of tourism labour demand, together with projections of supply
by occupation, Table 1.11 shows accumulated shortfall of skilled workers by occupation
(top 10 occupations) over the period to 2015. Consistent with the patterns of demand
outlined above, the occupations projected to experience the greatest shortfall in unskilled
workers are kitchenhands, waiters and cafe and restaurant managers – combined
accounting for 41% of the shortfall at approximately 12,700 workers. In terms of skilled
workers, labour shortages, the greatest shortfalls are anticipated among chefs, cafe and
restaurant managers, and waiters.
Table 1.11: Top 10 occupations by accumulated change in non-skilled labour demand,
2012 to 2015

Occupation
Kitchenhands
Waiters
Cafe and Restaurant
Managers
Cooks
Bar Attendants and Baristas
Chefs
Housekeepers
Automobile Drivers
Hotel and Motel Managers
Tourism and Travel Advisers
Top 10 total
Total tourism and hospitality

Accumulated nonskilled labour
demand

Accumulated skilled
labour shortage1

5,526
4,170

1,302
1,390

2,998
2,647
2,673
1,363
1,599
1,251
1,098
642
23,967
30,784

1,952
899
849
2,118
564
678
679
1,090
10,519
15,033

Accumulated labour
demand to be met
through alternate
sources
6,828
5,560
4,949
3,547
3,522
3,480
2,164
1,929
1,776
1,732
35,487
45,782

Source: DAE labour force model
Note: (1) Forecast shortages are based on matching qualification level specific demand with supply.
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1.4 Conclusions and implications
Summarising and expanding on the findings from the survey and modelling reported above,
this section outlines the report’s key conclusions – by region and occupation – as well as
the implications of these conclusions for future labour force policies and strategies in the
tourism sector.

Regional hotspots
The basis for identifying regional hotspots in this analysis is two-fold:
1.

based on those regions that were revealed to be experiencing the most acute labour
and skills pressures among all regions captured in the survey; and

2.

based on those regions that were forecast to experience the most severe shortfalls in
labour as reflected in the demand/supply modelling (in both absolute and relative
growth terms).

Accordingly, where these two approaches overlap, the likelihood and/or severity of labour
and skills shortages are emphasised.

Existing ‘hot spots’
From the survey findings, regional ‘hotspots’ are identified utilising a range of key metrics:
Where the overall frequency of businesses identifying labour force issues is considered,
the Northern Territory, Southern WA and Melbourne & Port Phillip Bay face the most
prevalent issues (in that order).
• Indeed up to three-quarters of business in the Northern Territory are
experiencing recruitment, retention and skills difficulties, as compared to
approximately half of all business at the national level.
Applying the rate of employee turnover as the means of identifying labour force issue
severity, the Rest of WA, Northern Territory and Southern WA regions (in that order)
are considered the regional ‘hotspots’.
•

In particular, for both the Rest of WA and the Northern Territory, the
turnover rate is approximately double that observed nationally.

If current position vacancy rates are utilised as the metric, the Northern Territory, Rest
of WA and Northern NSW regions (in that order) represent the ‘hotspots’. Indeed the
vacancy rates in the Northern Territory and the Rest of WA are 78% and 44% higher
respectively than the national survey average.
It is clear from this assessment that at present, and as reported by the survey, the
Northern Territory and WA are experiencing the most acute and/or prevalent labour and
skills issues.

Projected future ‘hot spots’
Alternatively, drawing on the forecast trends revealed in the tourism labour
demand/supply modelling:
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In terms of accumulated skilled labour shortage, Sydney, Melbourne and Experience
Perth represent the top three regions, where the accumulated shortage in Sydney is
more than three times that of Experience Perth, and nearly one-third of the total
shortage (in absolute terms).
In terms of annual growth in labour demand, Sydney, Melbourne, Experience Perth and
Petermann are forecast to face the most significant growth in demand, where demand
in Sydney is growing at a rate 0.6 percentage points higher than in Experience Perth
and Petermann, and 1.5 percentage points higher than the Australian average.
In terms of accumulated skilled labour shortage (as a percentage of the existing tourism
labour force), Petermann, Tablelands and Sydney are the predicted top three regions,
where the accumulated shortage as a proportion of the workforce in Petermann is 70%
higher than that experienced by Sydney and 143% higher than that experienced at the
Australian level.
Accordingly, in relative terms the Northern Territory is anticipated to fare the worst, while
in absolute terms Sydney, Melbourne and to a lesser extent Experience Perth are
anticipated to feel the most severe pressures.
Overlaying the findings from the survey with those from the modelling, the Northern
Territory (particularly Petermann and the Tablelands), and to a lesser extent Western
Australia (including Experience Perth), are demonstrated to be the most prominent
regional ‘hot spots’ for tourism labour force issues.

Occupational hotspots
Once again, the approach to identifying occupational hotspots in this analysis is two-fold:
1.
based on those occupations that were revealed to be experiencing the most acute
labour and skills pressures among all occupations captured in the survey; and
2.
based on those occupations that were forecast to experience the most severe
shortfalls in labour as reflected in the demand/supply modelling (in absolute terms).
Accordingly, where these two approaches overlap, the likelihood and/or severity of labour
and skills shortages are emphasised.
Current ‘hot spots’
Drawing on the survey results, the most common tourism and hospitality occupations are
bar attendants, waiters and commercial housekeepers (in that order), which combined
account for around one-quarter of the current workforce. In terms of the occupations
experiencing the most common deficiencies (in skills, qualifications and/or experience),
waiters, chefs, bar attendants, cooks and commercial housekeepers represent the top five
(in that order), who combined account for just over one-quarter of all deficiencies.
Accordingly, the current pattern of demand for labour and skills by occupation largely
reflects the pattern of supply, with the exception of chefs and cooks, where the level of
demand for labour outstrips current supply. This implies that chefs and cooks are
overrepresented among current tourism occupational deficiencies, as revealed by the
survey. To a lesser extent waiters are also overrepresented – comprising 8% of the existing
workforce and 11% of the existing deficiency.
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Projected future ‘hot spots’
Alternatively, considering the findings from the labour demand/supply modelling, the key
occupations in demand and/or short supply are revealed to be:
In terms of the accumulated demand for workers, cafe and restaurant managers, chefs
and waiters represent the top three occupations, combined accounting for one-third of
all tourism labour demand.
In terms of the accumulated skilled labour shortages, cafe and restaurant managers,
chefs and waiters again represent the top three occupations, combined accounting for
one-third of all tourism accumulated skilled labour shortage.
This consistency in the pattern of demand and supply shortfall implies the pattern of supply
of workers is not anticipated to change over the forecast period. Furthermore, overlaying
the findings from the survey with those from the modelling, chefs and waiters are revealed
as the most prominent occupational ‘hot spots’ for tourism labour force issues.
Further validating these findings, within the available literature chefs are highlighted as in
short supply throughout Australia. Indeed, Tourism and Transport Forum (2007), QTIC
(2010) and FutureNow (2010) all explicitly identify chefs as a critical skills shortage. This is
further demonstrated in the Clarius Skills Index, which as of June 2011 reported chefs as
having a skills index of 105.3 (extreme), against a scale where 100 equals balanced labour
demand and supply.

1.4.1

Implications for future policy and strategy

In light of the labour and skills issues revealed at the national level, as well as the regional
and occupational ‘hotspots’, the following is a collection of high level observations in
relation to future workforce policy and strategy in the tourism sector. The initiatives
canvassed are a function of issues explored throughout the survey and modelling and as
such do not represent an exhaustive account of the policy proposals that warrant
consideration.

Training
Changes to training provision in key tourism skill areas might help to alleviate skilled labour
shortages – for instance among chefs. Of course the likelihood of workers attaining a
qualification and being lured to non-tourism industries is likely to remain a threat to the
efficacy of training-related strategies in the near term. Nevertheless, the findings of the
analysis in relation to training and workforce development indicate that consideration
should be given to the following issues:
the number of training places;
the content of training courses; and
accessibility to training, particularly in regional areas.
Supporting the findings of the survey, Service Skills Australia (2009) note that there are
issues with the accessibility of tourism and hospitality training courses, in terms of viability
and availability. Further, the study notes that some training programs are not providing
individuals with the skills and knowledge that employers require.
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Alternative labour sources
To varying degrees across the different regions, there is scope to look to alternative labour
sources to alleviate shortages in the tourism and hospitality industry. Alternative labour
sources for the tourism and hospitality industry include:
international workers (for instance skilled migrants, international students and working
holiday makers); and
non-traditional workers (for instance mature-age workers, Indigenous employees –
particularly in the Northern Territory and Western Australia – and workers with a
disability).
In terms of the availability of international workers as an alternative labour source for
tourism businesses, this is largely dependent upon Australian visa arrangements. In
particular, as the conditions relate to the ability of foreigners to move to Australia to work,
or to travel to Australia and work while here (including hours limitations).
A relatively large proportion of businesses who indicated in the survey that they were
investigating non-traditional sources of labour as a means to address skills shortages noted
an interest in using international workers. However, current visa regulations severely
restrict the ability of these businesses to access international workers, and as a result
international workers are a less viable option for the industry than in the recent past.
Anecdotal reports from industry reveal a strong appetite for the utilisation of international
workers to fill labour force shortages and a frustration with the current lack of recognition
of key occupations within migration policy.
Virtually all tourism and hospitality-related roles on skilled migration occupation lists –
which enable employers to sponsor migrants with appropriate skills to move to Australia
for work – were removed from the General Skilled Migration Skilled Occupations List in
early 2010. Since 1 July 2011 some of these roles (hotel or motel managers, chefs and
cooks) sit on a supplementary list, which enables skilled migrants to come to Australia if
sponsored by a state or territory government.
In addition, it was noted during the consultation process that there are substantial
limitations upon working holiday makers and international students reported by operators:
working holiday makers may only work for an employer for six months and tourism is
not included as one of the industries which allows workers to extend their working
holidaymaker visa into a second year by working in regional Australia; and
international students are limited to working a maximum of twenty hours per week.
Opportunities for migrant worker arrangements to be made more conducive to easing the
labour and skills pressures facing tourism workers should be considered as a priority.
While local demographics ultimately determine the extent to which these sources offer a
material response to regional labour force challenges, they are nevertheless a resource
which could be more extensively and more effectively utilised to ease labour force
pressures.
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Career pathways
In response to employee deficiencies (in any/all areas), tourism businesses are primarily
encouraging or pursuing training opportunities (internal and external). Despite a lack of
career development opportunities ranking as the most significant perceived contributor to
employee turnover, the creation of structured career paths ranks last among business
responses, with only 20% of businesses pursing this strategy.
Notwithstanding the fact that some tourism occupations, by their nature, are characterised
by a largely casual and often transient employee base, thereby limiting scope for career
development, there is a clear disconnect between the perceived source of retention issues
and businesses’ responses. In those areas where structured career paths can be created
and supported – and where there is scope for occupations to be a career rather than
merely a ‘job’ – there would appear strong returns to doing so.

Improved coordination
The disparate nature of the tourism industry means that, in a variety of areas, there are
significant benefits to increased levels of coordination. The management of the tourism
labour force is no exception. The employers that are most effective at managing their
labour force are, in general, the larger ones. Not only are they equipped with professional
capability and resources, they also operate on a scale that justifies a strategic approach to
workforce management. Given the predominance of small business in the sector, there
would appear benefit to improved information, support and resourcing in relation to the
tourism workforce – both for workers (e.g. to guide backpackers through the seasonal
employment opportunities) and for employers.

Concluding comments
The size and nature of the labour force challenges facing Australia’s tourism industry vary
markedly across the nation. The occupations afflicted by skills deficiencies vary, as do the
sources of these deficiencies. The important implication of this variation is that the optimal
response to these challenges will to some degree also vary at the local level. While
common themes emerge – e.g. training, career development and access to international
workers – overlayed with this are localised responses to localised challenges. Ensuring that
future policy and strategy has the flexibility to capture the local dimension will be key to its
success.
Deloitte Access Economics, October 2011
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2 Introduction
The significance (and labour intensity) of Australia’s tourism industry is illustrated by its
direct contributions to employment and GDP of 4.5% and 2.6% respectively, contributing
$34 billion to Australia’s GDP and $22.8 billion in gross exports (ABS 2010). However for
some time, the tourism industry’s share of the national economy has been in decline.
Recognising this significance and in light of these trends, an extensive review of the industry
was undertaken, culminating in the release of the National Long Term Tourism Strategy
(NLTTS) in 2009.
The NLTTS articulates the framework that government and industry are pursuing to
facilitate the sector’s long term growth. Among its key priorities is the tourism labour force
and its skills and capability. To facilitate the implementation of the Strategy’s
recommendations with respect to the tourism labour force, the NLTTS Labour and Skills
Working Group was established.
However, evidence in relation to the nature, extent and cause of labour and skills issues in
the tourism industry – that is, the evidence to inform the implementation of the NLTTS –
has historically been limited.
Accordingly, a need existed to develop detailed and
comparable regional tourism labour force data, focusing on recruitment, retention and
skills dimensions, and where these might trend over time.
In this context, Deloitte Access Economics was engaged by the Department of Resources,
Energy and Tourism (DRET) – on behalf of the NLTTS Labour and Skills Working Group – to
analyse existing and anticipated tourism labour force deficiencies, at various levels of
regional detail. The findings presented in this report reflect the outcomes of a detailed
analysis conducted to inform future labour force policy in the tourism sector – that is, to
execute the NLTTS.

2.1 Study objectives and approach
The aim of this study was to develop a greater understanding of the existing and
anticipated labour force deficiencies and challenges across the tourism industry. The results
are ultimately to be used by Tourism Ministers to identify tourism labour force “hot spots”,
in terms of both occupations/skills and, therefore, regions that require priority attention
under the National Long-Term Tourism Strategy.
In pursuit of this overarching objective, four interrelated streams of analysis were
conducted:
1.

2.

A desktop review of the existing data, research and analysis relating to the tourism
labour force was undertaken to develop an understanding of the current stock of
knowledge and to identify issues to be tested in the industry survey.
A national survey of tourism and hospitality employers was conducted to garner
information in relation to the nature and severity of current labour and skills
shortages and to explore options for redressing these issues.
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3.

Consultations with approximately 50 employers and representatives of industry
groups across seven locations representing a diverse spectrum of geographic regions
was undertaken to test the logic of the survey, the validity of the survey design and
to collect anecdotal evidence in relation to perceptions toward labour and skills
challenges. From these consultations a group of employers were selected to test the
survey before it was launched Australia-wide.

4.

Modelling of the forward-looking demand for, and supply of, tourism and hospitality
workers level was undertaken to estimate future trends, over the next five years and
regions where the labour force challenges are likely to become more or less
pronounced.

2.2 Report outline
The report proceeds as follows:
Section 3 (in Part 1 of the report) presents the findings from the National Tourism
Labour Force Survey, providing a state and national overview, together with 14
individual regional reports.
Section 4 (in Part 2 of the report) outlines tourism labour force forecasts for each
Tourism Region, over the period to 2015.
A series of appendices provide detailed information in relation to the survey
instrument, survey responses and the concordance of Tourism Regions and mega
regions.
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3 Analysis of survey results
This section summarises data collected through a national survey of tourism and hospitality
employers. It commences with an overview of the approach to the survey and the data
analysis methodology, before proceeding to outline the survey results. In presenting the
results, it first overviews the findings at the national and state level, then presents the
survey results for 14 mega-regions across Australia. While data was collected at a more
localised – Tourism Region – level, the modest response rate to the survey limited the
conclusions that could be drawn at the Tourism Region level and necessitated reporting in a
more aggregate form (see more detailed discussion below).

3.1 Methodology and approach
3.1.1

Survey development and implementation

Questionnaire design and testing
The survey questionnaire was developed to meet the information requirements outlined in
Section 2.1 and in light of issues raised throughout industry consultation workshops held in
Cairns, Darwin, Gold Coast, Adelaide, Perth, Broome and Melbourne. The survey was
designed and hosted online, though businesses that wished to respond but were unable to
do so electronically were able to do so over the phone. In order to maximise the potential
response rate, the intention was to keep the questionnaire sufficiently short that most
participants would be able to complete it within 15 minutes.
Initial questionnaires were prepared and provided to the NLTTS Labour and Skills Working
Group for input and feedback. Then, as a part of the Statistical Clearing House approval
process, experts at the Australian Bureau of Statistics (ABS) reviewed the questionnaire and
provided feedback. In particular this feedback focused on increasing the accessibility of
questions, reducing the use of jargon and minimising the survey length and complexity.
Once the survey design was complete it underwent a round of testing with select pilot
participants, who provided feedback on the ease of understanding, length, format and
suitability of the questionnaire in its final online format.
Final changes were made based upon the feedback provided, before online technical
testing was undertaken. A paper version of the final survey questionnaire used is provided
in Appendix B.

