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Welcome to the Red Centre
A tourism employment region of choice
The Red Centre is the heart of Australia, and is at the heart of the tourism sector (including tourism, events and
hospitality). Many of the senior figures in the tourism sector here in Australia and internationally started their
careers right here in the Red Centre – and we want that long tradition to continue.
The tourism sector has long faced labour and skill shortages. Currently this is intensified by competing
demands for skilled labour in other sectors. The Red Centre of the Northern Territory faces additional
challenges in attracting and retaining a skilled workforce due to its remote location, the low population base,
the seasonal nature of the work, and the transient population.
The changing nature of the tourism market creates new skill needs to address changing tourism demands.
These challenges are depicted in the data reported in the Australian Tourism Labour Force Report identifying
the Red Centre of the Northern Territory as one of eight ‘hot spots’ in which labour and skills shortages are
most pronounced.
These workforce demand issues are even more prominent in the Red Centre given the region’s identification as
one of 16 National Landscapes, which tourism experiences are to be marketed to the world. These
marketing promises can only be delivered through the continuation of a healthy, robust and sustainable
workforce.
The Red Centre is one of only six National Landscapes which, at the same time, have been identified as tourism
employment hotspots. For this reason, the Red Centre, along with Broome, is considered to be an immediate
priority area, with the Department of Resources, Energy and Tourism investing resources to explore the key,
region specific, workforce issues and to develop and implement strategies to address these issues.
This is the first of eight Tourism Employment Plans to be rolled out nationally under the guidance of the
Tourism 2020 Labour and Skills Working Group.
If the Red Centre is to fulfil its vision of being a tourism employment region of choice, to attract, retain and upskill the best the industry has to offer there is a clear need to work together, take small consistent steps
towards our goal and believe that it is possible.

The Red Centre Tourism Employment Plan Interagency Network would like to acknowledge the efforts and
enthusiasm brought to this important plan by The UQ School of Tourism and EC3 Global.
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Executive Summary
“The employment and labour supply issues currently being experienced in the Red Centre are not unique
to the Red Centre, but are trends being experienced in tourism throughout the world… The issue is the
nature of tourism employment itself”
Professor Tom Baum, Strathclyde University, Scotland (Sept 2012)
The tourism sector across Australia and in many parts of the world faces an increasing challenge of attracting
the best people, retaining them in their industry and providing the right skills to provide the services expected
from a world of global travellers.
The Red Centre has traditionally been known as a
‘must do’ career stopover, however retaining the best
people continues to be a challenge. In fact, the
Northern Territory (and in particular the Red Centre)
leads Australia in the recruitment, retention and
skills deficiency (See Figure 1). With an estimated
staff turnover rate of 118% across the region,
employers face a constant turnover of entry level and
early to mid-management positions.

Figure 1: Labour Challenges NT & Australia
Source: Deloitte Access Economics (2011)
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that there will be 1,600 job vacancies per annum
in the Red Centre, including a deficit of 100
skilled people for key roles by 2015. This is based on the Red Centre maintaining its significant 118%
tourism staff turnover per annum.
Through the extensive industry and key agency consultation process involved in developing the Red Centre
Tourism Employment Plan (referred to as the Tourism Employment Plan) four key challenges were identified:

Filling Seasonal Labour Shortages
 The shortage of skilled and motivated local labour
means a reliance on immigration (especially
Working Holiday Makers (WHM)) to fill seasonal
vacancies.
 Key shortages include Tour Guides, Waiters,
Housekeepers, Kitchen hands, Chefs and Managers.

Need to Target Specific Skill Shortages
 The forecast shortfall of up to 100 skilled
employee positions could have an enormous impact
on quality of service and business viability.
 An active campaign is needed to fill vital positions
and remind people of the region’s career advantages.

Increasing Staff Retention
 Retaining entry level staff past 6-8 weeks and entrylevel managers beyond 12 months remains a
challenge to staff retention and effectiveness.
 The cost of recruitment and the impact on morale have
a significant impact on business profitability.

More one-on-one industry support
 The plethora of programs and options create a sense
of ‘option paralysis’ where industry does not know where
to start (so they don’t).
 The region’s strong informal influence networks are
not sharing employment solutions, only challenges.

On balance the industry felt that the region had lost its attractiveness as a region of
choice, over and above the need to make tourism an attractive industry – the Red Centre
needs to get this momentum back.

UNIVERSITY OF QUEENSLAND
EC3 GLOBAL

May 2013

TOURISM EMPLOYMENT PLAN
RED CENTRE NT

|4

Becoming a tourism employment region of choice
A significant body of research exists on the cultural and economic benefits of a business becoming an ‘employer
of choice’. That is, building a strong brand and reputation for employee benefits (not just financial) to the point
that people are queuing to get a job in these businesses.
Industry believes that the Red Centre once held a clear career and employment advantage and was seen as an
employment region of choice, made up of a number of recognised employers of choice. That advantage has
slipped and the overarching broad vision of this Tourism Employment Plan is to regain that position.
Our Goals

Shared Industry Vision
The Red Centre is once again recognised by employees in the tourism sector as a region of
choice offering unique opportunities for professional development in an environment that
supports personal growth.
To once again become a region of choice in the tourism sector (including leisure, events and hospitality) the
Red Centre needs to:
 Support a positive industry culture towards innovation in employment practices and a broader
awareness of the programs available to support innovative practices;
 Create an accelerated and supported management career path for the tourism sector;
 Increase staff retention in the Red Centre through incentives, great managers and training;
 Develop strategies specific to either tourism or hospitality recognising the unique needs of each
sector; and
 Increase local and Indigenous participation in the tourism sector.
From an employee’s perspective that looks like a supportive network and possibly an accelerated career path,
where they gain practical experience that would not be possible in other regions. This could include gaining
formal qualifications to recognise their achievements and build a network of support to deal with the personal
and professional challenges of the region and the accelerated learning opportunities. The pathway for the Red
Centre to become a region of choice could look something like Figure 2 (below).

Figure 2: The Pathway for the Red Centre to be an Employment Region of Choice

EMPLOYER SUPPORT THROUGH
STRENGTHENED NETWORKS
(Priority #1)
Support Employers through the
development and enhancement of
labour and skills focussed networks

STAY AND STUDY TO INCREASE
RETENTION (Priority #3)
Promote career progression through ‘on
the job’ funded management training

STATUS QUO
STAY AND GET REWARDED TO BUILD
RETENTION AND BOOST SEASONAL LABOUR
SHORTAGES (Priority #2)
Increase staff retention through showcasing
packages of benefits to be found through
working in the industry.

REGION OF
CHOICE

SHOWCASING CAREER PATHWAYS TO BOOST
LOCAL AND INDIGENOUS EMPLOYMENT
(Priority #4)
Building a pipeline of future talent through enhancing
awareness of tourism and hospitality career
opportunities whilst at school level.

Becoming an employment region of choice not only provides a career path, but it
aims to put the fun and the ‘sense of community’ back into work in the Red Centre.
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Four Key Priorities to Build Industry Capacity
A broad spectrum of Industry, government and supporting organisations have been engaged as part of these
information sessions, workshops and consultations to identify tourism employment opportunities and
challenges. Over 120 organisations and approximately 200 people have been involved in developing the final
Tourism Employment Plan.
Given the key challenges identified through the industry consultation, the Red Centre Tourism Employment Plan
provides a set of four key priorities to achieve the industry vision and to build industry capacity. Each of the
initiatives on the following pages are designed to address the key challenges outlined and provide a clear step
toward the shared vision previously outlined. The final section of the report (supporting projects and enablers)
provides a series of supporting priorities for the further implementation of the plan.
The objective of the Red Centre Tourism Employment Plan is not just outputs but outcomes. The industry is
committed to delivering practical tangible outcomes focused on addressing the challenges identified by industry.
This will occur through the implementation of catalyst projects in each of the four Priority Action Areas (below)
which will ensure the continuation of a healthy, robust and sustainable tourism sector in the Red Centre.
Each of these Priority Projects has been assigned to a volunteer agency, who has agreed to project manage and
take responsibility around the actions for each of these projects. These volunteer agencies will, however, rely
on the support of all tourism employment stakeholders in the region.

Priority #1

Support employers through the strengthening and creation of
labour and skills focused networks

CATALYST PROJECT:
Formation of a Red Centre Tourism Employment Plan Interagency
Network to meet twice annually as part of the National Landscapes Committee with a focus on
Employment: Co- Chairs: Anita Meyer (OnTOURnt), Kathy Graham (SEiT)
KEY ACTIONS:
 A Guide to Employment Programs and discussion of gaps and opportunities.
 A network of support agency staff that understand the range of programs
and how to direct businesses to the right starting point; and
 An employer toolkit of factsheets, case studies, etc. updated as required.
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Filling current seasonal labour shortages through a ‘Region of
Choice’ campaign package

CATALYST PROJECT: Implement the first phase of a ‘Region of Choice’ campaign starting with
some tangible local benefits
KEY ACTIONS:


Create an Orientation program for the Region with an “On boarding” kit and monthly
orientation/networking event for new staff to the region.



Publish a package of benefits or “Coupon Book” with a suite of incentives
for employees from the time they arrive to region and progressing as their
tenure increases (with milestones kicking in at 3, 6 and 12 months).

Priority #3

Led By

TCA

Increase staff retention through showcasing management
training opportunities

CATALYST PROJECT: Create a Red Centre Managers Training program that helps to develop
leadership capacity, specifically target high turnover, working in remote areas, property
management, engaging Indigenous communities / employees and high seasonality.
KEY ACTIONS:


Through a partnership with Charles Darwin University (CDU) existing accredited training will be
adapted to meet the requirements of the industry and the location;



CDU have secured recurrent funding to deliver the training to frontline and mid-level
managers. The training could be done in small blocks to allow staff to continue working; and



Funding would be sought to mentor the managers following the training to ensure that the training
was being applied in the workplace and to guide managers in the real
Led By
world application of their training.

CHARTTES & CDU
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Enhance the attraction of the industry to boost Local and
Indigenous Employment

CATALYST PROJECT: Revitalise the VET in Schools Program to build a pipeline of future talent
from both Indigenous and non-Indigenous students
KEY ACTIONS:


Seek support to help ensure current places for VETiS are retained and expanded to include more
tourism places in partnership with industry.



Develop career pathway plans and case studies of industry leaders that can be used in schools
including resources such as YouTube clips of conversations with local
Led By
workers and national identifies in real jobs across the Territory, across
Australia and across the world.
CHARTTES

Enablers of Success
The Priority Action Areas and the associated catalyst projects provide the primary direction for the shortmedium term implementation of the Tourism Employment Plan. Supporting those key initiatives are a series of
enablers which are vital to the success of the Tourism Employment Plan.











Support for the Regional Migration Agreement and lobby
for tourism jobs to be included;
The key to success in
Creating and implementing a standard ‘cultural code of
the Red Centre is having
conduct’ for all new Red Centre staff (some organisations
already have one, others don’t);
an equally strong
Harmonise the tour guide licence process to make it
informal network and a
easier to recruit nationally;
culture of innovation
Lobby for tourism to be recognised as an eligible industry
for the second Working Holiday Maker (WHM) visa;
backed by formal
Expand the role of the Partnership Brokers to include
structures of program
building linkages outside the region for pathways to work
in the Red Centre, including the seasonal worker swap
support.
program;
Promoting of a ‘gap year’ program for the Red Centre;
Development of youth oriented experiences to make the
Red Centre a more attractive place for young people to live and work;
Establish industry linkages with educational institutions that have programs e.g. business, tourism,
hospitality etc. with a view to promoting employment opportunities to their graduating students; and
Developing an exit survey for employees and encouraging industry sharing of information.

The way forward requires a mix of formal and informal employment networks linked to key decision-making
bodies. The Tourism Employment Plan will gain its greatest results through encouraging a shift in the
conversation about employment challenges from one of observation to one of proactive innovation. This will
only be achieved through strong informal networks and support, primarily through informal networking and
building a greater awareness of the programs and solutions being employed in the region.

The success or failure of the Red Centre Tourism Employment Plan will rest on the
ability to deliver immediate results with long term benefits.
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1 Introduction
The Red Centre Tourism Employment Plan (referred to as the Tourism Employment Plan) provides a
vision, outlines priority actions and sets out a framework for the delivery of workforce solutions for
the tourism sector in the Red Centre. The Tourism Employment Plan firstly details the background
of the project, providing a context about the key challenges in developing a skilled and robust
regional tourism workforce.
Further, the Tourism Employment Plan outlines the process
undertaken in the development of the document, including the identification of existing
employment tools and support structures both within the region and nationally.
Following an examination of the employment context and impediments in the NT the Tourism
Employment Plan identifies four Priority Actions – each with an accompanying catalyst project which will work to address the labour force issues within the region and assist the Red Centre to
achieve the vision of becoming an Employment Region of Choice. Included under each of these
priorities is a series of key actions, each with assigned agencies that will work together to realise the
vision of the plan
Finally, the Tourism Employment Plan outlines a framework for the delivery of the priorities,
including the identification of key networks, an assessment of the key measurements for success and
an outline for future communication between stakeholders.

2 Project Background

Overlaying the shortage in skilled
workers with the demand for
non-skilled workers indicates that
by 2015, an estimated 45,782
tourism workers will need to be
sourced. If tourism activity can
reach the ambitious stretch goal
target, this could get as high as
111,683 workers.

The tourism sector (including tourism, hospitality and
events) faces many challenges, a key challenge being
labour and skills. Demonstrating the significance of
tourism sector workforce issues as we move to 2020,
the Australian Parliament conducted an inquiry into
workforce challenges in the Australian tourism sector.
The report resulting from this inquiry (the House
Standing Committee on Employment, Workplace
Australian Tourism Labour Force
Relations and Workforce Participation, 18 June 2007)
Report 2011
made twenty five recommendations, some of which
have been addressed via immigration pathways and
additional research at the national and regional level however the development of practical solutions
targeted to specific regions to build workforce capacity remains unresolved.
The Jackson Report (2009) recognized the need to address labour and skill issues currently faced by
the tourism sector in recommendation 3 (People):

Ensure tourism has equitable and adequate access to skills programs at national and state
level, and focus tourism skills programs and labour policies in two areas: the recruitment,
development and retention of career tourism employees; and the facilitation of sufficient parttime and casual employees.’
In response to this the National Long Term Tourism Strategy (DRET 2009) states:

The profitability of the industry is important in ensuring tourism has access to the labour and
skill resources it needs by improving the competitiveness and thereby the attractiveness of
working in the industry. More effective use of existing labour and skills mechanisms and
programs by the tourism industry would improve staffing quality, retention and career options.
These reviews express the urgency with which consideration needs to be given to how the skills and
training needs of the tourism sector can be best recognised and progressed.
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The Tourism and Hospitality Workforce Development Strategy (Service Skills Australia, 2009) outlines
the following interrelated priority areas:





the creation of a highly skilled workforce;
access to quality employment;
shaping the future through better workforce planning; and
expanding the traditional workforce.

It acknowledges that the development of a skilled workforce cannot be left to chance and requires
that a number of issues be addressed including:









Better understanding of current and future skill and labour needs, shortages and possible
areas of supply;
Establishing ways of identifying and attracting suitable people currently not engaged in the
labour market;
Implementing workplace structures and practices that encourage increased productivity and
efficiency;
Ensuring the industry is an attractive long term career option;
Creating an industry led, demand driven training
and education system;
Improving labour market matching services;
Tourism in the NT contributes
Reducing regulation that negatively impacts
to 19,800 jobs, that is 17.2%
business performance; and
of the Territory’s total
Encouraging innovation in all aspects of business
employment which is
process.

significantly higher than that of

Drawing on this information and academic research in
the mining (3,775 jobs),
the area of tourism and hospitality workforce
agriculture, forestry and
development (see for e.g.: Kandampully & Solnet 2005;
Raybould & Wilkins 2005, 2006; Van Dijk & Brown 2006,
fishing (2,708 jobs) sectors
Robinson 2007), Tourism Research Australia (2010) have
identified that key research gaps are apparent in the
labour and skills area, in particular in regard to attraction and retention (incentives), training,
workforce mobility, and customer service education.
Under the National Long-Term Tourism Strategy, the Labour and Skills Working Group was formed to
improve the tourism and hospitality industry’s ability to attract and retain labour through better
workforce planning, innovative recruitment initiatives and improved training and career opportunities.
The Working Group undertook an audit of labour market and skill shortage issues at the regional level
producing the Australian Tourism Labour Force Report (2011) and identifying eight regional ‘hot
spots’ in which labour and skill shortages are most pronounced for priority policy attention. According
to this report, the Northern Territory and Western Australia are experiencing the most prominent
shortages; with potential solutions including structured career pathways; improved accessibility to
training; better integration of marginalised workers; and localised labour solutions.
As a result of these findings research is to be undertaken in each of the eight ‘hot spot’ regions to
develop regional tourism employment plans that address the skill shortage issues in the tourism
sector, delivering practical solutions that leverage existing government and industry programs,
identifying and delivering a series of medium term measures to support capacity building and respond
to gaps, and develop a framework that can be applied to other regions.
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2.1 What is the Red Centre Tourism Employment Plan?
The focus of Red Centre Tourism Employment Plan is to develop sustainable solutions to labour
market and skill shortages experienced among tourism operators in the Red Centre by identifying the
issues impacting on the use of existing programs; engaging with government and industry
stakeholders to develop practical solutions; and agreeing on targeted actions to overcome these
issues and improve participation in training programs, development of career pathways, inclusion of
marginalised workers and training and employment at the local level.
2.1.1 The Outputs of the Red Centre Tourism Employment Plan (TEP)
The Red Centre Tourism Employment Plan is structured around the following five key outputs:
1.

Confirming the region specific priority labour and skills issues;

2.

Identifying impediments to addressing the issues and explore solutions;

3.

Identifying and delivering targeted measures to support capacity building;

4.

Recommend responses to current gaps in available resources; and

5.

An industry framework to guide delivery of practical sustainable solutions that leverage
existing government and industry programs.

2.2 Developing the Plan
The Red Centre Tourism Employment Plan was developed through a series of distinct phases,
ensuring that the recommendations are based on thorough stakeholder consultation, an in-depth
analysis of the current employment challenges for the tourism sector in the Red Centre and a
complete analysis of all employment support programs available to operators.
Phase 1: Understanding The Challenge. An audit of existing programs and resources including
existing local, state/territory, federal government and industry programs in the region was completed
and adult learning styles were reviewed.
Phase 2: Industry & Expert Consultation. Two groups, an Industry Advisory Panel and Expert
Advisory Committee were established with representatives from the government, industry peak
bodies, training providers, accommodation, transport, hospitality, tour operators and regional tourist
visitor centres (see page 14). The two groups had different but complementary roles in the
consultation processes, to build an understanding of the Red Centre region’s specific constraints to
the delivery of workforce development programs and how that was impacted at a National level.
Phase 3: Mapping & Gap Analysis. Through the mapping and gap analysis process, priority
issues, available programs and resources, impediments and gaps, and potential strategies where
mapped out. An assessment tool for conducting health checks of training options that can be applied
to the Red Centre was also developed.
Phase 4: Development of Strategies and Implementation Plans. The project team developed
capacity building strategies and implementation plans for the Red Centre. Three workshops were
conducted, with over eighty attendees participating. The workshops engaged key stakeholders and
explained resources available to organisations and employees, such as accredited training, nonaccredited training and issues and challenges that need to be addressed. Strategies to alleviate key
workforce issues were also outlined and discussed. Throughout the development of the TEP over 200
stakeholders have been engaged, and industry have welcomed the opportunity to be involved.
Phase 5: Implementation. The strategies to address on-going capacity building where put
forward in the Red Centre Tourism Employment Plan. An implementation plan was formulated and
included targeted training programs, tools and resources to ensure suitable human resource
practices. Career development pathways and best practice case study examples where included.
Industry champions where identified and recommended as mentors for local operators, to promote
on-going collaboration among industry stakeholders to ensure the sustainable implementation of
strategies.
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Industry and Expert Consultation
The second phase of the project established both an Expert Advisory Committee and an Industry
Advisory Panel (shown in Table 1). Meetings of each group were held at key milestones throughout
the development of the Tourism Employment Plan to inform the stakeholder consultation process and
the development and implementation of capacity building strategies, resource materials and the
labour and skills development framework.
Expert Advisory Committee

EXPERT ADVISORY COMMITTEE

The Expert Advisory Committee (EAC) was
established to inform the project development and
ensure existing resources and programs are
incorporated into strategy development and
capacity building workshops and resource
materials at a National level. The EAC included a
core of experts at the national level and represent
government, industry peak bodies and training
providers.







Table 1: Summary of composition of project
Tourism &advisory
Transport
Forum
committees






CHARTTES Training Advisory Council
Tourism Northern Territory
Service Skills Australia
Department of Education, Employment and
Workplace Relations
Charles Darwin University
NT Department of Business
InterContinental Hotels Group
Department of Immigration and Citizenship

Industry Advisory Panel
To build local support, inform the stakeholder
consultation process and the development and
implementation of capacity building strategies,
resource materials and the recommendations of
the Tourism Employment Plan an Industry
Advisory
Panel
was
created
with
local
representatives. The industry panel included
representation from tourism industry stakeholders
in the Red Centre and the Northern Territory from
the accommodation, transport, hospitality; tour
operators and regional tourist visitor centres, plus
key Government agencies.

INDUSTRY ADVISORY PANEL
Tourism Central Australia
Voyages Ayers Rock
NT Department of Business
SEiT Outback Australia
Tourism Northern Territory
Crowne Plaza Alice Springs
OnTOURnt
Karen Sheldon Training and Development
Department of Education, Employment and
Workplace Relations
 Nyangatjatjara College
 National Indigenous Training Academy










Stakeholder Consultation
In addition to meetings with the Industry Advisory Panel and Expert Advisory Committee, two
stakeholder workshops were held in both (four in total) Alice Springs and Yulara to engage industry
and other stakeholders, plus a presentation of the results in Alice Springs. In addition to the
workshops A broad spectrum of Industry, government and supporting organisations have been
engaged as part of information sessions, workshops and consultations. Over 120 organisations and
approximately 200 people have been involved in developing the final Tourism Employment Plan.
These consultations underpinned the drafting of strategies to improve uptake of existing programs
and the development of capacity building initiatives including the provision of workshops to key
stakeholders who then act as industry champions, the development of resource materials to enable
sustained capacity building and a skills development framework.
A list of those consulted can be found in Appendix 4.
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3 Region Specific Priority Issues
“The employment and labour supply issues currently being experienced in the Red Centre are not
unique to the Red Centre, but are trends being experienced in tourism throughout the world
(variations between attraction, retention, skills) …
The issue is the nature of tourism employment itself”
Professor Tom Baum, Strathclyde University, Scotland (Sept 2012)

3.1 The Employment Challenge
Recruitment difficulties, skills deficiencies and retention are the most prominent labour force
issues facing the tourism sector in the Northern Territory, these challenges are also experienced in
the Red Centre, however the limited data available makes more detailed analysis of the Red Centre
subject to significant variations so the whole Northern Territory data is used in this section. Figure 3
(below) demonstrates the labour challenges such as recruitment and retention difficulty of both the
Northern Territory and Australia as a whole. The labour force issues for the Northern Territory (and
the Red Centre) include the following:
•

Unfilled vacancies are the highest in the NT (16%) and the NT has the highest turnover rate
in the country (118%) nearly double the Australian rate (64%);

•

The NT has the highest level of recruitment difficulty (78%), the highest retention
difficulties (65%) and the greatest skill deficiencies (63%);

•

Lack of applicants and lack of required skills are the key recruitment issues while external
factors such as housing and the cost of living are key issues affecting retention;

•

69% of businesses are seasonal, well above the national average (47%);

•

The origin of employees is the most varied in the country with only 34% from the local
area, less than half the national average (71%);

•

To date there has been limited success
in
engaging
local
Indigenous
communities/ workforces;

•

•

•

•

•

Seasonal reliance on migrant workers
impacted by tough seasons and Working
Holiday Visa restrictions;
Limitations of the 457 visa for tourism
positions (e.g. tour guides) is having the
greatest impact in the NT;
The Working Holiday Maker (WHM)
visa does not permit employees in
‘tourism and hospitality’ in regional
Australia to qualify for a second visa. This
option is available to a number of other
sectors.
According to the Australian Tourism
Labour Force Study (2011), by 2015,
954 persons will be required in the
Tourism sector (803 in Alice Springs and
151 in Petermann).