Sampling technique
Deloitte Access Economics based the target survey sample size upon fixed relative margins
of error across each tourism region, as defined by the ABS and Tourism Research Australia
(TRA). The required sample sizes were set according to a +/-50% relative margin of error
with a confidence level of 95%.
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Then, in calculating the number of initial invitations required, it was assumed that one in
five businesses approached would complete the survey. Achieving such a level of
confidence and relative margin of error, while leading to a higher degree of accuracy,
required approaching all businesses in a large number of these tourism region.
Tourism Research Australia (TRA) estimates indicate that, as of 2006-07, there were nearly
115,000 tourism businesses in Australia, of which 56,000 were employing businesses.
However, the total number of businesses on databases held by State Tourism Organisations
(STOs) or Regional Tourism Organisations (RTOs) was just 32,000.
The high confidence threshold, combined with the relatively small share of total tourism
businesses that were available through STO/RTO databases, meant that in most regions all
businesses on the database were contacted in the first instance (see below). However,
those businesses not contacted in the first instance subsequently received an invitation to
complete the survey, to increase the response rate.

Promotion of the survey
Once the survey was available online, STOs sent invitation emails to their members selected
in the sampling, with the exception of Queensland where it was done at a regional tourism
organisation level and primarily via e-newsletters. After three weeks, reminder emails were
sent and the original invitation sent to those businesses not included in the initial sample.
In addition to a series of reminder emails from STOs/RTOs the survey was promoted in the
e-newsletter of each STO and many RTOs, and through a range of other organisations.
‘Local champions’ were recruited to attempt to further engage at a community level and
encourage response. Also, some states utilised telephone calls in an attempt to elicit
greater response, or additional email contact by STO CEOs to reiterate the case for
participation.
Initially, the survey was to be open for six weeks over March and April 2011. However,
following a delay in the launch of the survey in many regions and a slow response rate, the
survey was extended to 29 May 2011.
In spite of the steps taken to promote the survey and encourage participation, the response
rate was below what would have been required to review each tourism region in a
standalone fashion. Possible reasons for the shortfall in responses are:
Survey length – while such a wide-scale survey provided an opportunity to canvass
views on a broad range of issues at a detailed level, it may have compromised
employers’ willingness to participate. Those who completed the survey took on
average 16 minutes; when those who only partially completed the survey (i.e. did not
have to answer all the survey questions) are included this falls to just under 12 minutes.
The most common piece of feedback received by DAE during the survey period was
that the questionnaire took too long to complete, while natural disasters and survey
fatigue – in many parts of Queensland, the floods and Cyclone Yasi had led to a large
number of surveys as a part of the recovery efforts. The resulting survey fatigue meant
participation in these regions was reduced.
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Limitations of State Tourism Organisation databases – the databases that were used to
approach businesses were not complete listings of all tourism businesses, meaning not
all could be contacted. Additionally, many of the businesses contacted did not have
employees and so fell outside of the pool of interest.

3.1.2

Survey data synthesis and analysis

Over the survey period, a total of 1,814 responses with adequate detail for inclusion in the
survey were received. This sample falls short of the required level for statistically
significant analysis of the 82 tourism regions. In order to maximise the geographical
interpretive power, tourism regions were aggregated to ‘mega’ regions. Each mega-region
contains a number of adjacent tourism regions, to maximise the cross-comparability with
other data sources. Each mega-region is further self-contained within state or territory
borders, allowing for the easy construct of state and territory-level results.
The final mega-regions included in the analysis are outlined in Table 3.1.
Table 3.1: Reporting mega regions
Region name

Region name

Northern Territory

Rest of Western Australia

South East Queensland
Rest of Queensland

Adelaide and Adelaide Hills
Rest of South East South Australia

Southern New South Wales (inc. ACT)

Rest of South Australia

South Coast, Sydney, surrounds

Melbourne and Port Phillip Bay

Northern and inland New South Wales
Southern Western Australia

Eastern Victoria
Western Victoria

Source: Survey data

3.1.2.2

Sample size threshold for individual questions

Within the mega-regions, not all results could be presented with the required degree of
statistical significance. This occurred as not all survey participants were required to
complete all questions.
The intention of the analysis is to investigate a complex mix of the features of regional
tourism businesses and their employment experiences. However, the extent to which the
data can be explored is constrained by the perceived level of bias and the overall statistical
significance of the sample.
The statistical precision of estimates derived from these samples is measured by the
implied margin of error. The margin of error is a statistic expressing the amount of random
sampling error in a survey’s results. Put simply, the larger the margin of error, the less faith
can be had that the reported results reflect actual situation.
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Table 3.2: Measure of statistical significance for select sample sizes
Sample size

Margin of error

10
15

60%
50%

55

25%

345

10%

1380

5%

Notes: Based on a normally distributed sample with 95% confidence level.
The sample size represents that required when cohort is equivalent to an estimated 10% of the sample (e.g.
10% of businesses are experiencing difficulty in recruiting chefs).

Survey results are reported if their sample size falls within a 50% relative margin of error at
the 95% confidence level. Assuming market features are normally distributed, the sample
size threshold is therefore 15 or more responses (see Table 3.2). Also, aggregation rules are
put in place to overcome this in particular questions (see tables below).
Table 3.3: Aggregation of reasons for difficulty in retaining
Individual reason

Aggregation category

Other external factors

Not aggregated

No career development opportunity
Leaving for personal reasons
Leaving to commence studies

Unhappy with conditions and opportunities
Leaving for personal reasons

Undesirable business location
Unhappy with wages/conditions
Finding work too difficult

Leaving for personal reasons
Unhappy with conditions and opportunities
Unhappy with conditions and opportunities

Recruited by businesses in other industries

Unhappy with conditions and opportunities
Recruited by other businesses

Recruited by other tourism businesses

Recruited by other businesses

Source: DAE and the Department

Table 3.4: Aggregation of reasons for skills deficiencies
Individual reason
Misalignment between capability and role
requirements

Aggregated category

Lack of experience in sector

Lack of appropriate experience

Lack of opportunity to gain experience
Training doesn't meet business needs
Lack of accessible training

Lack of appropriate experience
Incompletion of training
Lack of accessible or quality training

Lack of quality training

Lack of accessible or quality training

High dropout from training

Incompletion of training

Not aggregated

Source: DAE and the Department

3.1.2.3

Sampling bias

In understanding the limitations of the survey data, sampling bias is an important
consideration. In statistical terms, sampling bias is when a sample is collected or reported
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in such a way that some members of the intended population are less likely to be included
than others. There are many ways bias can be present in a given sample of a population –
the following is a list of those types of bias that are particularly relevant to this survey:
Self-selection bias – this occurs when response to a survey is voluntary. This survey
was intended to identify any deficiencies in the tourism labour profile. A participant’s
decision to participate may be correlated to whether they are currently experiencing
labour supply difficulties or deficiencies in their workforce.
Small sample bias – a number of cells within a particular cross-sectional array (e.g. a
single cell within an array might be the number of participants that reported a minimal
degree of difficulty in recruiting due to competitive pressures) may fall close to (or
below) the sample size threshold. The bias of the resultant sub-sample is measured by
the corresponding margin of error.

Implications for interpretation and use of the survey data
Like all survey data, there are a range of limitations that should be borne in mind in the
interpretation and use of the data collected through the National Tourism Labour Force Survey. In
this instance, these limitations are particularly pronounced due to the rate of response that the
survey received. Though, as the discussion above describes, a range of statistical techniques and
tests have been applied to determine which results can appropriately be reported, it is
nevertheless the case that some of the findings rest on the results from a small proportion of
tourism businesses in a defined region.
The threshold tests applied to the data are consistent with those conventionally used in the tourism
industry – most notably, by Tourism Research Australia. However, the issues described above
mean that the results reported here may not necessarily provide a true picture of the tourism
labour force pressures in a given region. In interpreting the findings and considering the extent to
which they provide a robust basis for policy decisions, the size of the survey sample – as noted
explicitly throughout this section – and the potential biased described above should be considered.
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3.2 National overview
At the national level – that is, taking account of all of the survey data that was collected – it
was found that slightly less than half (47%) of tourism businesses reported being seasonal –
that is, having material fluctuations in visitors over the year (Table 3.5). Of the 1,814
businesses that responded to the survey, the average number of employees was 16 and
around 37% of workers were employed on a full time basis. The most prominent labour
force pressures among businesses were reported to be recruitment difficulties (57%),
followed by skills deficiencies (50%) and retention difficulties (46%). The expectation of
businesses was for tourism employment to grow over the next 1-3 years.
Table 3.5: Survey summary statistics – Australia
Metric

Result

Total survey responses

1,814

Businesses reporting as seasonal

47%

Average number of employees
Share of employees full time
Businesses identifying recruitment difficulty

16
37%
57%

Vacancy rate

9%

Employee turnover rate
Businesses identifying retention difficulty

64%
46%

Businesses identifying skills deficiencies in employees

50%

Overall region expectation for employment
(1=decrease, 2=increase)

1.8

Source: Survey data

The mega-regions facing the most acute tourism labour force pressures can be illustrated
by examining the extent of difficulties in recruitment, retention, and skills deficiencies
(Chart 3.1). On this basis, the mega-regions facing the most significant labour-related
difficulties were the Northern Territory, Southern Western Australia, and Melbourne and
Port Phillip Bay.
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Chart 3.1: Top 3 mega-regions by frequency of labour force difficulty
90%
80%

70%
60%
50%
40%
30%
20%
10%
0%
Recruitment difficulty
Northern Territory

Retention difficulty

Southern WA

Skills deficiency

Melbourne and Port Phillip Bay

Australia

Source: Survey data

There was a large variance in the employee turnover rate between mega-regions. The
mega-regions with the highest turnover rates were Rest of Western Australia, Northern
Territory and Southern Western Australia, with rates of 127%, 118% and 95% respectively.
By the way of comparison, the employee turnover rate at the national level was 64%.
Chart 3.2: Top 3 mega-regions by employee turnover rate
140%
120%
100%

80%
60%
40%
20%
0%

Northern
Territory

Southern WA

Rest of WA

Australia

Source: Survey data

The Northern Territory and Rest of Western Australia mega-regions also had the largest job
vacancy rates, at 16% and 13% respectively, followed by Northern and inland NSW at 12%.
These results are significantly higher than the national level result of 9%.
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Chart 3.3: Top 3 mega-regions by position vacancy rate
18%

16%
14%

12%
10%

8%
6%
4%

2%
0%

Northern
Territory

Northern and
inland NSW

Rest of WA

Australia

Source: Survey data

Those tourism employees represented in the survey responses at the national level were
predominantly local residents, accounting for 71% of total employees (Chart 3.4). Other
significant sources of labour include intrastate workers (9%), working holiday makers and
interstate employees (both 7%).
Chart 3.4: Employees in region by origin

2%
2%

2%

7%

Local residents

9%

Interstate Australians
Intrastate Australians
Permanent migrants

7%

Temporary skilled migrants
International students
Working holiday makers
71%

Source: Survey data

The most common tourism occupations from survey respondents at the national level were
bar attendant (10%) and waiter (8%) – see Table 3.6. The other top occupations include
Deloitte Access Economics

29

Australian Tourism Labour Force

National overview

commercial housekeeper, guest services and professionals each account for around 5-6% of
all workers.
Table 3.6: Top 5 most common tourism occupations
Tourism survey occupation
Bar Attendants
Waiters
Commercial Housekeepers
Guest Services
Professionals (Accountancy, Human Resources etc)

% of Workers
10%
8%
6%
5%
5%

Source: Survey data

3.2.3

Recruitment and retention pressures

In assessing the reasons for recruitment difficulty, the lack of applicants was cited as the
most influential factor (Chart 3.5). The second most important reason for recruitment
difficulty was a lack of required skills, followed closely by a lack of required experience.
Chart 3.5: Reasons for difficulty in recruiting employees

Lack of applicants
Lack of required skills
Lack of required qualifications/education
Lack of required work experience
Competition from tourism in the region
Competition from tourism in other regions
Competition from other sectors
External factors e.g. Accommodation
1

2

3

4

Average ranking: 1 = Not at all, 4 = To a great degree

Source: Survey data

Nationally, a lack of career development opportunities was identified as the single greatest
contributor to the difficulty in retaining employees (Chart 3.6). The next most important
reasons were employees finding the role too difficult (either in their capacity to complete
allocated tasks or other ways, such as the required hours or level of physical activity) and
employees being recruited by businesses in other industries.
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Chart 3.6: Reasons for difficulty in retaining employees

Recruited by other businesses
Leaving for personal reasons
Limited career development

Aggregated
Individual

Recruited by other tourism businesses
Recruited by businesses in other industries
Finding work too difficult
Unhappy with wages/conditions
Undesirable business location
Leaving to commence studies
Leaving for personal reasons
Limited career development opportunity
Other external factors
1

2

3

4

Ranking scale: 1 = Not at all, 4 = To a great degree

Source: Survey data
See Section 3.1.2 for individual to aggregated concordances.

3.2.4

Skills deficiency pressures

Nationally, the most common occupational deficiencies experienced were among waiters,
chefs, and bar attendants (Table 3.7). Underlying these deficiencies was a lack of ‘skills’ and
‘experience’, more so than a lack of ‘qualifications’, although qualifications were equally
relevant to experience for chefs.
Table 3.7: Top 5 most common occupational deficiencies
Tourism survey
occupation

% of identified
deficiencies

Types of deficiency
Qualifications

Skills

Experience

Waiter

11%

11%

47%

43%

Chef

10%

25%

49%

25%

Bar attendant
Cook
Commercial
Housekeeper

7%
6%
5%

14%
22%
7%

48%
48%
50%

39%
30%
43%

Source: Survey data
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The most important reason for skills deficiencies among tourism employees at the national
level was the lack of experience in the sector, which was assessed as a moderate
contributor to the skills deficiencies being experienced by employers (Chart 3.7). The next
most significant reasons for skills deficiencies was a lack of opportunity to gain experience–
though this was assessed as having a relatively minor impact.
Chart 3.7: Reasons for skills deficiencies in employees

Lack of accessible or quality training
Incompletion of training
Lack of appropriate experience

Aggregated
Individual

High dropout from training
Lack of quality training
Lack of accessible training
Training doesn't meet business needs
Lack of opportunity to gain experience
Lack of experience in sector
Misalignment between capability and role requirements
1

2

3

4

Ranking scale: 1 = Not at all, 4 = To a great degree

Source: Survey data
See Section 3.1.2 for individual to aggregated concordances.

In response to the employee deficiencies at the national level, internal and external training
was the most commonly pursued strategy (50-60% of the time) (Chart 3.8). Less than 10%
of businesses were not responding to skills deficiencies.
Chart 3.8: Business responses to all employee deficiencies
2.0
1.8

Average result (1= No, 2= Yes)

1.6
1.4
1.2
1.0
0.8
0.6
0.4
0.2
0.0
Encouraging external Formalised internal Creating structured
training
training
career paths

Exploring new
sources of labour

Restructuring
business

Not responding

Source: Survey data
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When exploring new sources of labour to address employee deficiencies, businesses relied
most heavily upon mature age workers (around 75% of the time), followed by workers from
overseas (approximately 55% of the time) (Chart 3.9). Workers with a disability were an
uncommon source of new/alternative labour.
Chart 3.9: Alternative labour sources (in response to all employee deficiencies)
2.0
1.8
1.6
Average result (1= No, 2= Yes)

1.4
1.2
1.0
0.8
0.6
0.4
0.2
0.0
Indigenous workers

People from nonEnglish speaking
backgrounds

Mature age workers

Workers with a
disability

Workers from
overseas

Other

Source: Survey data
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3.3 State summary
Australian Capital Territory

3.3.1

Table 3.8: Survey summary statistics – Australian Capital Territory
Metric

Region result

Australia result

37

1814

24%

47%

39

16

Employees that are local residents

78%

71%

Employees that are interstate Australians

8%

7%

Employees that are intrastate Australians

6%

9%

Employees that are international

8%

12%

Share of employees full time

44%

37%

Businesses identifying recruitment difficulty

66%

57%

Top deficiency identified

**

Applicants

Second top deficiency identified

**

Skills

Total survey responses
Businesses reporting as seasonal
Average number of employees

**

Work experience

Vacancy rate

Third top deficiency identified

13%

9%

Industry turnover rate

43%

64%

Businesses identifying retention difficulty

56%

46%

**

Career development
opportunities

**

Work too difficult

**

Recruited by other
industry

53%

50%

Top deficiency identified
Second top deficiency identified
Third top deficiency identified
Businesses identifying skills deficiencies in employees
Top deficiency identified

**

Experience in sector

Second top deficiency identified

**

Capability misalignment

Third top deficiency identified

**

Opportunity to gain
experience

Top occupation affected by deficiency

**

Waiter

Second top occupation affected by deficiency

**

Chef

Third top occupation affected by deficiency

**

Bar attendant

Source: Survey data
Note: ** Results could not be shown due to insignificant sample size.