Figure 3: Labour Challenges in the NT and
Australia
Source: Deloitte Access Economics (2011)
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Applying the NT turnover rate of 118% to
these figures estimates that as many as
1,126 people may need to be recruited per year.
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While the Red Centre faces many similar challenges to the Northern Territory as a whole, the
challenge within the Red Centre is not the same with different workforce needs in Alice Springs as
opposed to Petermann (see Table 2 below).
Table 2: Forecast replacement staff required per year (based on current NT turnover rates)

TOP 5 OCCUPATIONS
Tour guides
Waiters
Housekeepers
Kitchen hands
Café or Restaurant managers
Hotel service managers
Chefs

Alice Springs
77
70
70
52
52

TOTAL TOP 5 OCCUPATIONS

TOTAL FORECAST
REPLACEMENT STAFF REQUIRED PA (@ 118% turnover)

321
803
948

Petermann
27
16
20
12
12

87

151
178

Since the Tourism and Labour Force Study undertaken above, there have been significant changes in
visitor markets and in the number of businesses either closing or consolidating their operations.
These factors have had a significant impact on the number of potential tourism employment vacancies
in the region. The UQ and EC3Global project team, based on estimates from key employers of the
changed conditions since the Deloitte report in 2009, estimate that there will be 1,600 job
vacancies per annum in the Red Centre, including a deficit of 100 skilled people for key
roles by 2015. This is based on the Red Centre maintaining its significant 118% tourism staff
turnover per annum.
The accumulated labour shortage (skilled and unskilled) for the Red Centre is forecast to be
around 100 people per annum. Therefore, while recruitment will remain a challenge retention and
reducing the turnover rate will be a more significant challenge for the region over the next 3-5 years.
Of those new positions that are going be created by 2015:
-

Housekeepers, guides and restaurant managers will be most in demand;

-

A greater diversity of occupations will experience shortages in the Red Centre than in
other regions in Australia; and

-

The skills levels in the Red Centre remain above the national average, the Red Centre
employs a more skilled labour force than the
national average (see Figure 4 below).

Compounding the major skills and labour shortages
apparent throughout the Red Centre is a lack of uptake
and use of the existing programs, resources and support
systems available to operators. This presents a significant
challenge to solving the labour and skills shortages
currently being experienced throughout the region and
stem from a number of issues:
-

-

There is currently a lack of awareness by
operators of the full extent of programs and
employment support systems available to them. This
is the result of a lack of clear starting points and
contacts, with operators having to work through a
decentralised maze of potential programs to access
the employment resources that they require.

Figure 4: Tourism Labour Force by Qualification, 2006
Source: Source: Deloitte Access Economics (2011)

The tourism sector in the Red Centre reported through the workshops difficulty in finding the time
to be involved in programs and look ‘outside the box’. It is recognised that having a range of
options both workshops and one-on-one programs are needed in the Red Centre to provide the
necessary flexibility to accommodate tourism operations.
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-

The employment programs available to operators within the Red Centre also focus on
employment solutions for frontline staff (at lower skill levels 4 and 5 of the ANZSCO Code
ranking) as opposed to higher skilled managerial staff. While this reflects a typical organisational
structure, it also reflects how few programs are applicable to upper and middle management.

To address these challenges, a series of industry led projects have been proposed and are outlined in
the document.

3.2 The 2020 Challenge
Looking towards 2020 there are some key trends shaping the Northern Territory (NT), national and
global tourism landscape, including:


Australia shifts to a focus on value: Tourism 2020, the national tourism strategy, sets an
ambitious target to double the value of tourism to Australia by 2020. For the NT there is a
need to recognise the volume markets of the past (e.g. bus tours) are not going to return to
their former glory, so a new ‘experience’ seeking customer needs to be attracted to the NT.



Continued growth of outbound travel: Australia has recorded growth of 25% per
annum in outbound travel since 2008 on the back of a strong Australian dollar, which is
predicted to stay strong towards 2020.



Domestic short breaks dominate: the forecast towards 2020 is for more time poor and
stressed Australians looking for easy short breaks, booked with increasingly short notice;
offsetting longer international journeys.



Growth of niche markets: as consumers are offered more choice and more flexibility,
niche products and experience segments such as cruise, business tourism, education and
active outdoor tourism grow in size and influence over travel habits.



International growth forecast: with the domestic market set for just 0.3% per annum
growth, international markets are key to growing the future value of tourism with total
growth of 3.6% per annum forecast to 2018. The national competition for international
experience seekers is strong and the NT needs to be able to demonstrate the emotional,
rational and experiential value of an NT escape.



Rapid growth from Asia: a threefold increase in the number of middle class residents in
emerging Asia (i.e. potential travellers to Australia), to some 1.8 billion and further to 3.2
billion by 2030 represents a significant target market and the competition is investing heavily
to get their share.



Online bookings are number one: as the source of all tourism bookings in Australia.
While not the number one in the NT yet, the industry in the NT need to respond to this
trend, not just in terms of online booking, but digital distribution and generating exciting and
motivating digital content. Use of mobile technology, instant booking, rich digital media,
augmented reality and digital distribution mean it’s not enough to have a great website.



Global classrooms will expand: with students gaining more first-hand experience of
issues that face our planet and tourism will continue to be a powerful and valuable learning
tool.



Labour and skills shortages from the resources boom: is exacerbating the challenge
of attracting and retaining skilled staff in the NT, directly impacting already stretched sectors
(e.g. tour operators / bus drivers) and reducing availability of affordable accommodation.
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3.3 The Regional Challenge
While strategies have been developed to improve industry uptake of the existing employment and
business support programs available, there is a broader challenge. These broader issues have been
identified by industry and present a significant challenge to solving the labour and skills shortages
currently seen throughout the region.
Through the extensive industry and key agency
consultation process involved in developing this Tourism Employment Plan four key challenges have
been identified:

Filling Seasonal Labour Shortages
 The shortage of skilled and motivated local labour
means a reliance on immigration (especially WHM)
to fill seasonal vacancies.
 Key shortages include Tour Guides, Waiters,
Housekeepers, Kitchen hands, Chefs and Managers.

Need to Target Specific Skill Shortages
 The forecast shortfall of up to 100 skilled employee
positions could have an enormous impact on quality
of service and business viability.
 An active campaign is needed to fill vital positions
and remind people of the region’s career
advantages.

Increasing Staff Retention
 Retaining entry level staff past 6-8 weeks and entrylevel managers beyond 12 months remains a
challenge.
 The cost of recruitment and the impact on morale
have a significant impact on business profitability.

More one-on-one industry support
 The plethora of programs and options create a
sense of ‘option paralysis’ where industry does not
know where to start (so don’t).
 The region’s strong informal influence networks are
not sharing employment solutions, only challenges.

The stakeholders involved in developing the Tourism Employment Plan recognize that there is no one
strategy or goal that will solve the problem. It will need a mixture of strategies to approach the HR
cycle (attract, recruit, retain, up skill) concurrently. Figure 5 (below) displays this concept graphically.
Figure 5: The employment challenge
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4 Impediments to Addressing Issues
As outlined in Table 3 below there are a number of significant issues impacting on the development
of a robust and sustainable tourism, events and hospitality workforce in the Red Centre.
Table 3: Tourism sector issues and implications
ISSUE

IMPLICATIONS

Cost of operations are high and profit
margins generally low.

Limited ability to provide employment
incentives

High volume visitation of the 80s has been
replaced by lower volume, higher yield

Higher level of skills required in lower
quantity

Always high turnover rates due to a number
of factors including remoteness and
seasonality

Skills levels and service quality reduced

Small and fragmented population

Limited local workforce.

Access to land and resources and cultural
issues

Can create employment disincentives for
Indigenous communities

It is the intention of the Tourism Employment Plan to increase the capacity of the Red Centre’s
tourism sector workforce by both increasing entry in the industry and by ensuring greater staff
retention. While over 60 employment and business support programs exist there are fundamental
barriers to operator take-up. One of the fundamental barriers to program take-up is failure to
recognise and work with established principles of adult learning.
There is a confusing array of literature regarding learning styles and many generalisations are made
about the way that adults learn, especially in organisational settings. Key points indicate that adults:
•

Enjoy self-directed learning, meaning they like to move at their own pace;

•

Have already established learning patterns, and these will vary significantly between one
another;

•

Tend to only access information when they require it or think it may be helpful;

•

Enjoy when people share experiences to help understand information;

•

Prefer active involvement in a classroom setting;

•

Are time-poor so when they access information they prefer it to be short, straightforward and
easy to find; and

•

In an online setting, videos, group forums and discussion boards and simple videogames
have all become popular ways of delivering information to adults.

In the main, the existing suite of employment and business support programs cover the range of
issues experienced by industry, however industry experience barriers in finding the time, ensuring
they are embarking on the right program, and a range of negative feedback from peers. Greater
flexibility, more informal contact and in-business learning opportunities are what industry
have requested.
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5 Gaps in Existing Resources
As part of the Tourism Employment Plan a mapping and gap analysis of programs and resources
available to tourism organisations and employees was undertaken. This analysis has been used to
inform development of strategies and supplementary resources.
The available programs were mapped against:
•

Tourism vs. hospitality occupations;

•

The stages of the human resource management cycle;

•

Programs applicable to different skill levels; and

•

Programs applicable to areas of skills shortages.

The program mapping exercise (see section 5.1) has identified the strengths and weaknesses of the
coverage of the existing programs and resources. The mapping and gap analysis highlighted a
number of opportunities to address weaknesses in the employment and business support programs
available within the region. These are examined in terms of the identified skills shortages both in
tourism and hospitality. By way of clarifying the difference, table 4 provides a comparison of tourism
and hospitality roles.
Table 4: Tourism and hospitality roles
Tourism

Hospitality

Jobs in tourism primarily involve a wide range of
goods and services provided by transport and tour
operators, travel agencies, theme parks and
attractions, tour guides, sporting, entertainment and
arts venues, museums and historical sites. Below are
some example job titles in Tourism

The hospitality industries comprise businesses whose
primary activities are the provision of
accommodation, selling of alcoholic beverages for
consumption on the premises, provision of food and
entertainment. Below are some example job titles in
the Hospitality industry

Tour Wholesaling Officer

Café or Restaurant Manager

Conference and Event Organisers

Chef

Tourist Information Officers

Hostel Manager

Outdoor Adventure Guides

Kitchen-hands

Ticket Sales Officer

Bottleshop Attendant

5.1 Mapping and Gap Analysis
5.1.1 Hospitality vs. Tourism
Through an analysis of the business types
targeted by specific programs (see the
Programs Guide Appendix 6) it appears that the
majority of programs (79%) are applicable to
both the tourism and hospitality industries, with
just a small number of additional programs for
the hospitality sector (13%) as opposed to the
tourism sector (8%). These proportions mimic
the available number of jobs available in each
area, as such there is not an identified gap in
tourism related programs based on this
analysis. Figure 6 demonstrates this breakdown
of program types.
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5.1.2 Analysis by HR Cycle
As evidenced through the Programs Guide
(Appendix 6) and summarised in Figure 7 opposite,
there is not an even spread of employment and
business support programs across the four stages of
the human resource cycle. That being, the stages at
which an organisation is engaging people in HR
related issues be it attracting people to the industry
(14% of programs), recruiting for a specific role
(28%), developing ready for work skills (18%) and
up-skilling (14%) of existing employees for new
areas of work. In addition the Programs Guide
identifies support programs (26%) for the whole
business not just a single employee.

Figure 7: Red Centre Employment Program Applicability by HR Cycle

Nationally there are a number of programs being rolled out to address the deficit in the attraction
phase (attracting people to work in the industry) including the Discover My Career portal and the
recently announced ‘Best Job’ campaign nationally). In the Red Centre additional effort is needed in
programs and practices to deliver on the job skills and encourage staff retention.
5.1.3 Analysis by Labour & Skill Shortages
The Australian Tourism Labour Force Report
highlighted a number of areas in the Northern
Territory (and the Red Centre) where there
were particularly acute labour and skills
shortages.
A comparison of the programs
provided and the skill levels targeted
highlighted that approximately 40% of available
programs were applicable to each of the
identified occupations, suggesting this is not a
major issue.
5.1.4 Analysis by Skill Level

Figure 8: Available Programs by ANZSCO Skill Level

5%

44%

Skill Level 1: e.g. park rangers/environmental
managers
Skill Level 2: e.g. chefs/licensed club
managers
&
Skill Level 3: e.g. pastry cooks/concierge
cooks/concierge
Skill Level 4: e.g. bar attendant

51%

Skill Level 5: e.g. room
attendant/ticket sales officer

The mapping and gap analysis exercise does
highlight that the programs identified are
weighted towards lower skill levels (see Figure 8). Over half the programs identified to assist
employers in the region are pitched at this level. While this reflects the typical organisational
structure it also reflects how few programs (only 5%) are applicable to upper and middle
management.
While the programs address issues related to the acute shortages of frontline staff in the region, it is
clear from the mapping and gap analysis that the current range of employment programs available
within the Red Centre do not do enough to attract, recruit, and skill managerial workers.
While a major incentive of working in the tourism sector in the Red Centre is the opportunity to ‘fast
track’ career pathways to managerial level, it is clear that more could be done to ensure that these
higher skilled workers remain employed in tourism sector occupations within the region and that
those that are getting promoted to managerial positions have access to appropriate training and/or
mentoring opportunities. The mapping and gap analysis exercise shows that, overall, the programs
identified to assist employers in the Red Centre appropriately cater to the occupations that are in
acute shortage within the region with the exception of up-skilling for middle and upper management
outside of in-house programs offered through the major chains. This is an opportunity for the Red
Centre to build its reputation as an employment region of choice.
Following the gap analysis and discussions with stakeholders, the following Top 10 gaps and
impediments have been identified (see Table 5 overleaf).
UNIVERSITY OF QUEENSLAND
EC3 GLOBAL

May 2013

TOURISM EMPLOYMENT PLAN
RED CENTRE

| 24

Table 5: Top 10 Regional Gaps and Impediments
The Top 10 Region Gaps and Impediments
1. Tight financial conditions – the gradual return of the Red Centre’s traditional markets has led to tight
financial conditions for many. This is a disincentive to innovation, most businesses opt of a business as
usual approach when times are tough.
2.