The Australian Capital Territory has the lowest share of seasonal tourism businesses in the
country, at 24%, which would reflect its more constant year-round visitation as the national
capital.
These businesses also have the highest average number of employees at 39, compared with
the national average of 16 (Table 3.8). At 44%, the share of these employees that are fulltime is high by national standards. The vacancy rate (13%) is 4 percentage points above the
Australian average, and turnover (43%) is the lowest in all regions other than New South
Wales (42%).
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Recruitment, retention and skills deficiencies of employees are all greater issues in the
Australian Capital Territory than in the country overall, at 66%, 56% and 53% respectively.
However, due to an insignificant sample size, the deficiencies identified as creating labour
pressures in the industry cannot be further explored.
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3.3.2

New South Wales
Table 3.9: Survey summary statistics – New South Wales

Metric

Region result

Australia result

Total survey responses

342

1814

Businesses reporting as seasonal

37%

47%

Average number of employees

22

16

Employees that are local residents

74%

71%

Employees that are interstate Australians

7%

7%

Employees that are intrastate Australians

2%

9%

Employees that are international

16%

12%

31%

37%

Share of employees full time
Businesses identifying recruitment difficulty
Top deficiency identified
Second top deficiency identified
Third top deficiency identified

49%

57%

Applicants

Applicants

Skills

Skills

Work experience

Work experience

Vacancy rate

7%

9%

Industry turnover rate

42%

64%

Businesses identifying retention difficulty
Top deficiency identified

39%

46%

Career development
opportunities

Career development
opportunities

Second top deficiency identified

Work too difficult

Work too difficult

Third top deficiency identified

Recruited by other
tourism business

Recruited by other
industry

42%

50%

Top deficiency identified

Experience in sector

Experience in sector

Second top deficiency identified

Opportunity to gain
experience

Capability
misalignment

Third top deficiency identified

Capability
misalignment

Opportunity to gain
experience

Top occupation affected by deficiency

Commercial
housekeeper

Waiter

Waiter

Chef

Bar attendant

Bar attendant

Businesses identifying skills deficiencies in employees

Second top occupation affected by deficiency
Third top occupation affected by deficiency
Source: Survey data

Compared to the other states, New South Wales has one of the lowest proportions of
businesses reporting as seasonal (37%, 10 percentage points lower than the national
average). Of the average 22 employees per business (Table 3.9), on average only 2% of
these are from intrastate, while there is a relatively high proportion of workers from
overseas (16%, compared to a national average of 12%).
However, the tourism labour force in New South Wales is more skewed towards part-time
employees, with full-time workers at 31% of the total compared to 37% at the national
level. Labour pressures are also lower than average, with a vacancy rate of 7%, and the
lowest turnover rate and identified skills deficiencies of all the states, both at 42%. The
proportion of businesses reporting recruitment and retention difficulties is similarly below
the national average. The source of these recruitment and retention difficulties in New
South Wales is broadly consistent with the national findings, as are the sources of skill
deficiencies. However, the most common occupation in which employers are experiencing
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skills deficiencies in New South Wales is commercial housekeepers, which do not feature in
the top three nationally.
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3.3.3

Northern Territory
Table 3.10: Survey summary statistics – Northern Territory

Metric

Region result

Australia result

Total survey responses

157

1814

Businesses reporting as seasonal

69%

47%

20

16

Employees that are local residents

34%

71%

Employees that are interstate Australians

4%

7%

Employees that are intrastate Australians

37%

9%

Employees that are international

27%

12%

Share of employees full time

56%

37%

Businesses identifying recruitment difficulty

78%

57%

Average number of employees

Top deficiency identified
Second top deficiency identified
Third top deficiency identified

Applicants

Applicants

External factors

Skills

Skills

Work experience

Vacancy rate

16%

9%

Industry turnover rate

118%

64%

Businesses identifying retention difficulty

65%

46%

External factors

Career development
opportunities

Top deficiency identified
Second top deficiency identified

Career
development
opportunities

Work too difficult

Work too difficult

Recruited by other
industry

63%

50%

Top deficiency identified

Experience in
sector

Experience in sector

Second top deficiency identified

Capability
misalignment

Capability
misalignment

Opportunity to
gain experience

Opportunity to gain
experience

Tour guide*

Waiter

Third top deficiency identified
Businesses identifying skills deficiencies in employees

Third top deficiency identified
Top occupation affected by deficiency
Second top occupation affected by deficiency

**

Chef

Third top occupation affected by deficiency

**

Bar attendant

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

The tourism industry in the Northern Territory is the most seasonal in Australia. 69% of
businesses in the Northern Territory reported as seasonal, well above the national average
of 47%, reflecting the distinct wet and dry periods which influence tourism numbers.
While the share of full-time employees is the highest of all regions at 56%, there are
significant challenges in the tourism labour force in the Northern Territory. This is
highlighted by the region having the highest proportion of businesses identifying difficulties
in areas of recruitment, retention and skill deficiencies of employees. Further, the vacancy
rate (16%) and turnover rate (118%) are the highest in the country.
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The tourism labour force in the Northern Territory has the lowest overall proportion of local
residents employed (31%), with more staff originating from intrastate (37%) and more than
a quarter from overseas (27%). This relatively high share of non-local employees, combined
with seasonality factors, may contribute to external factors being cited as major reasons for
both recruitment and retention difficulties.
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3.3.4

Queensland
Table 3.11Survey summary statistics – Queensland

Metric

Region result

Australia result

Total survey responses

245

1814

Businesses reporting as seasonal

45%

47%

Average number of employees

13

16

Employees that are local residents

83%

71%

Employees that are interstate Australians

5%

7%

Employees that are intrastate Australians

5%

9%

8%

12%

41%

37%

Employees that are international
Share of employees full time
Businesses identifying recruitment difficulty
Top deficiency identified
Second top deficiency identified
Third top deficiency identified

52%

57%

Applicants

Applicants

Skills

Skills

Work experience

Work experience

Vacancy rate

6%

9%

Industry turnover rate

54%

64%

Businesses identifying retention difficulty
Top deficiency identified
Second top deficiency identified
Third top deficiency identified
Businesses identifying skills deficiencies in employees
Top deficiency identified
Second top deficiency identified
Third top deficiency identified
Top occupation affected by deficiency

41%

46%

Career development
opportunities

Career development
opportunities

Work too difficult

Work too difficult

Recruited by other
industry

Recruited by other
industry

47%

50%

Experience in sector

Experience in sector

Capability
misalignment

Capability
misalignment

Opportunity to gain
experience

Opportunity to gain
experience

Chef*

Waiter

Second top occupation affected by deficiency

**

Chef

Third top occupation affected by deficiency

**

Other

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

Within Queensland’s tourism industry, 45% of businesses report seasonal fluctuations
(Table 3.11). On average, these businesses have 13 employees, which is slightly below the
average of 16. The vast majority (83%) of these employees are local residents, with only 5%
of workers from each of interstate and intrastate.
Compared to 37% of workers at the national level, 41% of tourism employees in
Queensland work full time. The vacancy rate (6%) is 3 percentage points below average,
while industry turnover (54%) is 10 percentage points lower.
Labour force pressures are below average in Queensland. The major reasons cited for
difficulty in recruitment, staff retention and reported skills deficiencies in employees are
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the same as those given across the industry as a whole, though their impact is lower in
Queensland, affecting 52%, 41% and 47% of businesses respectively.
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3.3.5

South Australia
Table 3.12: Survey summary statistics – South Australia

Metric

Region result

Australia result

Total survey responses

345

1814

Businesses reporting as seasonal

42%

47%

12

16

Employees that are local residents

84%

71%

Employees that are interstate Australians

7%

7%

Employees that are intrastate Australians

5%

9%

Employees that are international

4%

12%

Share of employees full time

38%

37%

Businesses identifying recruitment difficulty

45%

57%

Applicants

Applicants

Skills

Skills

Average number of employees

Top deficiency identified
Second top deficiency identified

Work experience

Work experience

Vacancy rate

Third top deficiency identified

7%

9%

Industry turnover rate

49%

64%

Businesses identifying retention difficulty

36%

46%

Career development
opportunities

Career development
opportunities

Second top deficiency identified

Work too difficult

Work too difficult

Third top deficiency identified

Recruited by other
industry

Recruited by other
industry

Top deficiency identified

Businesses identifying skills deficiencies in employees
Top deficiency identified
Second top deficiency identified
Third top deficiency identified
Top occupation affected by deficiency

42%

50%

Experience in sector

Experience in sector

Capability
misalignment

Capability
misalignment

Opportunity to gain
experience

Opportunity to gain
experience

Waiter

Waiter

Second top occupation affected by deficiency

Chef*

Chef

Third top occupation affected by deficiency

Cook*

Bar attendant

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution.

In South Australia, tourism businesses employ, on average, 12 employees compared to 16
nationally. 84% of these employees are local residents. The vacancy rate (7%) is slightly
below that across the country, and industry turnover is substantially lower, at 49%
compared to 64%.
The tourism industry in South Australia has relatively mild labour force issues compared
with Australia as a whole, with the lowest proportion of businesses reporting difficulties in
all three reported areas; recruitment, retention and skills deficiencies. Respectively, 45%,
36% and 42% businesses reported issues in these areas, compared to 57%, 46%, 50%
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reported nationally. The reported sources of recruitment and retention difficulties and
skills deficiencies are consistent with the national findings.
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3.3.6

Tasmania
Table 3.13: Survey summary statistics – Tasmania

Metric

Region result

Australia result

75

1814

67%

47%

Total survey responses
Businesses reporting as seasonal
Average number of employees

10

16

Employees that are local residents

83%

71%

Employees that are interstate Australians

12%

7%

Employees that are intrastate Australians

4%

9%

1%

12%

30%

37%

Employees that are international
Share of employees full time
Businesses identifying recruitment difficulty
Top deficiency identified
Second top deficiency identified
Third top deficiency identified

49%

57%

Skills

Applicants

Work experience

Skills

Qualifications

Work experience

Vacancy rate

4%

9%

Industry turnover rate

59%

64%

Businesses identifying retention difficulty

37%

46%

Top deficiency identified

**

Career development
opportunities

Second top deficiency identified

**

Third top deficiency identified

**

Businesses identifying skills deficiencies in employees

48%

Top deficiency identified

Work too difficult
Recruited by other
industry
50%
Experience in sector

Second top deficiency identified

**

Capability
misalignment

Third top deficiency identified

**

Opportunity to gain
experience

Top occupation affected by deficiency

**

Waiter

Second top occupation affected by deficiency

**

Chef

Third top occupation affected by deficiency

**

Bar attendant

Source: Survey data
Note: ** Results could not be shown due to insignificant sample size.

Compared to the other regions, a relatively high proportion of businesses (67%) in
Tasmania reported as seasonal. The Tasmanian survey respondents also had the lowest
average number of employees in these businesses, with 10 (compared to 16 nationally).
The vast majority of these employees are local residents (83%), although interstate
Australians represent a greater share of the tourism labour force than in any other state or
territory at 12% (Table 3.13).
The labour force in Tasmania has relatively mild issues, with a vacancy rate of only 4%, and
59% turnover (compared to 64% nationally). Supporting this, there is a relatively lower
proportion (49%) of businesses identifying recruitment difficulties, with Tasmania the only
state not to cite a lack of applicants as the top reason for this difficulty (the top reason
being lack of skills).
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Additionally, only 37% and 48% of businesses cited retention difficulties and skills
deficiencies of employees, respectively, compared to national averages of 46% and 50%,
though the reasons behind these claims could not be further detailed due to an
insignificant sample size.
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3.3.7

Victoria
Table 3.14: Survey summary statistics – Victoria

Metric

Region result

Australia result

Total survey responses

371

1814

Businesses reporting as seasonal

47%

47%

Average number of employees

12

16

Employees that are local residents

89%

71%

Employees that are interstate Australians

6%

7%

Employees that are intrastate Australians

2%

9%

4%

12%

27%

37%

Employees that are international
Share of employees full time
Businesses identifying recruitment difficulty
Top deficiency identified
Second top deficiency identified
Third top deficiency identified

64%

57%

Applicants

Applicants

Skills

Skills

Work experience

Work experience

Vacancy rate

10%

9%

Industry turnover rate

57%

64%

Businesses identifying retention difficulty
Top deficiency identified
Second top deficiency identified
Third top deficiency identified
Businesses identifying skills deficiencies in employees

48%

46%

Career development
opportunities

Career development
opportunities

Work too difficult

Work too difficult

Recruited by other
tourism business

Recruited by other
industry

54%

50%

Top deficiency identified

Experience in sector

Experience in sector

Second top deficiency identified

Opportunity to gain
experience

Capability
misalignment

Quality training

Opportunity to gain
experience

Waiter

Waiter

Third top deficiency identified
Top occupation affected by deficiency
Second top occupation affected by deficiency
Third top occupation affected by deficiency

Chef

Chef

Commercial
housekeeper

Bar attendant

Source: Survey data

In Victoria, just under half of all tourism businesses (47%) reported as being seasonal (Table
3.14). The tourism labour force in Victoria has the highest proportion of employees who
are local residents (89% compared with 71% nationally).
On the other hand, Victoria survey respondents reported the lowest proportion of full-time
workers, with only 27% compared with the national average of 37%. The vacancy rate is
broadly in line with the national rate, while industry turnover (at 57%) is 7 percentage
points lower than average.
The proportion of businesses reporting retention deficiencies (48%) is broadly similar to the
national experience (46%). Also, the reasons cited for recruitment difficulties, namely the
lack of applicants, lack of required skills and lack of work experience reflect those faced in
most other states and territories. However, these deficiencies are more pronounced in
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Victoria, with 64% of businesses identifying recruitment difficulties, compared to 57%
overall.
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3.3.8

Western Australia
Table 3.15: Survey summary statistics – Western Australia

Metric

Region result

Australia result

Total survey responses

242

1814

Businesses reporting as seasonal

42%

47%

22

16

Employees that are local residents

59%

71%

Employees that are interstate Australians

10%

7%

Employees that are intrastate Australians

16%

9%

Employees that are international

15%

12%

Share of employees full time

38%

37%

Businesses identifying recruitment difficulty

67%

57%

Average number of employees

Top deficiency identified

Applicants

Applicants

Second top deficiency identified

Competition from
other sectors

Skills

Third top deficiency identified

Work experience

Work experience

Vacancy rate

10%

9%

Industry turnover rate

100%

64%

Businesses identifying retention difficulty
Top deficiency identified
Second top deficiency identified
Third top deficiency identified
Businesses identifying skills deficiencies in employees
Top deficiency identified
Second top deficiency identified
Third top deficiency identified
Top occupation affected by deficiency
Second top occupation affected by deficiency
Third top occupation affected by deficiency

62%

46%

Recruited by other
industry

Career development
opportunities

Career development
opportunities

Work too difficult

Recruited by other
tourism business

Recruited by other
industry

58%

50%

Experience in sector

Experience in sector

Capability
misalignment

Capability
misalignment

Accessible training

Opportunity to gain
experience

Chef

Waiter

Waiter

Chef

Bar attendant

Bar attendant

Source: Survey data

The average number of employees in tourism businesses in Western Australia is above the
national level, with 22 employees in comparison with 16. This labour force is characterised
by a higher proportion of interstate, intrastate and international employees than the
majority of regions.
The labour pressures imposed, in particular, by the mining industry have led to 67% of
businesses reporting recruitment difficulty, compared to 57% nation-wide. Western
Australia is the only state to have specified competition from other sectors as one of the
top three reasons for this difficulty.
Similarly, 62% of businesses identified difficulty in retaining employees, substantially higher
than the 46% in the industry overall, with recruitment by other industries cited as the major
explanation for this difficulty. The very high turnover rate of employees (100%) further
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emphasises the difficulty in staff retention. On top of this, the proportion of businesses
which reported skills deficiencies in their employees (58%) was higher than average (50%)
and second only to the Northern Territory (63%).
The top occupations identified as being impacted by labour force deficiencies include chefs,
waiters and bar attendants. This broadly matches the findings from other research – chefs
are noted as a ‘critical skills shortage’ in WA by FutureNow (2010). Other noted skills
shortages in WA include bar attendants and a wide variety of managerial positions.
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3.4 Tourism mega-regions
3.4.1

Northern and inland New South Wales

3.4.1.1

Overview

The ‘Northern and inland New South Wales’ mega-region includes the Explorer Country,
Hunter, New England North West, North Coast, Northern Rivers and Outback tourism
regions.
Only 38% of businesses in this mega-region are seasonal (Table 3.16), which compares with
47% at the national level. Businesses here reported lower levels of labour force pressures
when compared against the national figures. The proportion of businesses facing
recruitment difficulty was 52%, while 40% reported retention difficulty and 43% reported
skills deficiencies among their employees. Conversely, the vacancy rate was higher
compared to the national figure, while the employee turnover rate was notably less.
Table 3.16: Survey Summary Statistics - Northern and inland New South Wales
Metric

Region result

Australia result

Total survey responses
Businesses reporting as seasonal

128
38%

1,814
47%

Average number of employees
Share of employees full time
Businesses identifying recruitment difficulty

10
32%
52%

16
37%
57%

Vacancy rate
Employee turnover rate

13%
51%

9%
64%

Businesses identifying retention difficulty
Businesses identifying skills deficiencies in employees