High turnover - the remote location, high cost of living (including availability and cost of
accommodation) and limited range of tourism employment options in the region means that there will
always be a higher than average turnover at all levels.

3.

Limited local staffing pool – the small population base and lack of near neighbor population centres
means that there will always be an above average mix of national and international migration.

4.

Limited staff availability - the limited staffing pool creates pressures on rostering and a situation
where staff absence means either the manager must step into the role to ensure basic service levels,
thus management are reluctant to create situations where staff are out of the workplace for training.

5.

Barriers to entry for Indigenous people into tourism employment – the continued challenge of
numeracy and literacy levels along with a generally limited exposure to positive role models in
employment means there is not a ready pool of young Indigenous people ready to work in the industry.

6.

Limited training and career development opportunities – while the training providers locally offer
a range of programs the limited pool of students means that many other programs cannot be run
locally.

7.

Available programs and resources – the programs available are predominately targeted at
supporting lower skilled hospitality workers with limited support for business development and upper
management to build positive cultures that encourage innovation.

8.

Failure to adapt – the product and market appeal of the Red Centre has failed to adapt to the
changing economic conditions and market trends, in particular the shift towards eastern international
markets, the shift towards social media, and the shift towards more active participation (adventure).

9.

Management turnover – the above average rates of turnover in middle to upper management and
the lack of appropriate training, mentoring and supporting programs for ‘on-the-job’ learning

10. Lack of distinction between tourism and hospitality – the grouping of tourism and hospitality
means that many of the opportunities and challenges in the tourism sector are masked.

5.2 Review of Employment and Business Support Programs
Through industry consultation and a thorough review of the existing employment and business
support programs available to the tourism sector in the Red Centre a number of recommendations
are made to either review or strengthen the existing programs. While many observers indicate there
are simply too many programs the practicality of combining programs outweighs the potential loss in
program range and effectiveness in most cases. The recommendations of the Tourism Employment
Plan are therefore:
 An immediate barrier to entry in the existing programs is the inability of most operators to
decipher the suitability and their eligibility (along with not being aware of the range of
programs). Therefore it is recommended that consideration be given to extending the Skills
Advisor funding provided under the Workforce Futures Program of SSA for three years with
additional funding provided from SSA to support travel to and within the region.
 Recognising there are significant differences in the nature, function, size and number of needs of
tourism businesses as opposed to hospitality businesses it is recommended that agency
program managers consider the differences and the identified labour shortages in areas such as
Tour Guides and tailor programs to suit, in particular:
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o

Investigate the practicalities of securing ongoing places for VET in Schools for tourism (as
well as hospitality) places and working through the Partnership Brokers to encourage more
tourism businesses to offer places.

 The difficulties in attracting workers into the tourism sector, and then into the Red Centre,
requires a focus on becoming firstly an industry of choice and then a region of choice. A number
of programs could be strengthened to achieve this including:
o

Through the Discover your Career portal created by the National Tourism Alliance, and
Tourism Australia’s Global Youth Campaign, showcase the Red Centre tourism employment
region of choice campaign and its initiatives.

o

Encouraging businesses to leverage the Global Youth Campaign of Tourism Australia and
Tourism NT under the ‘Best Job in the World’ program to position the Red Centre as an
employment region of choice.

o

Investigating the practicality of broadening the role of the Partnership Brokers, or
seeking a new position funded by the Federal Government, to support a seasonal labour swap
and to broker partnerships with education providers outside of the region to work in SMEs
(many large businesses already do this).

o

Ensuring through the roll-out of the new Remote Jobs and Communities Program (RJCP)
that successful programs (such as Future Stars that recognise and support Indigenous
pathways to employment and allow greater flexibility along the pathway) are considered and,
where practical, supported to be available in the Red Centre.

 In order to navigate through the range of employee recruitment tools available, it is
recommended that employers be able to upload their positions to a central database of job
vacancies and that new approaches to skilled employee recruitment be trialled (including online).
This could be facilitated through:
o

Investigate using the national Australian Job Search as a central source for employment
vacancies in the Red Centre and that this content be pushed to commercial (Seek, etc.) and
linked to other Government sites to reduce duplication of effort by Territory businesses.

o

Reviewing the approach to Worker Attraction Program in light of recent trends towards
online searching and referrals (increasing use of programs such as LinkedIn to recruit).

 Acknowledging the reliance of the Red Centre on seasonal and migrant labour, continue to support
to the immigration programs that tourism sector are already strong users of including:
o

The Working / Work and Holiday Maker Visas (subclass 417 and 462) are an extremely
important part of the cultural exchange in the Red Centre. With the growth in the number of
WHM entrants to Australia (up 23% year on year), it is vital that the Red Centre continue to
provide an attractive option for international travellers. The WHM Visa currently requires
those seeking a second visa to work in a specified industry for 3 months. It would greatly
benefit the region if tourism and hospitality could be added to the list of eligible industries for
the second working holiday maker visa (417 or 462), at least in the identified remote
‘employment hotspots’ to encourage WHMs to choose the region for their second year, and to
build on the great work of Tourism Australia and Tourism NT with the ‘Best Job’ campaign.

o

The Subclass 457 – Business (Long Stay) Visa has been of great benefit to the tourism
sector (an estimated 10% of all 457 visas in 2012 were for the tourism sector) however the
process of obtaining a visa is complex and seen as a barrier to some SMEs utilising this
program for legitimate workforce needs. The support needed by these organisations is access
to one-on-one support (e.g. leveraging the existing Workforce Futures Skills Advisors) and for
the potential for grouped entry into 457 agreements to be further explored.

o

The 416 Visa enables Seasonal Workers from a number of Pacific Countries and East Timor
to work in the accommodation sector in regional Australia. While take-up in the Red Centre
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has been limited, the identified challenge is the requirement (and recognised need) of
providing pastoral care including accommodation and support to integrate into the
community. This is primarily due to the current housing shortages in the Red Centre, lack of
‘staff quarters’ in most establishments and limited staff availability to support the program.
One potential avenue is to adopt the approach taken in Broome, which is to focus on one
country (e.g. East Timor) and build stronger links with them across all industries and
therefore build a strong local connection which can help to overcome the integration
challenges.
Further a partnership with providers such as CDU to access student
accommodation when fewer students are on campus could help to relieve the pressure on
individual businesses. This however needs a coordinator, which in turn may require funding.
o

Ensuring the NT Regional Migration Agreement includes the tourism sector and that it is
ratified will reduce the need for Red Centre employers to enter into their own Labour
Agreements.

o

Industry to encourage a review of the current Tour Guide definition and ANZSCO rating
for levels of tour guides (linked to qualifications) could be beneficial in recognising the
diversity of the industry, acknowledging professional guides and creating a more consistent
approach to immigration policy relating to Tour Guides.

While numerous programs exist to support up skilling and business support there are a number
of notable gaps including:
o

Through a business case, industry needs to demonstrate the need for a dedicated Red
Centre Managers training and mentoring program.

o

Investigate the potential of creating Indigenous employment and skilling pathways,
through implementing an Indigenous Employment Pilot program for tourism jobs (to support
the pathways being created through National Indigenous Training Academy (NITA)). The
program could be linked to pre-training to assist in providing a clearer overview of
employment opportunities for participants and needs to allow multiple re-entry of dropout
participants and inclusion of breakfast and transport will be essential in ensuring greater
participation, retention and completion rates.

o

Industry needs to reinvigorate the Desert Guides program, potentially through the
Australia’s Red Centre National Landscape Project as each of Australia’s National Landscapes
has identified Tour Guide training and professional interpretation.

o

Registered Training providers in region need to be supported to add accredited training
qualifications for tourism related skill sets to their scope of delivery to build a bridge to
increased participation in VET.

o

The Business Upskills program is currently underutilised by the tourism sector but could
be expanded with a revision of the program content and relevance to tourism. There is a
need to explore new options for mentoring at the middle Management level (especially new
Managers). If this program could be expanded for Tourism Hotspots that could make a
significant difference to the turnover levels.

The Registered Training Organisations (RTOs) and Job Services Agencies (JSAs) play an
important role in building the future workforce for the Red Centre, and yet most tourism businesses
have little to no contact with them. A few recommendations are provided to strengthen those links:
o

Encouraging the Workforce Futures Skills Advisors in the Red Centre maintain links with
the JSAs and RTOs will be essential in linking to their services.

o

Creating more direct links to Tourism Central Australia (TCA) both through the
Interagency Network (IAN) but also through the informal networking sessions
organised by TCA.

o

The Seasonal Labour Swap pilot program could be facilitated by a JSA given the
appropriate support and funding.
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o

Ensure JSAs are involved in the development of and distribution of the Onboarding Kit and
the “Coupon Book”.

o

Working with RTOs on the development and delivery of a Management Training and
mentoring program.

o

Build on the upcoming development of the RJCP to further support employers via the JSA
network to employ new start Indigenous employees.

o

Work with DEEWR and the JSA/RJCP to investigate the feasibility of a follow-up to the
North Queensland trial to take 10-15 Indigenous youth through a training and work
experience program through a number of recognised career paths.

o

Key RTOs need to be encouraged to add new tourism related accredited training
qualifications to their scope of delivery to build a bridge to increased participation in VET.

o

Encouraging industry to take advantage of trainee / apprentice employment models
(such as Group Training NT) where multiple employees are shared with multiple
employers (a labour hire model) may require seed funding for mentoring support to
apprentices in their first years. Suitable programme given the potential challenges of varying
workplaces and need for independent support to get the team of apprentices to completion.
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A full review of the employment and business support programs identified to assist employers on the
Red Centre can be found in Appendix 1.

BEST JOBS IN THE WORLD CAMPAIGN
Tourism Australia’s Best Jobs in the World Campaign is a new, innovative initiative to bring travellers to Australia on
Australia’s Working Holiday Maker Program. The campaign invites young backpacker style tourists to apply for six
ambassador-style tourism roles around the country. The competition offers its winners a $100,000 six-month “salary
package” to live and work in some of Australia’s tourism most famous tourism hotspots.
The campaign targets travellers between the ages of 18 and 30 to tap into the lucrative young traveller market,
whilst at the same time encouraging young overseas travellers to come to Australia to help meet our growing
demand for tourism workers (an area suffering from labour shortages). These visitors stay longer in the regional and
have a greater rate of spending, with an average expenditure of between $7,300 and $13,000.
''Despite recent challenges - such as the high Australian dollar and the global financial crisis affecting some of
Australia's traditional Western markets - the youth traveller segment remains an important part of Australia's visitor
mix,'' said Mr Andrew McEvoy, Managing director of Tourism Australia. ''For many young people, Australia's working
holiday visa programs provide the economic means to fund travel plans.''
Receiving over 75,000 applications in the first 24 hours of its opening, the campaign has received rampant interest
with eligible applicants from Britain, Ireland, the United States, Canada, France, Germany, Italy, Hong Kong, Taiwan,
South Korea and Japan eager to win the sought-after “jobs”.
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6 Becoming a Tourism Employment Region of
Choice
This section sets a clear direction for the future of the Red Centre Tourism Employment Plan
through the identification of an overarching shared industry vision for the region and the
development of a series of strategic goals to support the industry to achieve its vision.
Following consultations, it is clear that the industry feels that the region has lost its attractiveness as
a region of choice. With this in mind, and over and above the need to make tourism an attractive
sector, the Red Centre needs to get its momentum back. A key starting point in regaining this
momentum is the identification of a clear strategic direction for the region accompanied by a vision
supported by industry and a series of goals which contribute to achieving this visioning.