40%
43%

46%
50%

Source: Survey data

The origin of tourism employees in the Northern and inland NSW mega-region is largely
local (90%), followed by intrastate at 5% and interstate at 4% (Chart 3.10). Compared to the
national figures, international workers are far less prevalent.
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Chart 3.10: Employees in region by origin
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Source: Survey data

From the survey responses, the most common tourism and hospitality occupations in this
mega-region are bar attendants (11%), commercial housekeepers (9%) and waiters (6%) –
see Table 3.17. This compares to 10%, 6% and 8% employment shares respectively at the
national level.
Table 3.17: Top 5 most common tourism occupations
Tourism survey occupation
Bar Attendant
Commercial Housekeeper
Waiter
Guest Services
Hospitality Worker nec

% of Workers
11%
9%
6%
5%
5%

Source: Survey data
Note: nec = not elsewhere classified

3.4.1.2

Recruitment and retention pressures

The key reasons for difficulty in recruiting in this mega-region are the lack of required skills,
a lack of required work experience and a lack of applicants (Chart 3.11). While this ranking
is slightly different to that at the national level, each of these factors is still having a
moderate impact on this difficulty.
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Chart 3.11: Reasons for difficulty in recruiting employees

Lack of applicants*
Lack of required skills*
Lack of required qualifications/education
Lack of required work experience*
Competition from tourism in the region**
Competition from tourism in other regions*
Competition from other sectors
External factors e.g. Accommodation*
1
Region

Australia

2

3

4

Ranking scale: 1 = Not at all, 4 = To a great degree

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

Of the reportable survey results, the most significant reasons driving the difficulty in
retaining employees in this mega-region were employees finding work too difficult and a
lack of career development opportunities (Chart 3.12). The aggregate results were broadly
in line with the national findings and, accordingly, no single factor ranked as having more
than a minimal impact.
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Chart 3.12: Reasons for difficulty in retaining employees

Recruited by other businesses
Leaving for personal reasons
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Aggregated
Individual

Recruited by other tourism businesses**
Recruited by businesses in other industries**

Finding work too difficult
Unhappy with wages/conditions**
Undesirable business location**
Leaving to commence studies**
Leaving for personal reasons*
Limited career development opportunity*

Other external factors**
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2
3
Ranking scale: 1 = Not at all, 4 = To a great degree
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

3.4.1.3

Skills deficiency pressures

Of the reported responses, occupational deficiencies are being experienced in the Northern
and inland NSW mega-region, and most commonly among hospitality workers (26% of
identified deficiencies) and cleaners and laundry workers (20%) (Table 3.18). These contrast
the findings at the national level where these occupations comprise just 18% and 5% of
deficiencies, respectively. The implication here is that both occupations are
overrepresented among occupational deficiencies in this region.
Table 3.18: Top 3 most common occupational deficiencies
3-digit occupation
Hospitality workers
Cleaners and laundry workers*

% of identified
deficiencies
26%
20%

Primary type of
deficiency
Skills
Skills*

**
Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution. ** Results could not be shown due to insignificant sample size.
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The most significant driver of skills deficiency in this mega-region is the lack of appropriate
experience in the sector (Chart 3.13). The next most significant reasons are training
related, and similar to the findings at the national level, each was assessed as making a
minor-to-moderate contribution to the deficiency.
Chart 3.13: Reasons for skills deficiencies in employees

Lack of accessible or quality training

Incompletion of training
Lack of appropriate experience*

Aggregated
Individual

High dropout from training**

Lack of quality training*

Lack of accessible training**

Training doesn't meet business needs*

Lack of opportunity to gain experience*

Lack of experience in sector**
Misalignment between capability and role
requirements*
1
Region

Australia

2

3

4

Ranking scale: 1 = Not at all, 4 = To a great degree

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

The typical business response to occupational deficiencies in this mega-region is to
encourage external training, which occurs around 60% of the time a deficiency is identified
(Chart 3.14). The next most common responses are internal training and restructuring the
business, which are slightly less common here than they are at the national level.
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Chart 3.14: Business responses to all employee deficiencies
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution.

Note: the response rate in this mega-region was not sufficient to allow reporting of
alternative labour sources.
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3.4.2

South Coast, Sydney and surrounds

3.4.2.1

Overview

The ‘South Coast, Sydney and surrounds’ mega-region consists of the Blue Mountains, Central
Coast, South Coast and Illawarra, and Sydney tourism regions.

43% of businesses in this mega-region are seasonal (Table 3.19). In terms of labour force
pressures, 53% of businesses here reported recruitment difficulty, 41% retention difficulty
and 47% skills deficiencies among employees – implying recruitment is the most common
issue faced and that the incidence of these issues are consistent with that at the national
level. On the other hand, the vacancy rate and turnover rate for this mega-region are
significantly lower when compared to those at the national level.
Table 3.19: Survey summary statistics – South Coast, Sydney and surrounds
Metric

Region result

Australia result

Total survey responses

119

1,814

Businesses reporting as seasonal
Average number of employees
Share of employees full time

43%
45
31%

47%
16
37%

Businesses identifying recruitment difficulty

53%

57%

Vacancy rate

5%

9%

Employee turnover rate

37%

64%

Businesses identifying retention difficulty
Businesses identifying skills deficiencies in employees

41%
47%

46%
50%

Source: Survey data

The origin of tourism employees in this mega-region differs slightly from those at the
national level. Within this region, 78% of workers are local residents and 9% interstate –
compared to 71% and 7% respectively at national level – while only 1% are intrastate in the
region compared to 9% overall (Chart 3.15). International students and permanent
migrants are twice as common in this region as they are at the national level, reflecting
Sydney’s (and surrounds) demographic structure.
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Chart 3.15: Employees in region by origin
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Source: Survey data

From the survey responses, the most common tourism and hospitality occupations in this
mega-region are bar attendants (18%), professionals (7%) and waiters (6%) – see Table
3.20. This compares to the 10%, 5% and 5% employment shares respectively at the
national level.
Table 3.20: Top 5 most common tourism occupations
Tourism survey occupation
Bar Attendants
Professionals (Accountancy, Human Resources etc)
Waiters
Conference and Event Organisers
Guest Services

% of Workers
18%
7%
6%
5%
4%

Source: Survey data

3.4.2.2

Recruitment and retention pressures

The key reasons for the difficulty in recruiting in this mega-region were the lack of
applicants, as well as the lack of required qualifications (Chart 3.16). Similar to at the
national level, these are rated as having a moderate impact.
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Chart 3.16: Reasons for difficulty in recruiting employees

Lack of applicants*
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Competition from other sectors
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1
Region
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2
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4

Ranking scale: 1 = Not at all, 4 = To a great degree

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

The most important reason driving the difficulty in retaining employees in this mega-region
was – consistent with the national finding – a lack of career development opportunities
(Chart 3.17). Overall, the factors contributing to retention difficulty, and the estimated
magnitude of their impact, were similar in this region to at the national level.
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Chart 3.17: Reasons for difficulty in retaining employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

3.4.2.3

Skills deficiency pressures

Occupational deficiencies are being experienced in the South Coast, Sydney and Surrounds
mega-region, and most commonly among hospitality workers (Table 3.21). For these
occupations the deficiencies largely relate to ’experience’. This particular deficiency is more
acute here than at the national level.
Table 3.21: Top 3 most common occupational deficiencies
3-digit occupation
Hospitality workers

% of identified
deficiencies
28%

Primary type of
deficiency
Experience*

**
**
Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution. ** Results could not be shown due to insignificant sample size.

The most significant driver of skills deficiency in this mega-region is workers’ lack of
appropriate experience (Chart 3.18). The next most significant reasons are wide-ranging
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and include training-related issues (quality, accessibility and appropriateness), lack of
opportunities for workers to gain experience and a misalignment between workers’
capabilities and the requirements of their role.
Chart 3.18: Reasons for skills deficiencies in employees

Lack of accessible or quality training
Incompletion of training
Lack of appropriate experience

Aggregated
Individual

High dropout from training*
Lack of quality training
Lack of accessible training*
Training doesn't meet business needs*
Lack of opportunity to gain experience*
Lack of experience in sector**
Misalignment between capability and role
requirements
1
Region

Australia

2

3

4

Ranking scale: 1 = Not at all, 4 = To a great degree

Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results
should be interpreted and used with caution. ** Results could not be shown due to insignificant sample size

The typical business response to occupational deficiencies in this mega-region is
implementing internal training, which occurs around 60% of the time a deficiency is
identified (Chart 3.19). The next most common responses are encouraging external training
and creating structured career paths. In comparison, at the national level these responses
are slightly less common.

Deloitte Access Economics

60

Australian Tourism Labour Force

South Coast, Sydney and surrounds

Chart 3.19: Business responses to all employee deficiencies
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Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution.

Note: the response rate in this mega-region was not sufficient to allow reporting of
alternative labour sources.

Deloitte Access Economics

61

Australian Tourism Labour Force

Southern New South Wales (inc. ACT)

3.4.3

Southern New South Wales (inc. ACT)

3.4.3.1

Overview

The ‘Southern New South Wales’ mega-region includes the Canberra, Capital Country,
Murray, Riverina and Snowy Mountains, tourism regions.
Only 28% of businesses in this mega-region are seasonal (Table 3.22), in contrast to 47% of
businesses at the national level. Businesses here reported a lower level of labour force
pressures when compared against the national findings. The proportion of businesses
facing recruitment difficulty was 49%, while 41% reported retention difficulty and 42% skills
deficiencies among their employees.
While difficulties were identified at a lower rate than nationally, the vacancy rate is three
percentage points higher in this mega-region than at the national level; however, the
turnover rate is five percentage points less.
Table 3.22: Survey summary statistics – Southern New South Wales (inc. ACT)
Metric

Region result

Australia result

Total survey responses

131

1,814

Businesses reporting as seasonal
Average number of employees

28%
17

47%
16

Share of employees full time

32%

37%

Businesses identifying recruitment difficulty

49%

57%

Vacancy rate
Employee turnover rate

12%
59%

9%
64%

Businesses identifying retention difficulty

41%

46%

Businesses identifying skills deficiencies in employees

42%

50%

Source: Survey data

The origin of tourism employees in this mega-region is largely local (82%). The next most
common origins are interstate workers at 7% and intrastate workers at 4% (Chart 3.20).
These proportions are skewed more toward local residents than at the national level.
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Chart 3.20: Employees in region by origin
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Source: Survey data

From the survey responses, the most common tourism and hospitality occupations in this
mega-region are professionals (11%), waiters (8%) and commercial housekeepers (4%) –
see Table 3.23. This compares to the 5%, 8% and 6% employment shares respectively at the
national level. As such, professionals are overrepresented in the survey responses reported
here.
Table 3.23: Top 5 most common tourism occupations
Tourism survey occupation
Professionals (Accountant, Human Resources etc)
Waiters
Commercial housekeepers
Tour guides*
Cooks

% of Workers
11%
8%
4%
4%
4%

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and
used with caution.

3.4.3.2

Recruitment and retention pressures

The key reasons for difficulty in recruiting in this mega-region are broadly consistent with
the findings at the national level, where a lack of applicants was the most critical factor,
followed by a lack of required work experience and a lack of required skills (Chart 3.21).
However, for this mega-region the competition related factors were slightly more
prominent than at the national level.
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Chart 3.21: Reasons for difficulty in recruiting employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution

Consistent with the national findings, the most significant contributor to difficulty in
retaining employees in this mega-region was lack of career development opportunities
(Chart 3.22). More generally, the results mirrored the national findings, though no single
factor made more than a minor contribution to employers’ retention difficulties.

Deloitte Access Economics

64

Australian Tourism Labour Force

Southern New South Wales (inc. ACT)

Chart 3.22: Reasons for difficulty in retaining employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

3.4.3.3

Skills deficiency pressures

Occupational deficiencies are most commonly experienced in the Southern NSW including
ACT mega-region among hospitality (30% of identified deficiencies) and foods trades
workers (22%) (Table 3.24). This is in contrast to the findings at the national level where
hospitality and foods trades workers combined account for only 34% of occupational
deficiencies.
Table 3.24: Top 3 most common occupational deficiencies
3-digit occupation

% of identified
deficiencies

Primary type of
deficiency

Hospitality workers

30%

Experience*

Food trades workers*

22%

Skills*

**
Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution. ** Results could not be shown due to insignificant sample size.
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The most significant driver of skills deficiency in this mega-region was cited as lack of
appropriate experience (Chart 3.23). The next most significant reasons were a lack of
quality training, and that training does not meet business needs. These findings were
broadly consistent with the national level findings.
Chart 3.23: Reasons for skills deficiencies in employees

Lack of accessible or quality training
Incompletion of training
Lack of appropriate experience

Aggregated
Individual

High dropout from training*
Lack of quality training*
Lack of accessible training**
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Lack of experience in sector**
Misalignment between capability and role
requirements*
1
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4

Ranking scale: 1 = Not at all, 4 = To a great degree

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

The typical business response to occupational deficiencies in this mega-region is to
encourage external training, which occurs around 65% of the time a deficiency is identified
(Chart 3.24). The next most common responses include internal training and structured
career paths, at 60% and 45% of the time respectively.
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Chart 3.24: Business responses to all employee deficiencies
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution.

Note: the response rate in this mega-region was not sufficient to allow reporting of
alternative labour sources.
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3.4.4.1

Overview
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The ‘Northern Territory’ mega-region includes the Alice Springs, Arnhem, Daly, Darwin,
Kakadu, Katherine, Macdonnell, Petermann and Tablelands tourism regions.
The majority (69%) of businesses in the Northern Territory are seasonal (Table 3.25). This is
in contrast to only 47% of businesses responding as seasonal at the national level.
Businesses in this region also reported more labour force pressures when compared to the
national result. The proportion of businesses facing recruitment difficulty was 78%, while
65% of businesses reported retention difficulty and 63% of businesses reported skills
deficiencies among their employees.
The difficulty in retention is reinforced by the very high employee turnover rate of 118% more than double the rate of 64% at the national level. Furthermore, the vacancy rate in
this mega-region is seven percentage points higher than the national level result at 16%.
Table 3.25: Survey summary statistics – Northern Territory
Metric

Region result

Australia result

Total survey responses

157

1,814

Businesses reporting as seasonal
Average number of employees
Share of employees full time

69%
20
56%

47%
16
37%

Businesses identifying recruitment difficulty
Vacancy rate

78%
16%

57%
9%

Employee turnover rate

118%

64%

Businesses identifying retention difficulty
Businesses identifying skills deficiencies in employees

65%
63%

46%
50%

Source: Survey data

The origin of tourism employees in the Northern Territory mega-region is the most
dispersed of all mega-regions. Only 34% of workers are local residents, compared to 71% at
the national level (Chart 3.25). In fact, intrastate employees are the largest source of labour
at 40%. This suggests a greater degree of labour mobility within the constituent sub-regions
of the Northern Territory mega-region.
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Chart 3.25: Employees in region by origin
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From the survey responses, the most common tourism and hospitality occupations in this
mega-region are tour guides (12%), commercial housekeepers (8%) and bar attendants (7%)
– see Table 3.26. This compares to 3%, 6% and 10% employment shares respectively at the
national level.
Table 3.26: Top 5 most commonly reported tourism occupations
Tourism survey occupation
Tour Guide
Commercial Housekeeper
Bar Attendant
Chef
Public Area Cleaner

% of Workers
12%
8%
7%
6%
6%

Source: Survey data

3.4.4.2

Recruitment and retention pressures

The key reasons for difficulty in recruiting in this mega-region mirrored the experience at
the national level, with a lack of applicants and lack of required skills reported to be having
a moderate impact (Chart 3.26). External factors (such as accommodation and the cost of
living) were also reported as having a moderate impact on businesses in this region,
compared to only a minimal impact at the national level. This indicates that external
factors play a considerably more prominent role in recruitment difficulties in the Northern
Territory than in Australia as a whole.
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Chart 3.26: Reasons for difficulty in recruiting employees
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The most important reasons driving the difficulty in retaining employees in the Northern
Territory were external factors (such as accommodation and the cost of living), a lack of
career development opportunities and employees having difficulty with the work (Chart
3.27). However, as standalone factors they contribute to only a minor to moderate degree
of difficulty faced – as at the national level.
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Chart 3.27: Reasons for difficulty in retaining employees
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Source: Survey data
Note: ** Results could not be shown due to insignificant sample size.

3.4.4.3

Skills deficiency pressures

Occupational deficiencies were experienced in the Northern Territory mega-region, most
commonly among hospitality workers (22% of identified deficiencies), personal service and
travel workers (17%) and food trades workers (13%). This is in contrast to the findings at
the national level where hospitality workers accounted for 18% of deficiencies, followed by
foods trades workers at 16%.
Table 3.27: Top 3 most common occupational deficiencies
3-digit occupation
Hospitality Workers
Personal Service and Travel
Workers
Food Trades Workers*

% of identified
deficiencies

Primary type of
deficiency

22%
17%

Experience
Skills

13%

Skills*

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution.
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The most significant driver of skills deficiency identified by businesses in this mega-region
was employees’ lack of experience in the sector (Chart 3.28). The next most significant
reasons included a misalignment between employee capability and role requirements and a
lack of opportunity to gain experience. This matches the findings at the national level.
Chart 3.28: Reasons for skills deficiencies in employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution.