6.1 Setting a Clear Direction
The aim of the Tourism Employment Plan is to make the Red Centre an employment region of
choice by mapping the pathway to overcome the key challenges identified, and to support the
development of a more robust tourism sector employment market in the Red Centre. With this in
mind, the industry set a clear vision.
6.1.1 Vision

Shared Industry Vision
The Red Centre is once again recognised by employees in the tourism sector as a
region of choice offering unique opportunities for professional development in an
environment that supports personal growth.
6.1.2 Goals
To achieve this vision, the following strategic goals have been identified:
 Support a positive industry culture towards innovation in employment practices and
a broader awareness of the programs available to support innovative practices.
 Create an accelerated and supported management career path for the tourism and
hospitality industry.
 Increase staff retention in the Red Centre through incentives, great managers and
training.
 Develop strategies specific to either tourism or hospitality recognising the unique needs
of each sector.
 Increase local and Indigenous participation in the tourism sector.
In essence these goals reflect the need to support employee career paths, where employees gain
practical experience that would not be possible in other regions, and are able to gain formal
qualifications to recognise their achievements and build a network of support to deal with the
personal and professional challenges of the region and the accelerated learning opportunity. This
could look something like Figure 9 (overleaf).
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Figure 9: The Pathway for the Red Centre to be an Employment Region of Choice

EMPLOYER SUPPORT THROUGH
STRENGTHENED NETWORKS
(Priority #1)
Support Employers through the
development and enhancement of
labour and skills focussed networks

STAY AND STUDY TO INCREASE
RETENTION (Priority #3)
Promote career progression through ‘on the
job’ funded management training

STATUS QUO
STAY AND GET REWARDED TO BUILD
RETENTION AND BOOST SEASONAL LABOUR
SHORTAGES (Priority #2)
Increase staff retention through showcasing
packages of benefits to be found through
working in the industry.

REGION OF
CHOICE

SHOWCASING CAREER PATHWAYS TO BOOST
EMPLOYMENT
(Priority #4)
Building a pipeline of future talent through enhancing
awareness of tourism and hospitality career
opportunities whilst at school level.

Each of these initiatives towards becoming a region of choice form the foundation of the Tourism
Employment Plan. The four priorities of the Tourism Employment Plan are expanded in the
following section.
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7 Targeted Measures to Build Capacity
This section summarises the priority actions across the tourism sector
Given the key challenges identified through the industry consultation, the Tourism Employment Plan
provides a set of four key priorities to achieve the industry vision and to build industry capacity.
Each of the initiatives on the following pages are designed to address the key challenges outlined.
The objective of the Tourism Employment Plan is not just outputs but outcomes. The industry is
committed to delivering practical tangible outcomes focused on addressing the challenges identified
by industry.
This will occur through the implementation of ‘catalyst projects’ in each of the four Priority Action
Areas (below) which will ensure the continuation of a healthy, robust and sustainable tourism sector
in the Red Centre.
Each of these Priority Projects has been assigned to a volunteer agency, who has agreed to project
manage and take responsibility around the actions for each of these projects. These volunteer
agencies will, however, rely on the support of all tourism employment stakeholders in the region and
will be subject to funding support.
7.1.1 Priorities
A number of key strategies have been identified in the report. These strategies address both
industries’ lack of uptake of the range of employment programs available and the general skills and
labour gaps identified within the region. The whole of region priorities include:
Priority 1 - Support employers through the strengthening and creation of labour and skills
focused networks (Catalyst Project #1)
Priority 2 - Filling current seasonal labour shortages through a ‘Region of Choice’ campaign
package (Catalyst Project #2)
Priority 3 - Increase staff retention through showcasing management training opportunities
(Catalyst Project #3)
Priority 4 – Enhance the attraction of the industry to boost Local and Indigenous
Employment (Catalyst Project #4)
Each of these priorities is expanded in more detail in the following section. For each priority there is
a catalyst project, a project that is vital to the implementation of other projects. Further each
priority has a number of supporting projects, and finally a list of long-term actions or initiatives.
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The priorities outlined above are aimed at addressing the four major challenges identified
throughout the consultation process and through the review of workforce employment programs.
These four major challenges are:

Filling
Seasonal
Labour
Shortages

Targeting
Specific Skill
Shortages

Increasing
Staff
Retention

Support
employers
through
skills
networks

Outlined below are the catalyst projects designed to immediately address these challenges.

7.1.2

Catalyst Projects

For each of the identified Priorities there is a catalyst project, that is a project that creates the
momentum required to ensure the supporting projects are delivered and delivers maximum value to
the vision. The four identified Catalyst Projects for the Tourism Employment Plan are:
Catalyst Project #1:

Formation of a Red Centre Tourism Employment Plan Interagency Network
to meet twice annual meetings as part of the National Landscapes
Committee with a focus on Employment:
Co- Chairs: Anita Meyer
(OnTOURnt), Kathy Graham (SEiT).

Catalyst Project #2:

Implement the first phase of a ‘Region of Choice’ campaign starting with
some tangible local benefits.

Catalyst Project #3:

Create a Red Centre Managers Training program that helps to develop
leadership capacity, specifically target high turnover, working in remote
areas, property management, engaging Indigenous communities /
employees and high seasonality.

Catalyst Project #4:

Revitalise the VET in Schools Program to build a pipeline of future talent
from both Indigenous and non-Indigenous students.

It is recognised that while these high level initiatives are a priority for the tourism sector, that both
tourism and hospitality industries have slightly different needs. As such there are supporting
priorities targeting both tourism and the hospitality industries.
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Early Outcomes of the Tourism Employment Plan



An Employment Industry of Choice Campaign – early recommendation now being
addressed under the RET supported Career Promotions Campaign (Discover Your Career)



Workforce Futures Project - initiated by Service Skills Australia coinciding with the early
recommendations coming out of the Tourism Employment Plan



Established the foundations of an Employer of Choice toolbox including:
o Factsheets - outlining good practice examples from the region and information and
links to relevant organisations providing a “how-to guide” on employing Indigenous
workers, utilising immigration options and including non-traditional workers in your
workforce (see Appendix 2)
o

Case Studies – of success stories from the region

o

HRM Healthcheck Assessment Tool to assist (see Appendix 3)

TOURISM EMPLOYMENT PLAN FACTSHEETS
Through the process of developing the Tourism Employment Plan, industry were consulted on what type
and style of information was missing on employment and business support programs.
The following principles were identified:
 Short, easy to read, accessible – not more than 2 pages
 Contains direct contact (telephone, online) details for further information
 Drawn from existing documents – with links to them
 Real case examples from region (with contact details to case)
Four examples:
1.
2.

3.
4.

Immigration Pathways outlining the options available broken into skilled / unskilled,
sponsored / unsponsored
Indigenous Employment outlining programs available to employers wishing to employ
Indigenous workers including Future Stars, NITA, Indigenous Apprenticeships & Apprentice
Mentoring, and Workplace Literacy, and Traineeships
Non Traditional Employment looking at employment of mature age workers, long-term
unemployed and workers with a disability
HRM Healthcheck

Appendix 2 showcases these factsheets in full.
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8 Priority Actions
This section details the priority actions and provides additional recommendations to address the
labour and skills issues currently experienced in the Red Centre.

8.1: Priority #1: Support employers through the strengthening and
creation of labour and skills focused networks
The core of the tourism sector in the Red Centre is
with an outer circle of new entrants and transitional
works as effectively informally as it does formally.
adult learning styles we see a strong reluctance to
slow uptake of new approaches to adult learning.

a close-knit community of long-term residents,
staff and businesses. In this way, the network
When referring to the academic research on
engage in classroom style learning, but also a

The project team in delivering the Tourism Employment Plan recognise that while a formal network
is needed to engage key agencies and ensure tourism employment challenges and opportunities are
recognised and addressed, there is also a need to create a strong, influencer-led, informal process
of engagement. Therefore the framework for the delivery of the Tourism Employment Plan is in two
parts; formal structures for Tourism Employment Plan engagement and informal structures for
engagement.
It is important to note, at the time of preparing the Tourism Employment Plan the tourism sector
and the NT Government were in the midst of a significant re-organisation as a result of the NT
Government election six months earlier. Significant changes to portfolios and agency responsibilities
were still being implemented and the peak tourism body, Tourism NT is still in the process of
implementing changes to its role and functions. While this transition has and will continue to have a
positive impact on tourism in the Red Centre region, the transition process created a level of
uncertainty around roles between agencies and the Regional Tourism Organisation that may impact
on the roles and responsibilities outlined in the Tourism Employment Plan.
8.1.1

Formal Structures for Engagement of the Tourism Employment Plan

With over 60 tourism employment and business support programs currently available to the Red
Centre operators there is obviously a need to ensure these programs are working together to reduce
overlap and close gaps that emerge to deliver a seamless service. To enable this, the following
formal structures have been established and are recommended to continue over the next 2-3 years.
a)

Interagency Tourism Employment Network (Catalyst Project #1)

A priority project for the effective implementation of the Tourism Employment Plan vision of being a
‘region of choice’ is to better align the activities and programs of key Federal and Territory agencies,
plus those of the public and private job services and training providers. Creating a regular forum
between industry and key agencies on Employment, Labour and Skills through an ‘Interagency
Network’. The Network is about sharing ideas and building awareness of what exists through twice
annual meetings linked to the National Landscapes program.
The Employment, Labour and Skills Interagency Network would be led by industry assisted by
Tourism Central Australia and supported by other stakeholders including the Department of
Business. The Network aims to create a greater awareness across key staff in each agency of the
role, function and availability of programs, to encourage more formal linkages as well as creating
opportunities for informal information sharing as operators engage with one or more of the network
of agencies in the Red Centre. The primary outcomes of the Interagency Network are to:




Maintain, and to inform staff about the use of, the electronic Programs Guide;
Review and support the delivery of programs targeting the tourism sector; and
Monitor the implementation of the Tourism Employment Plan.
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b)

Maintenance of the Programs Guide

The Programs Guide developed as a key output of the Tourism Employment Plan process contains
the details of over 60 tourism employment and business support programs and initiatives that each
aim to assist tourism and hospitality businesses to address their staff recruitment, development,
retention and workforce planning challenges. In addition the Programs Guide provides a network
map of the key players and their roles and an easy ‘ready reckoner’ to assist agencies or operators
to find the programs designed to meet their needs. A key aim of the Programs Guide is to increase
industry take-up of programs, a secondary benefit is to allow agencies to better understand the role
and function of other agencies programs and to identify gaps and opportunities to improve program
alignment. The members of the Interagency Network need to maintain the Programs Guide as an
electronic (not printed) resource with at least bi-annual (if not quarterly) updates, with the
Department of Business agreeing to take responsibility for this in the first 12 months.
c)

Leveraging the Skills Advisors for the Red Centre

An early recommendation of the Tourism Employment Plan project team was to reduce the amount
of key information stored and shared online and to create a more direct link to businesses. Through
discussions with Service Skills Australia this concept aligned with an opportunity to appoint Skills
Advisors to each of the eight Tourism Employment hotspots. This approach could be particularly
useful in the Red Centre if managed well. The key challenge is that none of the appointed Skills
Advisors is physically located in the Red Centre.
Therefore it is recommended that additional support be given to the Red Centre Skills Advisors
funded by SSA in the form of a travel allowance to encourage a greater proportion of the funding
allocation to go into one-on-one support. Further it is recommended that the Skills Advisors be
invited to (and funded to attend) meetings of the Interagency Network and receive meeting notes
and updates.

WORKFORCE FUTURES – SKILLS ADVISOR NETWORK
One of three interconnected projects that Service Skills Australia have launched to support the TEPs,
is the Workforce Futures Skills Advisor Network and Targeted Skills Development.

‘As a national strategy, the initiative presents a practical approach to develop the local tourism
and hospitality sector and is the result of collaborative action between industry and
government.’
Under the Skills Advisor Network initiative tourism and hospitality businesses will have access to a
network of 100 Skills Advisors nationally providing individual business support focusing in the area of
workforce planning that will include gaining insight into business support opportunities, an
identification of training needs and the programs that can be accessed to address these needs.
The Skills Advisor Network will support businesses that meet eligibility criteria in the 8 regional
tourism hotspots and will engage with up to 550 small to medium enterprises across those regions.