The typical business response to occupational deficiencies in this mega-region was internal
training, which occurs around 70% of the time a deficiency is identified (Chart 3.29). The
next most common responses were restructuring the business and creating structured
career paths. In comparison, at the national level there is slightly less internal training and
business restructuring and more external training.
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Chart 3.29: Business responses to all employee deficiencies
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Among business exploring new sources of labour, mature age workers (albeit at a lower
rate than nationally) and international workers were more commonly identified as
potential labour sources. Northern Territory businesses were considerably more likely to
look into Indigenous workers as a source of alternative labour than businesses nationally.
Chart 3.30: Alternative labour sources (in response to all employee deficiencies)
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Source: Survey data
Note: ** Results could not be shown due to insignificant sample size.
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3.4.5

Rest of Queensland

3.4.5.1

Overview

Australian Tourism Labour Force

The ‘Rest of Queensland’ mega-region includes the Bundaberg, Central Queensland,
Mackay, Northern, Outback, Tropical North Queensland and Whitsundays tourism regions.
The majority (56%) of businesses in this mega-region are seasonal (Table 3.28). In terms of
tourism labour force pressures, 61% of businesses reported recruitment difficulty, 52%
reported retention difficulty and 60% reported skills deficiencies among employees –
implying recruitment difficulties, closely followed by skills deficiencies, are the most
common issues faced in the region. This compares to incidence rates at the national level
of 57%, 46% and 50% respectively, suggesting this mega-region faces more pronounced
tourism labour force challenges than the national average.
Table 3.28: Survey summary statistics – Rest of Queensland
Metric

Region result

Australia result

Total survey responses

106

1,814

Businesses reporting as seasonal
Average number of employees
Share of employees full time

56%
13
39%

47%
16
37%

Businesses identifying recruitment difficulty
Vacancy rate
Employee turnover rate

61%
8%
71%

57%
9%
64%

Businesses identifying retention difficulty
Businesses identifying skills deficiencies in employees

52%
60%

46%
50%

Source: Survey data

The origin of tourism employees in this mega-region is largely local residents (75%) – see
Chart 3.31. The next most significant sources are interstate (10%) and intrastate (9%)
workers. This composition is broadly similar to that at the national level.
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Chart 3.31: Employees in region by origin
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From the survey responses, the most commonly reported tourism and hospitality
occupations in this mega-region were guest services (13%), bar attendants (9%) and
commercial housekeepers (8%) – see Table 3.29. This compares to 5%, 10% and 6%
employment shares respectively at the national level.
Table 3.29: Top 5 most commonly reported tourism occupations
Tourism survey occupation
Guest Services
Bar Attendants
Commercial Housekeepers
Handypersons or General Maintenances
Professionals (Accountants, Human Resources etc)

% of Workers
13%
9%
8%
5%
5%

Source: Survey data

3.4.5.2

Recruitment and retention pressures

The key reasons for difficulty in recruiting in this mega-region were similar to the national
level, with the lack of applicants and lack of required skills having moderate impact while
competition from other tourism in the region has only a minor impact (see Chart 3.32).
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Chart 3.32: Reasons for difficulty in recruiting employees
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Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution.

The most important factor driving the difficulty in retaining employees in this mega-region
was a lack of career development opportunities (Chart 3.33). While data limitations make it
difficult to provide a detailed assessment of the difficulty retaining employees for this
region, what significant data is available seems to broadly match the national experience.
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Chart 3.33: Reasons for difficulty in retaining employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

3.4.5.3

Skills deficiency pressures

Skills deficiencies are being experienced in the Rest of Queensland mega-region, most
commonly among personal service and travel workers (Table 3.30). For these occupations,
the deficiencies largely relate to ‘skills’. This particular deficiency is more acute here than at
the national level.
Table 3.30: Top 3 most common occupational deficiencies
3-digit occupation
Personal Service and Travel
Workers*
**

% of identified
deficiencies
24%

Primary type of
deficiency
Skills*

**
Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and
used with caution. ** Results could not be shown due to insignificant sample size.
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The most significant driver of skills deficiency in this mega-region was the lack of employee
experience (Chart 3.34). The next most significant reasons are a misalignment between
employee capability and role requirements and training-related reasons (including lack of
accessible or quality training). This is broadly similar to the findings at the national level,
though training-related reasons were ranked as a more significant contributor regionally
than they were nationally.
Chart 3.34: Reasons for skills deficiencies in employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

The most common business response to occupational deficiencies in this mega-region was
encouraging external training, which occurs around 55% of the time a deficiency is
identified (Chart 3.35). Restructuring the business and creating structured career paths
were also common responses, both occurring approximately 50% of the time. Comparison
to the national level findings indicates a slightly greater use of external training as a
response and a substantially greater use of structured career paths.
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Chart 3.35: Business responses to all employee deficiencies
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution.

Only limited data on new sources of labour can be presented as statistically significant for
this region. Chart 3.36 indicates that businesses in the Rest of Queensland region are
exploring the use of international workers at a similar rate to the national average.
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Chart 3.36: Alternative labour sources (in response to all employee deficiencies)
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.
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3.4.6

South East Queensland

3.4.6.1

Overview

Australian Tourism Labour Force

The ‘South East Queensland’ mega-region incorporates the Brisbane, Darling Downs,
Fraser Coast, Gold Coast, and Sunshine Coast tourism regions.
Only 36% of businesses in this mega-region reported being seasonal (Table 3.31), in
contrast to 47% of businesses at the national level. Businesses here reported a lower level
of labour force pressures when compared against the national findings. The proportion of
businesses facing recruitment difficulty was 46%, while 34% reported retention difficulty
and 38% reported skills deficiencies among their employees.
The employee turnover rate is also relatively low, at 41% for the region compared to 64% at
the national level. Further, the vacancy rate for this mega-region is less than half that at the
national level.
Table 3.31: Survey summary statistics – South East Queensland
Metric

Region result

Australia result

Total survey responses

139

1,814

Businesses reporting as seasonal
Average number of employees

36%
13

47%
16

Share of employees full time

42%

37%

Businesses identifying recruitment difficulty

46%

57%

Vacancy rate
Employee turnover rate

4%
41%

9%
64%

Businesses identifying retention difficulty
Businesses identifying skills deficiencies in employees

34%

46%

38%

50%

Source: Survey data

The origin of tourism employees in the South East Queensland mega-region is almost
entirely local residents at 95% (Chart 3.37). This is in contrast to the national findings where
local residents account for only 71% of the tourism labour force.
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Chart 3.37: Employees in region by origin
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From the survey responses, the most common tourism and hospitality occupations in this
mega-region are professionals (8%), commercial housekeepers (8%) and bar attendants
(7%) – see Table 3.32. This compares to 5%, 6% and 10% employment shares respectively at
the national level.
Table 3.32: Top 5 most common tourism occupations
Tourism survey occupation
Professional (Accountancy, Human Resources etc)
Commercial Housekeeper
Bar Attendant
Waiter
Public Area Cleaner

% of Workers
8%
8%
7%
5%
5%

Source: Survey data

3.4.6.2

Recruitment and retention pressures

The key reasons for difficulty in recruiting in this mega-region reflected the experiences at
the national level, with a lack of applicants and a lack of required skills each having a
moderate impact, while lack of work experience has a somewhat more significant impact in
South East Queensland than in Australia as a whole (Chart 3.38). Once again, competition
from other tourism businesses in the region is having only a minor impact.
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Chart 3.38: Reasons for difficulty in recruiting employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution.

While limited data availability constrains the results that can be reported, the most
prominent factors driving difficulty in retaining employees in this mega-region were lack of
career development opportunities and employees find working too difficult (Chart 3.39).
This is in line with the findings at the national level.
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Chart 3.39: Reasons for difficulty in retaining employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

3.4.6.3

Skills deficiency pressures

Note: the response rate in this mega-region was not sufficient to allow reporting at the
individual occupation level, hence top three most common occupational deficiencies are not
reported.
The most significant drivers of occupational deficiencies in this mega-region were workers’
lack of experience in the sector and lack of opportunities to gain experience (Chart 3.40). In
line with the findings at the national level, the next most significant drivers were training
related, although their actual contributions to the deficiencies were minor.
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Chart 3.40: Reasons for skills deficiencies in employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

The typical business response to skills deficiencies in this mega-region is internal training,
which occurs around 50% of the time a deficiency is identified (Chart 3.41). The next most
common responses are external training and structured career paths, each being utilised
around 40% of the time.
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Chart 3.41: Business responses to all employees deficiencies
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution. ** Results could not be shown due to insignificant sample size.

Note: the response rate in this mega-region was not sufficient to allow reporting of
alternative labour sources.
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3.4.7

Adelaide and Adelaide Hills

3.4.7.1

Overview

Australian Tourism Labour Force

The ‘Adelaide and Adelaide Hills’ mega-region includes the Adelaide and Adelaide Hills
tourism regions.
Only 35% of businesses in this region reported being seasonal (Table 3.33), compared with
47% at the national level. Businesses in this region reported a lower level of labour force
pressures when compared against the national findings. The proportion of businesses
facing recruitment difficulty was 37%, while 31% reported retention difficulty and 32%
reported skills deficiencies among their employees. In addition, both the employee
turnover rate and the vacancy rate in this region were nearly half the national average at
32% and 4%, respectively.
Table 3.33: Survey summary statistics – Adelaide and Adelaide Hills
Metric

Region result

Australia result

Total survey responses

110

1,814

Businesses reporting as seasonal
Average number of employees
Share of employees full time

35%
19
47%

47%
16
37%

Businesses identifying recruitment difficulty

37%

57%

Vacancy rate
Employee turnover rate

4%
33%

9%
64%

Businesses identifying retention difficulty
Businesses identifying skills deficiencies in employees

31%
32%

46%
50%

Source: Survey data

The tourism labour force in the Adelaide and Adelaide Hills mega-region is dominated by
local residents, even when compared to other mega-regions. An overwhelming 91% of
workers are locals (compared with 71% at the national level) (Chart 3.42). Interstate
employees make up the next largest source of labour at 5%.
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Chart 3.42: Employees in region by origin
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From the survey responses, the most common tourism and hospitality occupations in this
mega-region are guest services (13%), commercial housekeeper (9%) and chef (7%) - see
Table 3.34. This compares to 5%, 6% and 5% employment shares, respectively, for the same
occupations at the national level.
Table 3.34: Top 5 most common tourism occupations
Tourism survey occupation
Guest Services
Commercial Housekeeper
Chef
Professional (Accountancy, Human Resources etc)
Waiter

% of Workers
13%
9%
7%
7%
6%

Source: Survey data

3.4.7.2

Recruitment and retention pressures

Note: the response rate in this mega-region was not sufficient to allow individual sources of
recruitment difficulty to be reported.
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While data limitations mean the results can only be reported at an aggregate level, the
factors cited as contributing to difficulty in retaining staff in the Adelaide and Adelaide Hills
region were broadly similar to the national findings (Chart 3.43). The region cited ‘leaving
for personal reasons’ as a more significant factor in this region than at the national level,
but all other reasons were less important.
Chart 3.43: Reasons for difficulty in retaining employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

3.4.7.3

Skills deficiency pressures

Occupational deficiencies are being experienced in the Adelaide and Adelaide Hills megaregion and, of the results that can be reliably reported, are most common among
hospitality workers (Table 3.35). Consistent with other regions, the source of this
deficiency is primary related to ‘skills’ and ‘experience’ rather than ‘qualifications’.
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Table 3.35: Top 3 most common occupational deficiencies
% of identified
deficiencies

3-digit occupation
Hospitality workers*
**

Primary type of
deficiency

42%

Skills*

**
Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and
used with caution. ** Results could not be shown due to insignificant sample size.

Compared with the national findings, employers in the Adelaide and Adelaide Hills region
cited training-related issues as being less significant contributors to skills deficiencies
among employees (Chart 3.44). Lack of appropriate experience was broadly on par with
the national result.
Chart 3.44: Reasons for skills deficiencies in employees
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Source: Survey data
Note: ** Results could not be shown due to insignificant sample size. Aggregate results have been shown for
reference but should not be used or quoted in any further work.

The most common business responses to occupational deficiencies in this mega-region are
internal and external training and business restructuring, each of which occurs around 80%
of the time a deficiency is identified (Chart 3.45). New sources of labour are being
considered less frequently in the Adelaide and Adelaide Hills region than nationally.
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Chart 3.45: Business responses to all employee deficiencies
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Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution. ** Results could not be shown due to insignificant sample size.

Note: the response rate in this mega-region was not sufficient to allow reporting of
alternative labour sources.
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3.4.8

Rest of South Australia

3.4.8.1

Overview

Australian Tourism Labour Force

The ‘Rest of South Australia’ mega region includes the Clare Valley, Eyre Peninsula,
Flinders Ranges, Murraylands, Outback and Riverland tourism regions.
Only 43% of businesses in this region are seasonal, slightly lower than the national figure of
47% (Table 3.36). Businesses in this region also reported a lower level of labour force
pressures when compared with the national findings. The proportion of businesses facing
recruitment difficulty was 45%, while 39% reported retention difficulty and 46% reported
skills deficiencies. This compares to labour force pressures at the national level of 57%, 46%
and 50%, respectively. The vacancy rate and employee turnover rates are broadly
equivalent to the national findings. However, the share of full-time employees is
significantly lower for this mega-region at 28% compared to 37% at the national level.
Table 3.36: Survey summary statistics – Rest of South Australia
Metric

Region result

Australia result

Total survey responses

117

1,814

Businesses reporting as seasonal
Average number of employees

43%
10

47%
16

Share of employees full time

28%

37%

Businesses identifying recruitment difficulty

45%

57%

Vacancy rate
Employee turnover rate

10%
64%

9%
64%

Businesses identifying retention difficulty
Businesses identifying skills deficiencies in employees

39%
46%

46%
50%

Source: Survey data

Based on the survey data, the tourism labour force in this mega-region is largely comprised
of local residents (75%). The next most significant sources are interstate (13%) and
intrastate (7%) workers. While the proportion of workers who are local residents is broadly
similar to the national average (71%), the proportion sourced from interstate is five
percentage points higher in this region than it is nationally.
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Chart 3.46: Employees in region by origin
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From the survey responses, the most common tourism and hospitality occupations in this
mega-region are waiter (10%), bar attendant (9%) and commercial housekeeper (9%) - see
Table 3.37. This compares to 8%, 10% and 6% employment shares for the same occupations
at the national level.
Table 3.37: Top 5 most common tourism occupations
Tourism survey occupation
Waiter
Bar Attendant
Commercial Housekeeper
Chef
Handypersons or General Maintenance

% of Workers
10%
9%
9%
5%
5%

Source: Survey data

3.4.8.2

Recruitment and retention pressures

Consistent with the national finding, when assessing the reasons for recruitment
difficulties, lack of applicants was cited as the most significant contributor. The pattern
across the other sources of recruitment difficulty accorded broadly with the national
findings although the extent of the impact was in most cases marginally less (Chart 3.47).
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Chart 3.47: Reasons for difficulty in recruiting employees
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Ranking scale: 1 = Not at all, 4 = To a great degree

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

While the survey response rate in this region limits the data that can be reported in relation
to the reasons underlying retention difficulties, the most significant factors cited as
contributing to retention difficulty were recruitment from other businesses and concern
with conditions and opportunities (Chart 3.48).
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Chart 3.48: Reasons for difficulty in retaining employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

3.4.8.3

Skills deficiency pressures

Occupational deficiencies experienced in the Rest of South Australia mega-region are most
common among hospitality workers (35% of identified deficiencies) and food trades
workers (24% of identified deficiencies). Across these occupations, the deficiencies are
predominantly related to ‘skills’ rather than ‘experience’ or ‘qualifications’.
Table 3.38: Top 3 most common occupational deficiencies
3-digit occupation

% of identified
deficiencies

Primary type of
deficiency

Hospitality workers

35%

Skills

Food trades workers*

24%

Skills*

**
Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and
used with caution. ** Results could not be shown due to insignificant sample size.
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The three most significant contributors to skills deficiencies were ranked similarly in the
Rest of South Australia mega-region. These were the lack of accessible training, lack of
quality training and a lack of experience in the sector, all of which were cited as moderate
contributors to skills deficiencies (Chart 3.49). Compared with the findings for Australia, a
lack of quality training and a lack of accessible training were identified as relatively more
significant in the Rest of South Australia region.
Chart 3.49: Reasons for skills deficiencies in employees
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Ranking scale: 1 = Not at all, 4 = To a great degree

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

The typical business responses to occupational deficiencies in this mega-region were
internal and external training, and creating structured career paths, which occur 75% of the
time a deficiency is identified (Chart 3.50). The next most common responses are used
around 60% of the time and include restructuring the business and not responding. Both
creating structured career paths and not responding occur more commonly in this megaregion than at the national level.
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Chart 3.50: Business responses to all employee deficiencies
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Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution. ** Results could not be shown due to insignificant sample size.

Note: the response rate in this mega-region was not sufficient to allow reporting of
alternative labour sources.
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3.4.9

Rest of South East South Australia

3.4.9.1

Overview

The ‘Rest of South East South Australia’ mega-region includes the Barossa, Fleurieu
Peninsula, Kangaroo Island, Limestone Coast, and Yorke Peninsula tourism regions.
The proportion of businesses in the Rest of South East South Australia which reported as
being seasonal matched the national level at 47% (Table 3.39). In this mega region,
businesses reported a lower level of labour force pressures when compared against the
whole of Australia. The proportion of businesses facing recruitment difficulty was 51%,
while 39% of businesses reported retention difficulty and 49% of businesses reported skills
deficiencies among their employees. The vacancy rate is three percentage points higher in
this mega-region than it is nationally.
Table 3.39: Survey summary statistics – South East South Australia
Metric

Region result

Australia result

Total survey responses

118

1,814

Businesses reporting as seasonal
Average number of employees
Share of employees full time

47%
7
32%

47%
16
37%

Businesses identifying recruitment difficulty

51%

57%

Vacancy rate
Employee turnover rate

12%
66%

9%
64%

Businesses identifying retention difficulty
Businesses identifying skills deficiencies in employees

39%
49%

46%
50%

Source: Survey data

The tourism labour force in this mega-region is dominated by local workers (82%), with the
next most common origin being intrastate workers at 9% (Chart 3.51). This intrastate figure
matches the national result however the local result for the region is much higher than the
national figure of 71%.
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Chart 3.51: Employees in region by origin
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Source: Survey data

From the survey responses, the most common tourism and hospitality occupations in the
Rest of South East South Australia are waiter (11%), commercial housekeeper (9%) and bar
attendant (6%) - see Table 3.40. This compares to 8%, 6% and 10% employment shares for

the same occupations at the national level.
Table 3.40: 5 most common tourism occupations
Tourism survey occupation
Waiter
Commercial Housekeeper

% of Workers
11%
9%

Bar Attendant
Chef
Hospitality Worker nec

6%
6%
4%

Source: Survey data

3.4.9.2

Recruitment and retention pressures

The sources of recruitment difficulties in this mega region were broadly similar to those
identified at the national level, with lack of required skills, qualifications and experience
cited as the most significant contributors (Chart 3.52). External factors and competition
from other sectors were deemed marginally less significant in this region than they were
nationally.
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Chart 3.52: Reasons for difficulty in recruiting employees
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Note: ** Results could not be shown due to insignificant sample size.

While the data that can be reported in relation to the reasons for retention difficulty in this
region are limited, recruitment by other businesses and concern with conditions and
opportunities were cited as the two most significant contributors (Chart 3.53). The
magnitude of the impact of these factors was broadly similar to the national average.
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Chart 3.53: Reasons for difficulty in retaining employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

3.4.9.3

Skills deficiency pressures

Occupational deficiencies are being experienced in the Rest of South East South Australia
mega-region and are most significant among hospitality workers (36% of deficiencies) and
food trades workers (20%). Across these occupations, the deficiencies are predominantly
related to ‘skills’ rather than ‘experience’ or ‘qualifications’ (Table 3.41).
Table 3.41: Top 3 most common occupational deficiencies
3-digit occupation

% of identified
deficiencies

Primary type of
deficiency

Hospitality workers

36%

Skills

Food trades workers*

20%

**

**
Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution. ** Results could not be shown due to insignificant sample size.

Deloitte Access Economics

101

Australian Tourism Labour Force

Rest of South East South Australia

The most significant driver of skills deficiencies in this region was identified as lack of
employee experience in the sector (Chart 3.54). The lack of opportunity to gain experience
and misalignment between capability and role requirements were also among the most
significant contributors to skills deficiencies. The magnitude of these impacts at the regional
level was in general similar to the national finding.
Chart 3.54: Reasons for skills deficiencies in employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

The typical business response to occupational deficiencies in this mega-region are internal
and external training which occurs around 70% and 65% of the time a deficiency is
identified (Chart 3.55). Business responses to deficiencies for Rest of South East South
Australia are similar to the national level responses, aside from a higher rate of creating
structured career paths.
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Chart 3.55: Business responses to all employee deficiencies
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Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution. ** Results could not be shown due to insignificant sample size.

Note: the response rate in this mega-region was not sufficient to allow reporting of
alternative labour sources.
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3.4.10

Eastern Victoria

3.4.10.1

Overview

The ‘Eastern Victoria’ mega-region consists of the Central Murray, Gippsland, Goulburn,
High Country, Lakes, Melbourne East, Murray East and Upper Yarra tourism regions.
The proportion of businesses that reported as seasonal in the Eastern Victoria region was
on par with the national average at 47% (Table 3.42). The share of full-time employees is
considerably lower in this mega-region at 24% (compared to 37% at the national level).
In terms of labour force pressures, 67% of businesses in this region reported recruitment
difficulty, 53% reported retention difficulty and 51% reported skills deficiencies among
employees. This compares to labour force pressures at the national level of 57%, 46% and
50% respectively. Hence, recruitment difficulties were more prevalent in this region than
nationally.
The vacancy rate in this region was three percentage points above the national average
(12% compared with 9%), while the turnover rate was marginally below.
Table 3.42: Survey summary statistics – Eastern Victoria
Metric

Region result

Australia result

Total survey responses

100

1,814

Businesses reporting as seasonal

47%

47%

Average number of employees
Share of employees full time

16
24%

16
37%

Businesses identifying recruitment difficulty
Vacancy rate

67%
12%

57%
9%

Employee turnover rate

59%

64%

Businesses identifying retention difficulty

53%

46%

Businesses identifying skills deficiencies in employees

51%

50%

Source: Survey data

The tourism labour force in this mega-region is comprised almost entirely of local residents,
accounting for 96% of the total. The next most significant source of non-local workers is
interstate Australians (2%).
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Chart 3.56: Employees in region by origin
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From the survey responses, the most common tourism and hospitality occupations in this
mega-region are commercial housekeeper (9%), bar attendant (9%) and waiter (7%) - see
Table 3.43. This compares to 6%, 10% and 8% employment shares for the same occupations
at the national level.
Table 3.43: Top 5 most common tourism occupations
Tourism survey occupation
Commercial Housekeeper
Bar Attendant
Waiter
Handypersons or General Maintenance
Guest Services

% of Workers
9%
9%
7%
6%
5%

Source: Survey data

3.4.10.2

Recruitment and retention pressures

The lack of applicants was ranked as the key factor impacting on recruiting difficulty for
both this mega-region and the national level (Chart 3.57). Overall, the rankings for the
mega-region and the national level were relatively consistent. However, factors such as
competition from other sectors and regions and external factors were ranked to have a
lower impact for this region than at the national level.
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Chart 3.57: Reasons for difficulty in recruiting employees
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Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

Based on the survey data, the key reasons contributing to difficulty retaining employees in
the Eastern Victoria mega-region relate to conditions and opportunities; in particular,
career development opportunities and finding the work too difficult (Chart 3.58). These
reasons were ranked as having minimal to moderate impact on employee retention.
Recruitment from other businesses was a notably less significant factor for the Eastern
Victoria mega-region.
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Chart 3.58: Reasons for difficulty in retaining employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size

3.4.10.3

Skills deficiency pressures

Occupational deficiencies are being experienced in the Eastern Victoria mega-region and
based on the data that can be reported, the key occupation for which deficiencies are cited
is hospitality workers (26% of identified deficiencies). The source of this deficiency primarily
relates to ’skills’, though employee experience is also a significant factor.
Table 3.44: Top 3 most common occupational deficiencies
3-digit occupation
Hospitality workers*

% of identified
deficiencies
26%

Primary type of
deficiency
Skills*

**
**
Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and
used with caution. ** Results could not be shown due to insignificant sample size.
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The most significant driver of skills deficiencies in this region was identified as lack of
employee experience in the sector (Chart 3.59). The next most common reasons for skills
deficiencies were closely ranked and include lack of opportunity to gain experience, lack of
quality training, lack of accessible training and misalignment between capability and role
requirements - all of which ranked as having a minimal to moderate impact. The largest
variation from the national level results was in relation to lack of quality training, which was
cited as a more significant factor for Eastern Victoria than it was nationally.
Chart 3.59: Reasons for skills deficiencies in employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

The typical business response to occupational deficiencies in this mega-region are internal
and external training which occurs around 80% of the time a deficiency is identified (Chart
3.60). New sources of labour are being explored less frequently in this region than they are
nationally, while the creation of structured career paths is occurring more frequently.
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Chart 3.60: Business responses to all employee deficiencies
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Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution. ** Results could not be shown due to insignificant sample size.

Note: the response rate in this mega-region was not sufficient to allow reporting of
alternative labour sources.
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3.4.11

Melbourne and Port Phillip Bay

3.4.11.1

Overview

Australian Tourism Labour Force

The ‘Melbourne and Port Phillip Bay’ mega-region includes the Melbourne, Phillip Island
and Port Phillip tourism regions.
The proportion of businesses that reported as seasonal in the Melbourne and Port Phillip
Bay region is on par with the national average at 47% (Table 3.45), while the share of fulltime employees is considerably lower in this mega-region at 26% (compared to 37% at the
national level). In terms of labour force pressures, 67% of businesses in this region
reported recruitment difficulty, 50% reported retention difficulty and 64% reported skills
deficiencies among employees. In this sense, the reported labour force pressures are more
pronounced in this region than they are nationally.
This compares to labour force pressures at the national level of 57%, 46% and 50%
respectively; hence, labour force pressures were more pronounced in this mega-region. The
vacancy rate and the rate of workforce turnover were both similar in this region to the
national result.
Table 3.45: Survey summary statistics – Melbourne and Port Phillip Bay
Metric

Region result

Australia result

Total survey responses
Businesses reporting as seasonal

116
47%

1,814
47%

Average number of employees
Share of employees full time

16
26%

16
37%

Businesses identifying recruitment difficulty

67%

57%

Vacancy rate
Employee turnover rate

10%
65%

9%
64%

Businesses identifying retention difficulty
Businesses identifying skills deficiencies in
employees

50%
64%

46%
50%

Source: Survey data

The tourism labour force in this mega-region is almost entirely comprised of local residents,
accounting for 94% of the total (Chart 3.61), which is substantially larger than the national
result of 71%. The next most significant source of non-local workers is interstate
Australians (2%).
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Chart 3.61: Employees in region by origin
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Source: Survey data

From the survey response, the most common occupations in this mega-region are bar
attendant (11%), waiter (7%) and chef (5%) – see Table 3.46. This closely reflects the 10%,
8% and 5% respective mix for Australia.
Table 3.46: Top 5 most common tourism occupations
Tourism survey occupation
Bar Attendant
Waiter
Chef
Commercial housekeeper
Cafe worker*

% of Workers
11%
7%
5%
5%
4%

Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution.

3.4.11.2

Recruitment and retention pressures

Consistent with the national findings, the most significant contributor to difficulty in
recruiting employees in this mega-region is a lack of applicants. Lack of required skills and
lack of required work experience were also ranked highly, while competition from other
regions and other sectors were less significant in this region than they were nationally
(Chart 3.62).
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Chart 3.62: Reasons for difficulty in recruiting employees
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Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

While the data that can be reported in relation to retention difficulties is limited,
recruitment from other businesses emerges as a less significant factor in the Melbourne
and Port Phillip Bay Region than nationally while other reasons rank similarly to the
national finding (Chart 3.63).
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Chart 3.63: Reasons for difficulty in retaining employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

3.4.11.3

Skills deficiency pressures

Occupational deficiencies are being experienced in this mega-region and these deficiencies
are most common among hospitality workers (33% of identified deficiencies) and food
trades workers (15%). Across these occupations, the deficiencies predominantly relate to
‘skills’.
Table 3.47: Top 3 most common occupational deficiencies
3-digit occupation

% of identified
deficiencies

Primary type of
deficiency

Hospitality workers

33%

Skills

Food trades workers*

15%

**

**
Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and
used with caution. ** Results could not be shown due to insignificant sample size.
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The factors identified as contributing to skills deficiencies among employees in the
Melbourne and Port Phillip mega-region and the extent of their impact are similar to the
national findings. Accordingly, lack of experience, lack of opportunity to gain experience
and a misalignment between employee capability and role requirements are the most
significant contributors to skills deficiencies. However, lack of access to training is an
exception, being less important regionally than it is nationally (Chart 3.64).
Chart 3.64: Reasons for skills deficiencies in employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

The typical business response to occupational deficiencies in this mega-region is external
and internal training which occur 80% and 75% of a time a deficiency is identified. Creating
structured career paths is more common in this region than it is nationally (Chart 3.65).
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Chart 3.65: Business responses to all employee deficiencies
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Source: Survey data
Note: ** Results could not be shown due to insignificant sample size

Note: the response rate in this mega-region was not sufficient to allow reporting of
alternative labour sources.
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3.4.12

Western Victoria

3.4.12.1

Overview

The ‘Western Victoria’ mega-region includes the Ballarat, Bendigo Loddon, Central
Highlands, Geelong, Macedon, Mallee, Spa Country, Western, Western Grampians and
Wimmera tourism regions.
The proportion of businesses that reported as seasonal in the Western Victoria region is on
par with the national average at 48% (Table 3.48), while the share of full-time employees is
lower in this mega-region at 31% (compared to 37% at the national level).
In terms of labour force pressures, 61% of businesses in this region reported recruitment
difficulty, 43% reported retention difficulty and 49% reported skills deficiencies among
employees. This compares to labour force pressures at the national level of 57%, 46% and
50% respectively, suggesting the labour force pressures in this region are broadly similar to
those being experienced at the national level.
The vacancy rate in this region was in line with the national average, while the employee
turnover rate was lower, at 50% (compared with 64% nationally).
Table 3.48: Survey summary statistics – Western Victoria
Metric

Region result

Australia result

Total survey responses
Businesses reporting as seasonal

155
48%

1,814
47%

Average number of employees
Share of employees full time

12
31%

16
37%

Businesses identifying recruitment difficulty

61%

57%

Vacancy rate
Employee turnover rate

9%
50%

9%
64%

Businesses identifying retention difficulty
Businesses identifying skills deficiencies in employees

43%
49%

46%
50%

Source: Survey data

The tourism labour force in this mega-region predominated by local residents, who account
for 81% of tourism industry workers (compared with 71% nationally) (Chart 3.66).
Interstate workers (11% of employees) are also a significant source of labour.
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Chart 3.66: Employees in region by origin
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Source: Survey data

From the survey responses, the most common tourism and hospitality occupations in this
mega-region are waiter (14%), bar attendant (10%) and chef (7%) - see Table 3.49. This
compares to the 8%, 10% and 5% employment shares for the same occupations at the
national level.
Table 3.49: Top 5 most common tourism occupations
Tourism survey occupation
Waiter
Bar Attendant
Chef
Commercial Housekeeper
Guest Services

% of Workers
14%
10%
7%
6%
6%

Source: Survey data

3.4.12.2

Recruitment and retention pressures

The factors contributing to recruitment difficulties in the Western Victoria mega-region
were generally similar to those identified at the national level. A lack of appropriate work
experience and skills necessary for the role among potential employees were the two
reasons most cited. Competition from other tourism businesses and other sectors and
external factors were ranked as less significant contributors to recruitment difficulties.
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Chart 3.67: Reasons for difficulty in recruiting employees
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Ranking scale: 1 = Not at all, 4 = To a great degree

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

The factors underlying retention difficulties in the region were consistent with the national
findings, with lack of career development opportunities, recruitment from other businesses
and difficulty with the employment task the most prominent (Chart 3.68). None of the
reasons cited ranked above low to moderate.
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Chart 3.68: Reasons for difficulty in retaining employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

3.4.12.3

Skills deficiency pressures

Occupational deficiencies are being experienced in the Western Victoria mega-region and
these are most common among hospitality workers, food and trades workers and
accommodation and hospitality workers. Across these occupations, the deficiencies are
largely related to ‘skills’, then ‘experience’ rather than ‘qualifications’.
Table 3.50: Top 3 most common occupational deficiencies
3-digit occupation

% of identified
deficiencies

Primary type of
deficiency

Hospitality Workers

36%

Skills

Food Trades Workers
Accommodation and
Hospitality Managers*

22%

Skills

12%

Skills*

Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and
used with caution. ** Results could not be shown due to insignificant sample size.
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The most significant factors identified as contributing to skills deficiencies in the region
were lack of experience and training-related deficiencies (Chart 3.69). Lack of quality
training and training not meeting business needs were ranked notably more highly in this
region than they were nationally. In almost all cases, the degree to which the identified
factors contributed to skills deficiencies was greater at the mega-regional level than it was
nationally.
Chart 3.69: Reasons for skills deficiencies in employees

Lack of accessible or quality training
Incompletion of training
Lack of appropriate experience

Aggregated
Indivdual

High dropout from training*
Lack of quality training

Lack of accessible training
Training doesn't meet business needs
Lack of opportunity to gain experience
Lack of experience in sector*

Misalignment between capability and role
requirements
1
Region

Australia

2

3

4

Ranking scale: 1 = Not at all, 4 = To a great degree

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

The typical business response to occupational deficiencies in this mega-region is internal
and external training, which occurs around 80% and 75% of the time a deficiency is
identified (Chart 3.70). Most of the businesses responses to deficiencies in this mega-region
correspond relatively closely to the findings for the national level.
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Chart 3.70: Business responses to all employee deficiencies
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Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution.