‘The true value of the program is in the capability of Skills Advisors to contextualise and
interpret information about a business and its staff at the individual business level.
Recommended solutions, strategies and actions are truly bespoke responding to each business’
own particular needs.’
For more information visit: http://www.workforcefutures.com.au/skills-advisor-network/
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d)

Seasonal labour swap program

The Red Centre experiences both a winter peak from the domestic market, and a slow but steady
summer season on the back of the primarily European market, international visitation. A winter
peak is experienced in many northern regions (Cairns, Broome, Gold Coast) but is not in some
southern regions (South Australia, Tasmania). The concept of a seasonal labour swap, or creating
seasonal mobility is not new – the challenge has always been coordination.
It would be beneficial for DEEWR to explore the feasibility of an expansion of the role of the existing
Regional Education and Skills Jobs Coordinator to support a seasonal labour swap for the Red
Centre to be trialled in partnership with the Kangaroo Island tourism hotspot. This would require
the Regional Education and Skills Jobs Coordinator located in each region to work with medium to
larger enterprises who are experiencing seasonal labour shortages. The brokers would link
employers in the two regions. The program could be supported by a number of additional initiatives
including:
o

A basic induction / orientation program to provide necessary information prior to arrival;
and

o

Seasonal accommodation arrangements including a potential partnership with university
and training academies with student accommodation that is underutilised over the peak period.
e) Regular review and adaption of Programs to meet the needs of industry

When the Interagency Network meets bi-annually it needs to discuss the coverage and effectiveness
of the current programs in meeting the needs of industry. There needs to be quarterly reviews of
the Programs Guide and at least bi-annual discussions of the effectiveness of employment and
business support programs.
8.1.2

Informal Structures for Engagement of the Tourism Employment Plan

Conversations held with key influencers in the region showed that many operators would be unlikely
to look for tourism employment programs online, attend industry forums or workshops or even seek
the support of a Skills Advisor as they were unaware that the challenges they faced with staffing
were resolvable. For most there is an acceptance of the challenges of living and working in a
remote location.
For the Tourism Employment Plan to be effective the informal arrangements are as important as the
formal structures. The following initiatives will assist in creating a more positive and proactive
industry response to tourism employment challenges.
a) Making Employment a Feature at Networking Events
Networking events held by both Tourism Central Australia (TCA) and the Northern Territory
Chamber of Commerce (NTCC) could be the ideal forum to introduce discussions about tourism
employment and to share good news stories. Remembering this is an informal opportunity the key
is to ensure that TCA and Chamber staff have an understanding of the Programs Guide and can
speak with some confidence about the program opportunities that best need the business need and
leading examples and successful innovations.
Making a considered effort to collect and share good news stories of businesses that are
overcoming, avoiding or innovating in the area of tourism employment can make the issue more
manageable. Key agencies should make the effort to promote innovation and good news stories.
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b) Creating a Network of Informed Advisors
Through the Interagency Network the Programs Guide should not only be reviewed bi-annually but
the opportunity should be taken to ensure key staff are familiar with the variety of programs that
exist.
8.1.3 Early Outcomes of the Tourism Employment Plan


The first meeting of the Interagency Network was held in March (2012) and included
the appointment of a Chair, Secretariat, and agreement on membership.



The first Programs Guide was produced by the Interagency Network and was signed-off.



An informal networking event was held with industry members, key Registered Training
Organisations (RTOs), Job Services Australia (JSA), and one of the appointed Skills
Advisors.



Initial discussions were held with DEEWR and potential industry participants in both NT and
SA about the potential for a labour swap program, with strong support for the program
expressed.
Discussions were also held with CDU about seasonal accommodation
opportunities.



Case studies were prepared and shared with local businesses that are innovating and
looking outside the square.

8.1.4 Actions Table for Priority Action #1
KEY ACTIONS
Seek additional support/funding from SSA to extend the program and
to provide a travel budget to the Red Centre Skills Advisor Network

RESPONSIBILITY
Interagency Network

PRIORITY
Implemented
& Ongoing

Work with industry to consider a viable business case for a seasonal
labour swap program between the Red Centre and South Australia
(Kangaroo Island) facilitated through a range of existing programs.
Regular Networking Events with industry, RTOs, JSA/RJCP and Skills
Advisors to share good news stories
Develop an employer toolkit of factsheets, case studies, etc and
ensure it is updated as required

Interagency
Network, JSA/RJCP,
DEEWR
TCA

Short Term

Streamline online recruitment practices
connections of existing online systems

through

Interagency Network

Implemented
& Ongoing
Implemented
and Ongoing

improved

Interagency Network

Medium
Term

Create stronger connections with education providers to attract and
retain people and establish education to employment pathways,
including opportunities to:

Interagency Network

Longer Term

Encourage the industry to undertake workforce planning through the
Workforce Futures Skills Advisors and existing toolkits (e.g.
Department of Business NT Your Workforce – A guide for
employers).

Interagency Network

Longer Term

Seek annual updates from training providers and program managers
on program uptake and success rates.

Interagency Network

Longer Term

o Target international students who may work in the sector; and
o Link education providers who offer media studies to partner with
operators as part of the curriculum could build operator skills in
social and digital marketing.
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CATALYST
PROJECT
F
#17.

Led By

INDUSTRY
FORMATION OF A TOURISM EMPLOYMENT, LABOUR
& SKILLS INTERAGENCY NETWORK

One of the key findings of the consultation process was not just the confusion over the employment
programs available but a perceived barrier to getting the right information, even on where to start.
The eligibility of employers/employees to access programs (especially immigration) has a high level of
jargon and complexity so for many it is seen as all too hard.
The recommendation is to up-skill and network a wider range of industry professionals in ‘the basics’
supported by the Employment Program Guide (prepared as part of this project). The Tourism
Employment, Labour and Skills Interagency Network would host Inter-agency meetings twice annually
to review the Program Guide, update its content and discuss strategic gaps and opportunities. It is
recommended that the individuals involved meet on a regular basis to share updates. Points in the
operation of this committee would include:
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Reviewing and updating the Employment
Guide;

Network Members


SEIT Outback (co-chair)



On Tour NT (co-chair)



Tourism NT



Department of Business



Department of Industry, Innovation,
Science, Research and Tertiary Education



Department of Regional Development and
Indigenous Advancement

Reviewing the factsheets and updating as
required; and



Tourism Central Australia



CHARTTES

Appointing a rotating chair/secretariat.



Department of Education, Employment
and Workplace Relations

Ensuring key staff understand the programs
and how to direct businesses to the right
starting point;
Electronic copies of the guide will be updated
quarterly and available to relevant frontline
staff
through
interagency
committee
members;

The Network would also be charged with conducting at

InterContinental Hotels Group
least annual training of staff with members of the

Voyages Ayers Rock Resort
Interagency Network on the programs available, their

Workforce Futures Skills Advisors
eligibility and how they link to other programs to increase
the number of people in the tourism community that can
work with employers to access
to programs and break-down perceived (and actual) barriers to accessing employment programs. This
could work both as a formal program (operators make a phone call and reach out) or an informal
program (where operators at other events and functions meet a trained staff member who point them
in the right direction). The aim is not for these front line staff to be experts in all things but to refer the
operator to the programs and people they could use.
ACTIONS FOR PRIORITY PROJECT #1

RESPONSIBILITY

PRIORITY

Twice annual meetings linked to the National
Landscapes Steering Committee with reports provided
to the National Labour and Skills Working Group
(LSWG)

Chair

Implemented

Maintaining the Programs Guide through regular
meeting of the Interagency Network and discussion of
gaps and opportunities

DOB (first year)

Ongoing
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8.2: Priority #2: Filling current seasonal labour shortages through
a ‘Region of Choice’ campaign package
There is a well-established body of research that demonstrates the value of enterprises being
perceived as an ‘employer of choice’. That is, through current and potential staff seeing the
organisation as a desirable place to work there are measurable benefits to a positive organisational
culture, the ease of recruitment of the right people, staff retention, employee satisfaction and
productivity.
While the research might be lagging, there is a growing base of support for the adoption of the
principles of ‘employer of choice’ in creating a ‘region of choice’. That is, an area or destination that
is known for providing ideal employment conditions (a philosophy adopted by many of the ski fields
and resort towns). A key outcome of the Tourism Employment Plan is making the Red Centre an
Employment Region of Choice. The industry in the Red Centre has the potential to leverage the
Tourism Australia and Tourism NT ‘Best Jobs in the World’ campaign to become a region of choice.
8.2.1

Employment ‘Region of Choice’ Campaign (Catalyst Project #2)

The idea of promoting a region as a great place to work is practiced in other areas very successfully,
with word of mouth travelling through networks and spreading throughout the potential employee
applicant pools, significantly increasing demand and participation rates. However, creating this
enhanced, collective, pro-employee marketplace perception requires effort, coordination and
commitment from the region (it does not happen by accident).
The Red Centre Employment ‘Region of Choice’ Campaign would create tangible opportunities to
promote the Red Centre as an attractive place to live and work, with a large cohort of interested
and willing employers working in cooperation. This ‘campaign’, potentially leveraging the existing
campaigns of Tourism NT, the NT Department of Business (DOB) and Tourism Central Australia,
would address the current regional perceptions of living and working in the region. This campaign
would start in phase 1, which would include a regional orientation package of benefits for staying on
and key messages (including career testimonials) aimed to create an employment brand for the
region that can be marketed to help attract and retain employees, and help employees feel more
engaged with the region rather than to a single employer.
An example of how the region has begun building an employment region of choice is the Works TV
and Tasmania Partnership (see below).

WORKS.TV
WORKS.TV is an innovative and interactive way to help tourism and hospitality employers
recruit staff. WORKS.TV allows employers to ‘bring their organisations to life’ with high quality
TV and video content showcasing the location, culture, lifestyle and the career path elements
for their business.
Results from the first ever campaign, in Tasmania which included two episodes on TV4ME
showcasing jobs in the region and a website with videos, showed some promising results:
 Almost 10,000 visits in just two months.
 Increase in audience engagement – spending more time watching videos
 The campaign generated 1,115 job applications
 Cost per lead $6 (completed application online)
 Cost per visit (CPV) - $1.15 to the website
 16% conversion from website visits to leads
 9% of visits came from organic searches

The Red Centre could showcase its employment options and the incentives through a
program like this.
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8.2.2

Delivering the Promise of a Region of Choice

A ‘Region of Choice’ campaign could stand alone, however to ensure that the Red Centre is truly
delivering on its promise these key initiatives are recommended.


Creating a shared understanding about meaning of “employer of choice”: Building
a region of choice requires each employer to understand and practice “employer of choice”
principles. Therefore, all participants will need to agree on what it means to be a “Great
Place to Work” to ensure a shared understanding within the region.



Implementing a Buddy System: All new employees to the region should be allocated a
‘buddy’ – either a local or a person who has been in the region for long enough to help the
person acclimatise to the region and to the idiosyncrasies of remoteness, etc.



Monitoring progress through a Regional Employee Survey: Every employee in region
will be asked (voluntarily) to fill in a short survey once per year AND when the leave the
region in order to track and measure key employee attitudes about working in the region.
Findings to be circulated via Interagency Network.



Encourage Employee sharing: In order to create even more compelling reasons for
employees to come to the region, small groups of employers should work on positions (jobs)
which allow employees to rotate through a number of different roles in a number of
different organisations

8.2.3

Create an Employer of Choice Toolbox

Further maintaining a central repository for employer support tools would be
beneficial. This could include:
a) Factsheets on the key topics that stifle innovation in the region’s approach to
employment.
b) Social Media Management: leveraging a platform such as Discover Your Career for
Red Centre oriented news/information/ comments about working in the region will
further leverage this initiative.
c) Employee survey to understand why they came and why they are leaving the job.
d) HRM Checklist for each employer to understand where they could improve.

Tips to create a “Great Place to Work”
1.

New employees receive an immediate and positive introduction to their new workplace via well thought
through orientation (more than just “where the toilets are”).

2.

Significant focus and attention given to employee well-being (physical, mental, emotional, financial, social).

3.

Honest and open relationship between employee and employer. When things are tough, everyone knows
and sacrifices. Similarly, when things are good, benefits are shared. But the truth is always on the table.

4.

Wages and benefits are fair and in line with the market, the role and the success of the firm. Similarly
trends now are toward more customization (choice), as not all packages and benefits suit everyone the same
way.

5.

Employees feel that they are treated with respect.

6.

Employees are given opportunities to grow and learn.

7.

Employer shares information and encourages involvement in decision-making.

8.