Note: the response rate in this mega-region was not sufficient to allow reporting of
alternative labour sources.

Deloitte Access Economics

121

Rest of Western Australia

3.4.13

Rest of Western Australia

3.4.13.1

Overview

Australian Tourism Labour Force

The ‘Rest of Western Australia’ mega-region consists of the Australia’s Coral Coast, Australia’s
Golden Outback, and Australia’s North West tourism regions.

Two thirds of businesses (66%) in Rest of Western Australia mega-region reported being
seasonal, compared with 47% at the national level (Table 3.51). Businesses here reported a
higher level of labour force pressures when compared against the national findings,
particularly in relation to employee retention. The proportion of businesses facing
recruitment difficulty was 60%, while 63% reported retention difficulty and 51% reported
skills deficiencies among their employees. The region reported a high rate of employee
turnover of 126% (nearly double the 64% recorded at the national level). The vacancy rate
in this region is also notably higher at 13% (compared with 9% nationally).
Table 3.51: Survey Summary Statistics - Rest of Western Australia
Metric

Region result

Australia result

Total survey responses
Businesses reporting as seasonal

85
66%

1,814
47%

Average number of employees
Share of employees full time
Businesses identifying recruitment difficulty

11
41%
60%

16
37%
57%

Vacancy rate
Employee turnover rate

13%
126%

9%
64%

Businesses identifying retention difficulty

63%

46%

Businesses identifying skills deficiencies in employees

51%

50%

Source: Survey data

The origin of employees in the Rest of WA mega-region is dispersed in comparison to other
mega-regions. Only 43% of workers are local residents compared with 71% at the national
level (Chart 3.71). Intrastate employees account for the second largest source of labour at
31%, suggesting a high degree of labour mobility within the constituent sub-regions of the
Rest of WA mega-region.
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Chart 3.71: Employees in region by origin
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Source: Survey data

From the survey responses, the most common tourism and hospitality occupations in this
mega-region are waiter (12%), bar attendant (9%) and hospitality worker with no extra
classification (8%) - see Table 3.52. This compares to 8%, 10% and 4% employment shares
for the same occupations at the national level.
Table 3.52: Top 5 most common tourism occupations
Tourism survey occupation
Waiters
Bar Attendants
Hospitality Workers nec
Chefs
Commercial Housekeepers

% of Workers
12%
9%
8%
5%
5%

Source: Survey data

3.4.13.2

Recruitment and retention pressures

The reasons for difficulty in recruiting in this mega-region differed markedly from the
experience at the national level. Like Southern Western Australia, competition from other
industries was ranked as a considerably greater contributor to difficulty in recruiting
employees in the Rest of Western Australia region than at the national level. External
factors, including accommodation and cost of living, were also deemed a significantly
greater source of recruitment difficulty in this region compared with at the national level
(Chart 3.72).
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Chart 3.72: Reasons for difficulty in recruiting employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

The most significant factors driving difficulty in retaining employees in this mega-region
were recruitment by businesses from other industries and other external factors (Chart
3.73). Both these reasons were ranked more highly at the mega-region level than at the
national level. This higher rate of recruitment from other industries likely reflects the role
of the mining industry in Western Australia.
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Chart 3.73: Reasons for difficulty in retaining employees
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.

3.4.13.3

Skills deficiency pressures

Occupational deficiencies are being experienced in the Rest of Western Australia megaregion and are most common among hospitality workers (24% of identified deficiencies)
and food trades workers (20%) (Table 3.53). Across these occupations the deficiencies are
largely related to ‘skills’ rather than ‘experience’ or ‘qualifications’.
Table 3.53: Top 3 most common occupational deficiencies
3-digit occupation

% of identified
deficiencies

Primary type of
deficiency

Hospitality workers

24%

Skills*

Food trades workers

20%

Skills*

**
Source: Survey data
** Results could not be shown due to insignificant sample size.

The reasons identified as contributing to occupational deficiencies among employees in the
Rest of Western Australia region are broadly similar to those identified at the national level.
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The most significant driver of occupational deficiency in this mega region is lack of
appropriate employee experience, with training-related issues (access and/or quality) also a
notable factor (Chart 3.74).
Chart 3.74: Reasons for skills deficiencies in employees
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Ranking scale: 1 = Not at all, 4 = To a great degree

Source: Survey data

Like the national findings, the typical business responses to occupational deficiencies in this
mega-region are internal and external training, both of which occur around 80% of the time
a deficiency is identified (Chart 3.75). Creating structured career paths and restructuring
the business are also being considered more commonly here than they are at the national
level.
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Chart 3.75: Business responses to all employee deficiencies
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Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution. ** Results could not be shown due to insignificant sample size.

While only limited analysis of alternative labour sources can be undertaken, employers in
the region are exploring the use of Indigenous workers at a relatively higher rate than the
national average. This reflects the higher Indigenous population in the Rest of Western
Australia than in Australia overall.
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Chart 3.76: Alternative labour sources (in response to all employee deficiencies)
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and used with
caution. ** Results could not be shown due to insignificant sample size.
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3.4.14

Southern Western Australia

3.4.14.1

Overview

Australian Tourism Labour Force

Southern Western Australia mega-region includes the Australia’s South-West and
Experience Perth tourism regions.
Around half (48%) of businesses in this mega-region are seasonal, which is on par with the
national figure of 47% (Table 3.54). In this mega-region, businesses reported a considerably
higher level of labour force pressures relative to other parts of Australia. The proportion of
businesses facing recruitment difficulty was 72%; while 61% of businesses reported
retention difficulty and 63% of businesses reported skills deficiencies among their
employees. The employee turnover rate is also higher in this mega-region than for the
nation generally (95% compared with 64%).
Table 3.54 : Survey Summary Statistics - Southern Western Australia
Metric

Region result

Australia result

Total survey responses

157

1,814

Businesses reporting as seasonal
Average number of employees
Share of employees full time

48%
28
38%

47%
16
37%

Businesses identifying recruitment difficulty

72%

57%

Vacancy rate
Employee turnover rate

10%
95%

9%
64%

Businesses identifying retention difficulty
Businesses identifying skills deficiencies in employees

61%
63%

46%
50%

Source: Survey data

The origin of employees in Southern Western Australia is relatively dispersed compared
with the national average. This can seen in the fact that local workers make up only 61% of
the labour force, compared to 71% at the national level. Intrastate and international
students account for 9% and 8% of the tourism labour force, in comparison to 11%
combined at the national level.
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Chart 3.77: Employees in region by origin
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From the survey responses, the most common tourism and hospitality occupations in this
mega-region are waiter (14%), bar attendant (10%) and hospitality worker with no extra
classification (7%) - see Table 3.55. This compares to the 8%, 10% and 5% employment
shares respectively at the national level.
Table 3.55: Top 5 most common tourism occupations
Tourism survey occupation
Waiter
Bar Attendant

% of Workers
14%
10%

Hospitality Worker nec
Chef
Commercial Housekeeper

7%
7%
5%

Source: Survey data

3.4.14.2

Recruitment and retention pressures

A lack of applicants was ranked as the key reason for recruitment difficulty for both this
mega-region and Australia (Chart 3.78). Most of the other rankings were consistent
between the mega-region and Australia. However, competition from other sectors was
cited as having a considerably greater impact on recruitment difficulty here than at the
national level.
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Chart 3.78: Reasons for difficulty in recruiting employees
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The most significant factor driving difficulty in retaining employees in this mega-region was
recruitment by businesses in other industries (Chart 3.79). This reason was ranked to have a
close to moderate impact in the mega-region, compared with only a minimal impact at the
national level. Other areas where the retention challenges in Southern Western Australia
differed notably from Australia were in relation to recruitment from other tourism
businesses and the lack of career development opportunities, both of which were more
significant at the local level than at the national level. Conversely, staff leaving to
commence study was ranked as a less significant factor in this mega-region compared with
at the national level.
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Chart 3.79: Reasons for difficulty in retaining employees
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Source: Survey data
Note: ** Results could not be shown due to insignificant sample size.

3.4.14.3

Skills deficiency pressures

Occupational deficiencies in the Southern Western Australia mega-region are most
common among hospitality workers (38% of identified deficiencies), food trades workers
(21%) and accommodation and hospitality managers (11%). Across these occupations, the
deficiencies are mostly related to ‘skills’ rather than ‘experience’ or ‘qualifications’.
Table 3.56: Top 3 most common occupational deficiencies
3-digit occupation

% of identified
deficiencies

Primary type of
deficiency

Hospitality Workers

38%

Skills

Food Trades Workers
Accommodation and
Hospitality Managers

21%

Skills

11%

Skills

Source: Survey data
Notes: * Estimates based on a sample size of between 10 and 14. Results should be interpreted and
used with caution.
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The most significant driver of skills deficiencies in this mega-region is the lack of experience
an employee has in the sector (Chart 3.80). The next most significant reason for skills
deficiencies was misalignment between capability and role requirements. The lack of
quality training and high dropout from training was ranked relatively highly in this megaregion when compared to the national level.
Chart 3.80: Reasons for skills deficiencies in employees
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Ranking scale: 1 = Not at all, 4 = To a great degree

Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution.

The typical business responses to occupational deficiencies in this mega-region are internal
and external training which occur around 85% and 80% of the time a deficiency is identified
(Chart 3.81). Business responses to deficiencies for Southern Western Australia are similar,
although slightly higher in all cases except exploring additional sources of labour, to the
national level responses, with no notable deviations.
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Chart 3.81: Business responses to all employee deficiencies
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Source: Survey data

Only limited statistical significant data is available on alternative labour sources in the
region. Of what is available Southern Western Australian employers are exploring using
people from non-English speaking backgrounds at a similar rate to the national result.
Chart 3.82: Alternative labour sources (in response to all employee deficiencies)
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Source: Survey data
Note: * Estimates based on a sample size of between 10 and 14 for one or more of the rankings. Results should
be interpreted and used with caution. ** Results could not be shown due to insignificant sample size.
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Appendix A: Tourism mega-regions
Initial plans had been for the results of the tourism labour force survey to be presented at a
50% relative margin of error and with a 95% confidence level. However, at the 50% relative
margin of error and 95% confidence level, it was not possible to incorporate all parts of
Australia into a statistically significant mega-region. Large parts of northern and central
Queensland, the majority of regional WA, as well as Tasmania would have to be excluded
from the analysis.
By lowering the confidence level to 90%, while maintaining the same margin of error, it
becomes possible to incorporate these Queensland and Western Australian regions in a
statistically significant fashion. This approach further enables smaller regions to be
reviewed in each of New South Wales, Victoria and South Australia. However, the response
in Tasmania was too low even for this lower threshold.
Outlined below are the 14 mega regions analysed in this report, and the Tourism Regions
included in each.
Northern Territory
Alice Springs, Arnhem, Daly, Darwin, Kakadu, Katherine, Macdonnell and Petermann,
Tablelands
Rest of Queensland
Bundaberg, Central Queensland (or Fitzroy), Mackay, Northern, Outback, Tropical North
Queensland, Whitsundays
South East Queensland
Brisbane, Darling Downs, Fraser Coast (or Hervey Bay/Maryborough), Gold Coast, Sunshine
Coast
Southern NSW including ACT
Canberra, Capital Country, Riverina, Snowy Mountains, The Murray
South Coast, Sydney and surrounds
Blue Mountains, Central Coast, South Coast and Illawarra, Sydney
Northern and inland NSW
Explorer Country (or Central NSW), Hunter, New England North West, North Coast,
Northern Rivers, Outback
Southern Western Australia
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Australia’s South-West, Experience Perth (NB: Perth is also statistically significant in its own
right here)
Rest of Western Australia
Australia’s Coral Coast, Australia’s Golden Outback, Australia’s North West
Adelaide and Adelaide Hills
Adelaide, Adelaide Hills
Rest of South East South Australia
Kangaroo Island, Limestone Coast, Barossa, Yorke Peninsula, Fleurieu Peninsula
Rest of South Australia
Clare Valley, Eyre Peninsula, Flinders Ranges, Murraylands, Outback, Riverland
Melbourne and Port Phillip Bay
Melbourne, Peninsula, Phillip Island
Eastern Victoria
Central Murray, Gippsland, Goulburn, High Country, Lakes, Melbourne East, Murray East,
Upper Yarra,
Western Victoria
Ballarat, Bendigo Loddon, Central Highlands, Geelong, Macedon, Mallee, Spa Country,
Western, Western Grampians, Wimmera
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Appendix B: The survey instrument
The survey was conducted online. Businesses were sent an invitation with a website from
which the survey commenced. In order to keep the time required for the survey to a
minimum, survey participants were only asked those questions that were deemed relevant.
For example, if an employer indicated that they had no difficulties with recruitment, they
skipped the remaining recruitment questions and went straight on to the start of the
questions about retention difficulties.
The questionnaire below is a stylised print version of what was seen online. In the online
version each question was asked on a separate page, with the grey text boxes presented as
instructions on a separate page. The skips that may have been made based upon a
respondent’s answers are indicated in italics.

A survey of the tourism and hospitality labour force – January-December 2010
Deloitte Access Economics (ABN 19 954 628 041) in association with Quantum Market
Research has been commissioned by the Department of Resources, Energy and
Tourism, to assess labour conditions across Australia by location and by occupation.
Labour shortages have been identified as a priority area for policy attention, and this
survey aims to establish geographic and occupational ‘hot spots’ that should be
addressed urgently in policy.
We hope that you will be able to assist us by providing details of the current skill needs
of your business, as well as any issues you encounter in recruiting and retaining staff,
with this guidance to be used in formulating future tourism and hospitality labour
force policy.
We would like to remind you that any information you provide will be treated with
the strictest confidence.
The estimated time needed to complete this survey is 15 minutes. It would be
appreciated if you would kindly complete this on-line survey by 15 April, 2011.
Australian Government Statistical Clearing House Approval Number 02145-01.
If you have any queries in relation to this survey please contact Susan Havyatt at
Deloitte
Access
Economics
on
(02)
6175
2000,
via
tourism.survey@accesseconomics.com.au or by mail to Level 1, 9 Sydney Ave Barton
ACT 2600.
Question 1. What is the postcode of the location where you conduct your prime business, that is,
the location with the greatest number of employees?
Please enter a valid Australian postcode.


Question 1a. Did your business have any paid employees at any stage during calendar year 2010?
Please click one response
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Yes ................................................................................................................ 1
No .................................................................................................................. 2
[If answer is ‘Yes’ they skip to Question 2, if answer is ‘No’ they are asked Question 1b]
Question 1b. Are you currently looking for or do you in the next 12 months have plans to recruit
staff?
Please click one response

Yes ................................................................................................................ 1
No ................................................................................................................. 2
[If answer is ‘Yes’ respondent is asked a number of questions that may still be relevant – Questions 5,
11-13, and 22-24
If answer is ‘No’ they see text – ‘Thank you for your time, however this survey is looking at the
experiences of businesses in recruiting and retaining workers, and so this is not relevant to you.’]
For the remainder of this survey, please respond only with regards to this prime
business location; that is, if you operate from more than one location please omit any
employees outside of this location. There will be an opportunity at the end to re-take
the survey for additional locations if you wish.
Question 2. Thinking about your prime business in Question 1, what is the main activity conducted
by your business, that is, the activity with the greatest number of dedicated employees?
Please click one response

Tourism activity including tour operator services, travel services,
tour attractions, other ..................................................................................... 1
Attraction ............................................................................................................ a
Event.. ................................................................................................................. b
Travel services……………………………………….. ............................................................. c
Tour operator services…. ...................................................................................... d
Hire services… ...................................................................................................... e
Industry organisation…. ......................................................................................... f
Accommodation services ......................................................................................... 2
Hotels and resorts……… ............................................................................................ g
Motels, private hotels and guest houses (including B&B)… ................................... h
Serviced apartments….. ......................................................................................... i
Caravan parks and camping sites…. ....................................................................... j
Food & beverage services including cafes, restaurants, clubs, pubs and bars ......... 3
Café… ....................................................................................................................k
Restaurant.. ........................................................................................................... l
Clubs, pubs and bars….......................................................................................... m
Air, road and water transport ................................................................................. 4
Air transport… ....................................................................................................... n
Road transport incl. hire car services…. .................................................................. o
Water transport… .................................................................................................. p
Retail trade .............................................................................................................. 5
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Other: Please specify (for each list)
Question 3. Are you a seasonal business, that is, does your business increase and decrease
employee numbers over the year in line with visitor numbers?
Please click one response

Yes .......................................................................................................................... 1
No ............................................................................................................................ 2
[If answer is ‘Yes’ they are asked Question 4, if answer is ‘No’ skip to Question 5]
Question 4. Which season are you currently in?
Please click one response

Peak (High season) .................................................................................................. 1
Low .......................................................................................................................... 2
Shoulder (Between peak and low) ............................................................................ 3
Question 5. Please select those occupations that are appropriate to your main business, that is,
those occupations in which you have or had paid employees during calendar year 2010, or
attempted to recruit employees during calendar year 2010, including self?
Please select all that apply

[Based upon response to Question 2 employers see a list of occupations to select those that are
relevant – see Appendix C for full occupation lists.]
These questions ask about your general recruitment experiences in your main business
location.
Question 6. How many paid employees do you employ in each of the following positions?
Please indicate the number of full time and part time or casual workers employed by your business
in each of the specified occupations. Please include yourself in these figures, and please ensure
that each person is only counted once (that is, if a person performs more than one task, please just
list them once under the main task they perform, that is, the role they spend most of their hours
performing).
Enter number of workers in the boxes provided, must be a whole number 0-999. Please ensure the number of
employees in the ‘Total’ column matches the number of employees you currently have.

[Businesses that indicated they were non-seasonal at Question 3 only see employed currently options.
For seasonal businesses:
-Those who indicated at Question 4 they were in peak season are asked about low season.
- Those in low or shoulder season are asked about peak season.]
Number of Persons Employed
Employed Currently
[Occupations as per

Full Time

Part Time

Employed at 2010[Insert either Peak or low]
Casual

Full Time

Part Time

Casual

what was indicated
as relevant at
Question 5]
XXX…..

Question 7. In calendar year 2010, how many staff did you recruit in each of the following
positions?
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If the same position was filled multiple times due to staff turnover, count all new staff that filled that
position during 2010. Please count each individual recruited only once for their main task, even if
recruited for more than one role.
Enter number of workers in the boxes provided, must be a whole number 0-999
Employees recruited during 2010
[Occupations as per what was indicated as relevant at
Question 5]

Full Time

Part Time

Casual

XXX .............................................................

Question 8. Of those staff that were recruited during calendar year 2010, how many were
recruited to fill newly created positions (as opposed to replacing departing staff)?
Enter number of workers in the boxes provided, must be a whole number 0-999
Employees recruited during 2010
[Occupations selected as ones for which the business
recruited staff in Question 7]

Full Time

Part Time

Casual

XXX .............................................................

Question 9. Thinking about your current staff, approximately what proportions were recruited
from:
Please enter whole numbers and must total 100%

Local residents (did not relocate for the role)) .......................................................___
Rest of State or Territory ....................................................................................... ___
Rest of Australia .................................................................................................... ___
International workers ............................................................................................ ___
[If an employer indicates that some of their staff are international workers]
Please indicate the types of international workers you employ (must total 100%)

Permanent migrants (e.g. skilled, family migrants, humanitarian)……….. .............. ___
Temporary skilled migrants (e.g. Subclass 457 or 485)… ...................................... ___
International students......................................................................................... ___
Working holiday makers...................................................................................... ___
[If an employer has international workers they are asked Question 9a. Those who indicate 0% for
international workers skip to Question 10.]
Question 9a. How many international workers do you currently have in each of the following
positions?
Enter number of workers in the boxes provided, must be a whole number 0-999
Recruited as international workers
[Occupations as per what was indicated as relevant at
Question 5]

Full Time

Part Time

Casual

XXX ............................................................

Question 10. How many vacancies do you currently have in each of the following positions?
Enter number of workers in the boxes provided, must be a whole number 0-999
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Number of current vacancies
[Occupations as per what was indicated as relevant at Question 5]

Full Time

Part Time

Casual

XXX .............................................................

These questions ask about difficulties with recruitment in your main business location.
Question 11. Did you have any difficulties recruiting in any of the following occupations during
2010? If yes, please select the three occupations that you had the most difficulty recruiting.
Please tick up to three options
Difficulty recruiting
[Occupations as per what was indicated as relevant at Question 5]
XXX.............................................................
None of these

[If ‘None of these’ is selected, skip to Question 14, otherwise continue to Question 12.]
Question 12. Please indicate, for each occupation with occupations you had difficulty recruiting
for; on average how long it took to fill this position, and what method was used for advertising the
vacancy.
For each of the top 3 occupations in Question 11, please enter the average number of weeks per occupation as
a whole number and round up i.e. if less than a week enter 1
Click all methods of advertising that apply per occupation

Number of weeks to recruit [Insert number] or
I could not fill this position [check box]
Advertising methods used (tick boxes, select all that apply):
No formal advertising, (word of mouth or sign in window only),
Websites,
Newspapers,
Job Service Australia providers;
Hospitality web portal,
Private recruitment agencies.
Question 13. To what degree did the following reasons contribute to the difficulty recruiting for
your [occupation] employees?
Please click one response per row

[Employers answer for each of top three occupations indicated at Question 12.]
Reason

To a great
degree

To a moderate
degree

To a minimal
degree

Not at all

Applicants didn’t have the right skills

1

2

3

4

Applicants didn’t have the required
qualifications/education

1

2

3

4

Applicants didn’t have the right work experience

1

2

3

4
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Applicants lacked appropriate flexibility for the role

1

2

3

4

Other local tourism and hospitality employers were
more attractive to workers

1

2

3

4

Tourism and hospitality employers from elsewhere in
Australia were more attractive to workers

1

2

3

4

Lack of applicants

1

2

3

4

Employers outside tourism and hospitality were more
attractive to workers

1

2

3

4

Other external factors (e.g. accommodation)

1

2

3

4

These questions ask about difficulty retaining employees in your main business
location.
Question 14. Did you have difficulty retaining employees in any or each of these positions in 2010?
If yes please select the three occupations that you had the most difficulty retaining.
Please click up to three options
[Occupations as per what was indicated as relevant at
Question 5]
XXX

1

None of these

[If ‘None of these’ is selected skip to Question 16, otherwise continue to Question 15.]
Question 15. To what degree did the following reasons contribute to retention difficulties for these
[occupation] in 2010?
Reason

To a great
degree

To a
moderate
degree

To a
minimal
degree

Not at all

Leaving to commence studies

1

2

3

4

Employee not a good match for the role

1

2

3

4

Unhappy with employment conditions (for
example hours)

1

2

3

4

Unhappy with wages

1

2

3

4

Employee had poor work ethic

1

2

3

4

Leaving for personal reasons (retirement, family,
illness etc)

1

2

3

4

Job offers being received from other businesses
in the industry

1

2

3

4

Other external factors (e.g. accommodation and
cost of living)

1

2

3

4

Saw role as short-term option, with no career
path

1

2

3

4

Job offers being received from businesses in
other industries

1

2

3

4

The location of the business was undesirable

1

2

3

4

Employee was unreliable
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These questions ask about lack of skills, qualifications and experience among current
employees in your main business location.

Question 16. In which occupations are you experiencing a lack of skills, qualifications or experience
among your current employees?
Please click all that apply
[Occupations as per what was indicated as relevant
at Question 5]
XXX

1

None of these

[If ‘none of these’ is selected to Question 22, otherwise continue to Question 17.]
Question 17. For each of those occupations with deficiencies in skills, qualifications or experience,
what does the deficiency relate to?
Please click all that apply per row ensuring at least one answer is selected per row

[Show occupations checked in Q16, multiple response OK for each occupation]
Occupations as indicated as
relevant at Question 16]
XXX

Qualifications/
Education

Skills

Work experience

1

2

3

1

2

3

Question 18. Please rank each occupation by severity of the deficiency you are experiencing.
Please drag each occupation on the left over to the right and arrange in order of severity. The occupation at the
top of the list is the one experiencing the greatest deficiencies in skills, qualifications or experience, while the
occupation at the bottom of the list is experiencing the least deficiencies in skills, qualifications or experience.

Occupations to rank ........................................................................................ Ranked
Question 19. For those occupations with deficiencies in skills, qualifications or experience, is this
deficiency impacting your business – for example through reduced income, fewer customers,
higher costs?
Please click one response per row
Occupations as indicated as relevant at Question 16]

Yes

No

1

2

XX

Question 20. To what degree do you believe the following are reasons for the lack of skills,
qualifications and/or experience you are experiencing in your [occupation] employees?
Please click one response per row

[Ask for each of top three occupations as per Q18]
To a great
degree

To a
moderate
degree

To extent
minimal
degree

Not at all

High dropout rate from training

1

2

3

4

Lack of quality training courses

1

2

3

4

Lack of accessibility to training

1

2

3

4
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Training content not aligned with business
needs

1

2

3

4

Poor literacy and numeracy

1

2

3

4

Lack of opportunities to gain relevant
experiences

1

2

3

4

Lack of time spent working within the sector

1

2

3

4

Attitude or aptitude ill-suited to role

1

2

3

4

Question 21. Is your business undertaking any of the following actions to deal with the lack of
skills, qualifications or experiences?
Please select all that apply
We are…
Encouraging employees to undertake external formal training

1

Establishing formalised internal training for employees

1

Establishing more flexible work arrangements

1

Creating structured career paths for employees

1

Exploring new sources of labour( i.e. Indigenous people, people from non-English
speaking backgrounds, mature age workers)

1

Sub-contracting out some functions of the business

1

Recruiting additional apprentices or trainees

1

Restructuring our business ( i.e. using available technology, online bookings,
accounting processes

1

Not responding to these deficiencies

1

[If answered ‘Yes’ to ‘Exploring new sources of labour’, ask Question 21a, otherwise skip to Question
22.]
Question 21a. What are the new sources of labour that you have explored?
Please click all that apply

People from non-English speaking backgrounds
Indigenous workers
Mature age workers
Workers with special needs
Workers from overseas
Other
Finally, these questions are about your future expectations for your business in your
main business location.
Question 22. In which occupations do you believe the number of staff you employ will increase in
the next 1-3 years, compared with 2010?
Please click all that apply

Deloitte Access Economics

145

Australian Tourism Labour Force

[Occupations as per what was indicated as relevant
at Question 5]
XXX

1

None of these

[If all occupations are selected ‘Yes’ skip to Question 24, otherwise continue to Question 23.]

Question 23. In which occupations do you believe the number of staff you employ will decrease in
the next 1-3 years, compared to 2010?
Please click all that apply
[Occupations as per what was indicated as relevant
at Question 5, excluding those that were selected as
‘Yes’ in Question 22]
XXX

1

None of these

Question 24. Does your business operate in other locations?
Please click one response

Yes ........................................................................................................................... 1
No ............................................................................................................................ 2
[If answer is ‘Yes’, ask Question 25, otherwise proceed to end screen.]
Question 25. How many other locations in Australia does your business currently operate in?
Please enter a whole number 1-999


We encourage you to fill out the survey for each location by re-using the link in the invitation email
you received – or forward this survey link to colleagues in other locations that may be in a position to
fill out the survey.
That’s the end of the formal questions.
If you have any final comments that you wish to make about your tourism labour experiences that
have not been addressed elsewhere, please include them in the below text box:
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Appendix C: Occupation lists by
business type
Tourism activity including tour operator services, travel services, tour attractions………1
Arts Administrator or Manager
Bungy Jump Master
Conference and Event Organiser
Diving Instructor (Open Water)
Entertainer or Variety Artist
Fishing Guide
Gallery or Museum Curator
Gallery of Museum Guide
Gaming Worker
Gardener
Guest Services
Handypersons or General Maintenance
Helicopter Pilot
Hunting Guide
Mountain of Glacier Guide
Outdoor Adventure Guide not elsewhere classified
Outdoor Adventure Instructor
Professionals (Accountant, Human Resources etc)
Public Area Cleaner
Security Officer or Crowd Controller
Snowsport Instructor
Ticket Seller
Tour guide
Tourist Information Officer
Travel Agency Manager
Travel Consultant
Trekking Guide
Whitewater Rafting Guide
Zookeeper
Other (please specify)
Accommodation services………………………………………………………………………………………………2
Accommodation and Hospitality Managers not elsewhere classified Bar Attendant
Bar Useful or Busser
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Barista
Bed and Breakfast Operator
Café or Restaurant Manager
Caravan Park and Camping Ground Manager
Chef
Commercial Housekeeper
Conference and Event Organiser
Cook
Doorperson or Luggage Porter
Entertainer or Variety Artist
Gardener
Guest Services
Engineering Staff
Handypersons or General Maintenance
Hospitality Worker not elsewhere classified
Hotel or Motel Manager
Hotel or Motel Receptionist
Hotel Service Manager
Professionals (Accountant, Human Resources etc)
Public Area Cleaner
Security Officer or Crowd Controller
Tourist Information Officer
Waiter
Other (please specify)
Food & beverage services including cafes, restaurants, clubs, pubs and bars……………………3
Accommodation and Hospitality Managers not elsewhere classified
Bar Attendant
Bar Useful or Busser
Barista
Café or Restaurant Manager
Café Worker
Chef
Cook
Entertainer or Variety Artist
Gaming Worker
Guest Services
Handypersons or General Maintenance
Hospitality Worker not elsewhere classified
Kitchenhand
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Licensed Club Manager
Professionals (Accountant, Human Resources etc)
Public Area Cleaner
Security Officer or Crowd Controller
Waiter
Other (please specify)
Air, road and water transport………………………………………………………………………………………….4
Aeroplane pilot
Aircraft Baggage Handler and Airline Ground Crew
Automobile driver not elsewhere classified
Boat Masters or Skippers
Charter and Tour Bus Driver
Chauffeur
Flight Attendant
Guest Services
Engineering Staff
Handypersons or General Maintenance
Helicopter Pilot
Passenger Coach Driver
Professionals (Accountant, Human Resources etc)
Public Area Cleaner
Security Officer or Crowd Controller
Taxi Driver
Transport Company Manager
Transport Conductor
Travel Attendant not elsewhere classified
Other (please specify)
Retail trade.………………………………………………………………………………………………………………….5
Engineering Staff
Handypersons or General Maintenance
Hospitality Workers not elsewhere classified
Professionals (Accountant, Human Resources etc)
Public Area Cleaner
Sales and Marketing Manager
Sales and Service Trainee
Sales Assistant
Shop Manager
Security Officer or Crowd Controller
Other (please specify)
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Appendix D: Summary of survey
responses
Table D.1: Survey responses by tourism region
Tourism region

Number of complete
responses received

Additional partially
completed and
useable responses

32

5

Blue Mountains

14

1

Capital Country

21

3

Central Coast

9

0

Explorer Country (Central NSW)
Hunter
New England North West

12
18
16

1
1
1

North Coast
Northern Rivers

27
41

4
0

Outback NSW
Riverina
Snowy Mountains

7
27
18

0
1
1

South Coast and Illawarra
Sydney

30
64

2
4

The Murray

15

3

55
1

4
0

Darwin

47

6

Kakadu

8

0

Katherine

23

0

Macdonnell and Petermann
Tablelands

10
2

0
1

Brisbane

42

2

Bundaberg

10

0

Central Qld (Fitzroy)
Darling Downs
Fraser Coast (Harvey Bay/Maryborough)

7
23
15

1
0
1

Gold Coast

16

1

Mackay

3

0

Australian Capital Territory
Canberra
New South Wales

Northern Territory
Alice Springs
Arnhem

Queensland
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Northern Qld
Outback Qld
Sunshine Coast

4
22
37

1
1
3

Tropical North Queensland
Whitsundays

43
8

6
0

South Australia
Adelaide
Adelaide Hills

77
28

3
2

Barossa
Clare Valley
Eyre Peninsula

10
18
17

2
0
1

Fleurieu Peninsula
Flinders Ranges

22
53

4
2

Kangaroo Island

22

3

Limestone Coast
Murraylands

31
10

2
0

Outback SA
Riverland
Yorke Peninsula

4
11
19

0
1
22

6

0

Hobart and surrounds

19

0

Launceston and Tamar Valley
North West
Northern

12
14
7

0
1
0

Southern
West Coast

8
4

2
0

18

0

Bendigo Loddon

24

0

Central Highlands
Central Murray

20
6

0
1

Geelong

26

0

Gippsland
Goulburn

17
5

1
0

High Country

36

3

Lakes

12

0

Macedon

6

0

Mallee
Melbourne
Melbourne East

9
45
7

0
6
0

Murray East
Peninsula

12
5

0
2

Tasmania
East Coast

Victoria
Ballarat
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Phillip Island
Spa Country
Western

55
5
29

3
0
4

14

0

Australia’s Coral Coast
Australia’s Golden Outback
Australia’s North West

30
14
33

6
0
2

Australia’s South West
Experience Perth

47
93

7
10

Western Grampians
Western Australia
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