Enjoyable co-workers! Research shows that when employees have a good friend at work their engagement,
retention and satisfaction is likely to be much higher.

9.

Focus on supervisory training. The single most significant impact on employee satisfaction is their immediate
supervisor.

10. Praise and recognition (and feedback).
critical.
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8.2.4


Early Outcomes of Tourism Employment Plan
Discussions held with a number of advertising partners to identify innovative marketing
ideas with the potential for a partnership with AVANA and Works TV identified as an
avenue to consider.



Support gained from industry to provide incentives to add to a “Coupon book”.



Industry factsheets (see Appendix 2), a HRM Checklist (See Appendix 3) and Employee
Survey developed.



Sharing the successes of existing operators in attracting staff including the ONTOURnt
Labour Agreement (see below)

ON TOURnt
With specialised knowledge of the landscape, its peoples and history, ON TOURnt offers dedicated
and multilingual guides for an unparalleled experience in the Red Centre. Australian-owned and
operated, the business has in recent years focussed on in-house training of staff. According to
Managing Director Anita Meyer, it has been a challenging time for niche businesses in the
multilingual tour guides arena.
“We saw the business grow very positively from 2009 and embraced the requirement for
accreditation. We began to employ international staff, to cover the increasing demand. New
multilingual guides and drivers were trained and preparations for a labour agreement that would
enable us to sponsor and employ approved applicants from overseas to cover the increasing
demand were commenced.”
Tour Guides are excluded from the Regional Sponsored Migration scheme and the 457 visa so ON
TOURnt needed a Labour Agreement to fill vacancies for Tour Guides with the required language
skills. A review of the Tour Guide definition and ANZSCO rating for levels of Tour Guides is
currently underway with a view to raising it to level 4, allowing access to 457 and 857 visas subject
to criteria regarding training qualifications for guiding.
“We have our very first tour guide under our labour agreement about to start. Setting up a labour
agreement is time consuming but once you have a labour agreement in place the process is then
very quick - about 3 weeks after the agreement was finalised.”
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8.2.5

Actions Table for Priority Action#2

KEY ACTIONS
Establish the Key Selling Points of region for inclusion in
messages for the region of choice campaign
Lead and seek partner funds for an Employment ‘Region of
Choice’ Campaign
Implement a buddy system, an employee survey and encourage
employee sharing to deliver the promise of a Region of Choice
Share the outcomes of the career pathways resources (including
YouTube clips) to contribute to an Employer of choice Toolbox
with factsheets and case studies etc.
Utilise the Australian Jobs Search as a conduit to the NT Jobs
Portal for NT employers in the tourism and hospitality industries
in the Red Centre

RESPONSIBILITY

PRIORITY

TCA

Short Term

TCA

Short Term

Interagency Network

Medium Term

CHARTTES
Interagency Network

Medium Term

DOB

Medium Term

Industry to encourage a review of the ANZSCO skill levels for
Tour Guides in the 2014 review to recognise the different skills
required for multi-lingual and qualified guides in comparison to
unskilled guides. This should be linked to the National skills
package for tourism and hospitality (SIT12) and may be
connected to a National Landscape or National Park guide
accreditation program that gives formal recognition of guiding
qualifications.

Industry

Longer Term

Develop and promote a series of youth oriented experiences to
make the Red Centre a more attractive place for young people
to live and work leveraging activities such as the ‘Best Jobs in
the World’ campaign.

Australia’s Red Centre
National Landscape
Steering Committee

Longer Term
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CATALYST
PROJECT
#2

Led By

TCA

IMPLEMENT THE FIRST PHASE OF A ‘REGION OF CHOICE’ CAMPAIGN
One key finding of consultations in region was that the region seemed to treat the employment
cycle (attraction, recruitment, retention, development) as the responsibility of the individual
employer rather than collectively, thereby unable to capitalize on the collective strength of the
region as a place to live and work. This initiative aims to bring the region together by working
collectively to make the region act more like one employer rather than many individual
employers. Such an initiative requires the commitment of local employers that in the long term,
working together has significant benefits to the region.
The key deliverables of a ‘Region of Choice’ campaign for the Red Centre include:
 Forming a Campaign Committee to gain industry buy-in and stakeholder support.
 Establish (via a factsheet / marketing material) key selling points of region:
Collective agreement on attributes of living and working in the Red Centre distilled into a
single document designed to sell the region as a place to live and work.
 Orientation program to Region: A regional “On boarding” program for all new
employees in region to be created and ‘owned’ (by larger employers, perhaps quarterly).
This includes an introduction to Employment Region of Choice initiative, package of
benefits, etc. (Run by larger employers in region – e.g. Voyages).
 Package of benefits (“Coupon Book”): Managed by the Interagency Network
(through an assigned coordinator). The development of a suite of incentives for
employees from the time they arrive to region and progressing as their tenure increases.
The level of these incentives could increase depending on a person’s length of
employment and could include: trips to the Rock, dinners, spa vouchers, helicopter rides,
motorbike rides, etc. (across the whole region). The “Coupon Book” will be created
(managed by management group) with participating employers to all contribute
something designed to (a) showcase the region and their businesses and (b) reward
employees for extended tenure in region (with milestones kicking in at 3, 6 and 12
months).
For this initiative to succeed, materials developed would need to be included on the Tourism NT
and Tourism Central Australia websites (and marketing campaigns) to communicate this
campaign at a national level and provided for inclusion in the Worker Attraction Program.
ACTIONS FOR PRIORITY PROJECT #2
Identify relevant stakeholders and form a campaign
committee including partnering with the National
Tourism Alliance

RESPONSIBILITY
TCA & NTCC

PRIORITY

Create an Orientation program for the Region with an
“On boarding” kit and monthly orientation/networking
event for new staff to the region.

TCA, Local Councils,
Voyages

Immediate

Publish a package of benefits or “Coupon Book” with a
suite of incentives for employees from the time they
arrive to region and progressing as their tenure
increases (with milestones kicking in at 3, 6 and 12
months).

TCA, NTCC

Short Term

Partner with TCA on including the outputs of the
campaign into existing campaigns where appropriate,
e.g. Skilled Worker Expos, Discover your Career

TCA, DOB, Tourism NT

Medium Term
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8.3: Priority #3: Increase staff retention through showcasing
management training opportunities
For many senior managers in the tourism sector in Australia, the Northern Territory (and for some
the Red Centre) is where they got their career starting opportunity.
While this tradition continues today, there is a need to formalise this to reaffirm the Red Centre as
one of Australia’s employment regions of choice. There is an emerging trend both within the
corporate world and by destinations to attract the best and brightest students before they graduate
for both internships and part-time work to secure their commitment to the organisation and
destination.
The Tourism Employment Plan recommends the Red Centre implement a number of key initiatives
as part of a formal program of supported and accelerated career paths.
8.3.1

Funded Management Training (Catalyst Project #3)

A key gap identified through the consultation process is the need for new managers to not only be
given more management training but for that training to be specific to the issues faced by staff in
the Red Centre including adjusting to the remote location, cultural awareness, balancing the social
and professional environment and many more. This project is explained further on page 47.
8.3.2

Management Mentors program

Management trainees in the Red Centre will need more than classroom and on the job experience to
become great managers. They will need mentoring. With the staffing and work pressures in most
Red Centre businesses it is unlikely this mentoring will be effectively provided by their front line or
senior managers and as such a formal program of industry mentors is recommended. This goes
beyond existing programs such as the ATEC Young Mentors Program.
8.3.3

Mapping Career Paths and leverage education and training in the Red Centre

Collecting and collating the stories of industry leaders who have established or progressed their
careers through time in the Red Centre and then mapping those to roles and education and training
courses available in region to show those starting off how it could happen for them. This would
include mapping out the career path of an individual and then showing where training or education
courses were, or could have been, added to support that pathway, particularly those available in
region.
With the support of education providers such as Charles Darwin University or by completing their
education remotely (online) students could be encouraged to begin working and studying in the Red
Centre to attract the best and brightest and build their connection with the Red Centre.
This approach has been successfully adopted by the Defence Force in getting paid while you study.
8.3.4

Create a Network for new employees (part of ‘Region of Choice’ Campaign)

As part of the Region of Choice program a Buddy program to meet new employees as they come
into region, help them get oriented to the town and build a network. This could be expanded into a
young professional’s network (as is run by many of the Tourism Industry Councils) where new /
young managers have a social and professional networking event every other month.
8.3.5

Incentives for Post Study Employment (part of ‘Region of Choice’ Campaign)

The industry, working with education providers could leverage the Region of Choice initiative and
utilise the “Coupon Book” as an incentive to boost regional retention of students as employees.
Students that continue into employment locally could have their last 6 months of study recognised
as though it was employment, jumping up the list of incentives provided. Further to that a number
of training programs can be offered to boost qualifications using nationally accredited training
packages to build the experience and qualifications of key staff and retain them in region.
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Flexible working arrangements

Employers will need to provide a more flexible working arrangement / roster to accommodate those
working and studying. This more flexible arrangement could provide opportunities for additional
Local Employment (see Priority #4)
8.3.7

Early Outcomes of Tourism Employment Plan



Support from CDU gained to provide a cost effective management training module to Red
Centre tourism businesses, with a view that if there is sufficient industry take-up it can be
tailored to the needs of the tourism and hospitality industries.



Buddy systems already exist in organisations such as Lasseters and the Alice Springs
Convention Centre, and other local businesses. This approach could be adopted by other
businesses.

8.3.8

Actions Table

KEY ACTIONS
Explore funding options (public and private) and encourage
industry to provide no-cost Management Mentors to guide
and support new managers. This would be a follow on from
the Red Centre Management Training initiative.
Use industry leaders with experience in the Red Centre to
create Career Pathways Maps linked to available training
and education opportunities

RESPONSIBILITY

PRIORITY

CHARTTES

Medium Term

TCA, NTCC, CDU

Medium Term

Encourage more businesses to adopt a Buddy System for
all new employees.

Industry

Medium Term

Work with Skills Advisors to find programs and support
initiatives
to
implement
more
flexible
working
arrangements.

Industry

Longer Term

Tourism businesses to work through the Partnership
Brokers to encourage students keen to build a career path
in tourism and access available subsidies and grants.

Industry

Longer Term

Industry working with education providers could leverage
the “Coupon Book” to incentivise students that continue
into employment and look at using training programs as
incentives for retention and cross-skilling.

Industry, Education
providers

Longer Term
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CATALYST
PROJECT
#3

Led By

CDU, NITA &
CHARTTES

CREATE A RED CENTRE MANAGER TRAINING PROGRAM
While numerous VET and university level programs exist for front-line staff training, mid to upper
management have a limited range of training programs available, specifically when it comes to
dealing with high turnover, working in remote areas, property management, dealing with
Indigenous communities and high seasonality. The industry peak body CHARTTES have developed
a training program for Red Centre Managers which needs to be supported to grow and develop.
The project has a number of distinct elements:


Adaptation of an existing qualifications within the Training Package for front line
managers;



Funded training places would be sought through either CDU, the National Indigenous
Training Academy (NITA) or an RTO partner to deliver the training program to frontline
and mid-level managers. This training could be done in a block or in small blocks to allow
staff to continue working; and



Funding would be sought to mentor the managers following the training to ensure that
the training was being applied in the workplace and to guide managers in the real world
application of their training.

The lead agency on this program would be CHARTTES with support from SSA, CDU, NITA and an
RTO.

ACTIONS FOR PRIORITY PROJECT #3
Adapt existing accredited training programs to meet
the requirements of the industry and the location.
Utilise recurrent funding secured by CDU to deliver
training to front-line and mid-level managers.
Seek funding to mentor the managers following the
training to ensure that the training was being applied
in the workplace and to guide managers in the real
world application of their training.
Find a training provider to deliver the Red Centre
Management Training Program
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CDU, NITA,
CHARTTES
CDU
CHARTTES
CDU
CHARTTES

PRIORITY
Immediate

CHARTTES

Short Term

Immediate
Short Term
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8.4: Priority #4: Enhance the attraction of the industry to boost
Local and Indigenous Employment
A key priority for the Tourism Employment Plan has always been to decrease the regions reliance on
migrant labour (either interstate or international). The Red Centre has a very small population with
a high workforce participation rate from those able to work. However a number of areas of
underemployment and key areas of unemployment including:
-

Growing the number of school leavers staying in region;
Increasing the share of locals seeking employment in tourism (not just hospitality)
through greater exposure to the broader tourism and events sector;
Indigenous employment in tourism, events and hospitality; and
Supporting Indigenous owned and operated businesses.

8.4.1

VETiS Program (Project #4)

Increase the awareness of senior school students of their options in the tourism sector is vital to
growing local participation in the industry. This should achieve two main goals, firstly to clarify the
difference between tourism and hospitality roles and showcase the diversity of the industry and
secondly to show career paths to senior roles and highlight local people or those who have worked
locally and their career paths. An ideal avenue for this is through the VETiS program however it
needs to be expanded to provide more places and extended to include more tourism and event roles
in addition to the hospitality roles. This needs to occur both in Alice Springs in partnership with CDU
and in Yulara in partnership with the National Indigenous Training Academy (NITA).
8.4.2

Locals seeking employment in tourism

The National Tourism Alliance (NTA) has launched a promotion to encourage people to consider a
career in tourism. This builds on the local campaign of the Chamber of Commerce in 2011-12 to
boost the image of the tourism sector. It is recommended that the Red Centre leverage from the
NTA program and be the pilot region for the Hottest Place in Tourism online promotion such as
the Best Job in Australia and other out of the box ideas.

Discover
Your career

EMPLOYMENT INDUSTRY OF CHOICE

An early recommendation coming out of the Red Centre TEP was to explore an employment industry of choice
campaign to address the negative perceptions associated with jobs in tourism. Consequently, the Department of
Resources Energy and Tourism engaged the National Tourism Alliance to develop a Careers Promotional Campaign
‘Discover your career’ to develop web based resources to attract job seekers to a career in tourism and hospitality and
to provide tourism and hospitality businesses with a promotional toolkit to enhance their ability to market their
organization and job vacancies from one location.
The Careers Promotional Campaign project will link in with the TEPs and provide a location for TEP materials, such as
the Factsheets, to be made available to tourism organisations and jobseekers. This resource will be broadly
communicated to TEP stakeholders, VET providers and students, Job Services Australia, career development
associations, high schools and organisations tasked with supporting non-traditional workers including:
1.

A dynamic blog on both Discover Tourism and Discover Hospitality that will enable two-way conversation
between career experts and the employment market and include video, audio and text content, and
automatically 'push' postings/notifications across social media channels

2.

An online Advice Line - the blog will include a responsive online advice line with assigned industry experts
manning the blog to answer career, training and industry queries.

3.

The Red Centre featured as one of the Hottest Place in Tourism - featured on the blog to promote location
specific employment and lifestyle benefits as well as training and job contacts.

4.

A training widget including links to connect users to tailored training information.

5.

Downloads - including fact sheets, case studies and career path information.

For more information:

http://www.discoveryourcareer.com.au/

For more information - http://www.discoveryourcareer.com.au/
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Indigenous Employment Pathways

Many local businesses have developed their own pathways, or worked with JSAs to create and
support Indigenous employment. Key learnings from the past include the need to offer flexible
working conditions and in some cases to employ a number of people for one role either on a
precinct basis (rotating across a number of organisations) or simply providing a job share
arrangement to provide flexibility for cultural and family reasons.
Key partners including the National Indigenous Training Academy, Voyages, Hilton and Parks
Australia are already committed to building pathways into tourism and hospitality jobs for
Indigenous people. The recently released Remote Jobs & Communities Program (RJCP) brings
together of a number of previous programs, importantly this program aims to provide greater
flexibility to overcome the challenges to continuous participation in indigenous employment
programs by aboriginal people and allow job seekers temporarily unable to continue in a program
the opportunity to return.
Programs offering pre-employment training and work experience such as NITA need to be
supported, including the potential for a trial program of Indigenous Tourism Pathways working with
a leading JSA to identify a range of employment opportunities/pathways and work with Community
representatives to identify likely job seekers to trial a direct link from the community to work in the
region as tour guides, camp hosts, etc. including appropriate training as trialled in North Queensland
with some success.
Learning from that experience the Red Centre should create employment pathways to and through
the NITA and Anangu Jobs, but will require a version of program funding that allows employers to
offer more flexible arrangements over a two year period (not one year).

VOYAGES AYERS ROCK RESORT (ARR)
At the resort and in the natural landscapes of Uluru-Kata Tjuta, visitors are immersed in a genuine Indigenous
experience and gain a greater understanding of Indigenous culture. The resort is owned by the Indigenous Land
Corporation (ILC), and hosts a National Indigenous Training Academy (NITA) with funding from the DEEWR and a
Strategy Tourism Infrastructure Grant (Department of Resources Energy and Tourism) a goal of 50 per cent
Indigenous employees by 2018. Indigenous engagement manager Alison Vidal says, “we want to be known as
offering best practice cultural tourism. The only way to get there is with a vibrant, skilled workforce which will be
with us for the long haul”.
Our workforce must include people from local communities, building their own future, while helping us to tell
Indigenous youth from across Australia to get involved. By the end of 2012 year we had 125 Indigenous
employees and 21 percent are local Anangu people. We currently have just under half of our Indigenous staff
working in front of house and service positions and we want those staff to progress to middle management.
Using both our own in-house Indigenous training program and accessing the many programs run by other
organisations, we know we can get there.”
“While health and literacy can be barriers to employment for some, we spend a fair amount of time to address
these difficulties – in the end we want people to gain the right skills and stay with us,” she said.
Tips for success include:
 Recruiting processes must be timely - experienced people get jobs quickly
 NITA offers a guarantee of a job at the end of training
 Partnering with recruitment agencies with Indigenous employment programs
 Employee Relations Coordinators work with staff to problem-solve and provide individual support
 Indigenous Mentors advise trainees in life skills to help then plan their career
 Everyone should be trained in cultural awareness
 A basic fitness program for wellbeing and workplace health and safety
 Indigenous employees access cultural leave
 Contractors should employ Indigenous staff.
Contact Paul Barrett, Voyages Ayers Rock Resort: www.voyages.com.au
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Support Indigenous owned and operator enterprise development

A number of key partners including Indigenous Business Australia, Central Land Council, Department
Regional Development and Indigenous Advancement, Department of Business and Parks Australia
are working with communities to support new enterprise development. This includes tourism
ventures such as Homeland stays. This is also an identified priority of the Red Centre National
Landscapes Experience Development Action Plan and could be progress and monitored through this
avenue.
8.4.5

Early Outcomes of Tourism Employment Plan

CHARTTES has already invested in the 2013 NT version of the Equipd Magazine which is
distributed to all year 10 students as a resource to explore career pathways
8.4.6

Priority Actions

PRIORITY #4: KEY ACTIONS
Build on the upcoming development of the RJCP to further support
employers (via the JSA/RJCP network) in a Tourism Hotspot looking to
employ new start Indigenous employees through consideration of the
potential of additional wage subsidies and/or a ‘buddy’ program.
Encourage a national approach to tour guide accreditation potentially
linked to National Landscapes to bring what is already in place in UluruKata Tjuta and Kakadu (and planned for Wet Tropics) nationally.
Work with the JSA/RJCP to investigate the feasibility of a follow-up to the
North Queensland trial to take 10-15 Indigenous youth through a training
and work experience program through a number of recognised career
paths.
Working with the National Labour and Skills Working Group and local
partners encourage greater linkages and synergies between existing
employment platforms (e.g. Australian Job Search, Discover Hospitality,
Discover Jobs) to increase exposure of existing job listings and avoid
duplication of effort.
RTOs need to be encouraged to add new tourism related accredited
training qualifications to their scope of delivery to build a bridge to
increased participation in VET.
Support greater industry uptake of trainee / apprentice employment
models (such as Group Training NT) where multiple employees are
shared with multiple employers (a labour hire model) may require seed
funding for mentoring support to apprentices in their first years. Suitable
programme given the potential challenges of varying workplaces and
need for independent support to get the team of apprentices to
completion.
Through the National Landscapes program support new Indigenous
enterprise development including Homeland Stays to create future paths
for Indigenous employment at all levels (not just entry level).
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RESPONSIBILITY
DEEWR
Australia’s Red
Centre National
Landscape Steering
Committee
DEEWR, JSA/RJCP,
NITA

PRIORITY

Immediate

Short Term

Short Term

NTCC, CHARTTES
Medium
Term

Interagency
Network
DEEWR, Group
Training NT,
JSA/RJCP

Australia’s Red
Centre National
Landscape Steering
Committee

Medium
Term

Medium
Term

Long Term
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Led By
CATALYST
CHARTTES
PROJECT
5.2.1 Early Outcomes of TEP
#4 CHARTTES has already invested in the 2013 NT version of the Equipd Magazine which is
distributedREVITALISE
to all year ten students
as a resource
to explore
career
pathways
TOURISM
IN THE
VETiS
PROGRAM

Vocational Education and Training (VET) in Schools are programs undertaken by school students (years
11 and 12) as part of their senior secondary certificate and which provide credit towards nationally
recognised VET qualifications
The success of VET in Schools is in its integration of vocational courses with the traditionally academic
curriculum at secondary school level, enabling students to develop industry specific skills, nationally
recognised VET qualifications (while at the same time completing their secondary school qualifications)
and to develop employability skills (leading to the pursuit of their desired career pathways).
The training that students receive reflects specific industry competency standards and is delivered by a
Registered Training Organisation or a school in partnership with a Registered Training Organisation.
In the interest of ‘building a pipeline of talent’ through schools, CHARTTES is working with the NT
Training Advisory Councils collectively to develop career pathway plans that will be used in schools. An
element of this will be to continue developing resources, including YouTube clips that have images and
conversations with local workers and national identifies in real jobs across the Territory, across
Australia and across the world. CHARTTES have already completed some clips which are now available
on their website.
This Priority Project will develop closer working relationships with the schools that are using the
resource in an attempt to gain a greater share of “student attention” in tourism and therefore greater
participation in tourism VET courses in the Red Centre. In addition, it is vital that this program be
delivered by industry practitioners, in industry standard facilities, by trained, industry experienced
teachers, to meet competency standards, with extensive industry placements.
ACTIONS FOR PRIORITY PROJECT #4
Engage SSA and CDU in a review of the current VETiS
opportunities and explore ways of securing future
places
Create case studies / profiles of national industry icons
who started their careers in the Red Centre
Map career pathways using real life examples to
showcase the industry potential for school leavers
Ensure those delivering VETiS are trained and
experienced, and that programs meet agreed
competency standards and have extensive industry
placements.
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RESPONSIBILITY

PRIORITY

CHARTTES /
Partnership Brokers

Immediate

CDU

Immediate

TCA
NTCC

Short Term

Interagency Network

Medium Term
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9 Enablers
There are many recommendations in the Tourism Employment Plan that cannot proceed or will
progress slowly until key national, Territory or industry-wide initiatives are in place. A number of
program enablers have been identified, including:

ENABLER

WHO

PRIORITY

Develop a framework to record the baseline data needed to assess the
success of the catalyst projects

Interagency
Network

Immediate

Support for the NT Regional Migration Agreement being progressed by
the NT Government and lobby for tourism jobs to be included

Interagency
Network

Immediate

Creating and implementing a standard ‘cultural code of conduct’ (some
organisations already have one) for all new Red Centre staff to sign
before they come to region and supports the cultural awareness
program (with program run by the larger businesses in region for all
new employees)

Interagency
Network

Short Term

Build a strong case for tourism and hospitality to be added to the list of
eligible industries for the second working holiday maker visa (417 or
462).

Interagency
Network

Short Term

CDU / Partnership
Broker

Medium Term

Promoting of a ‘gap year’ program for the Red Centre

TCA

Medium Term

Development of youth oriented experiences to make the Red Centre a
more attractive place for young people to live and work through the
National Landscapes Program

TCA

Medium Term

Developing an exit survey for employees and encouraging industry
sharing of information

TCA

Medium Term

Interagency
Network

Implemented
& Ongoing

Establish industry linkages with educational institutions that have
programs e.g. business, tourism, hospitality etc. with a view to
promoting employment opportunities to their graduating students

Encourage industry take-up of the Workforce Futures Skills Advisor
position appointed by SSA
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10 Industry Framework for Delivery
This section outlines a framework for the delivery for the Tourism Employment Plan through
the identification of key industry led networks and forms of communication to support the
actions outlined.

10.1 Create an Industry-led Interagency Network
The delivery of the Tourism Employment Plan will be enhanced through the better alignment of the
activities and programs of key Federal and Territory agencies, plus those of the public and private
job services and training providers. This Interagency Network would meet on at least two occasions
per annum linked to the National Landscapes Steering Committee meetings. The primary outcomes
of the Interagency Network are to:




Maintain and to train agency staff in the use of the Programs Guide,
Review and encourage improvement in the delivery of programs targeting the tourism sector,
Monitor the implementation of the Tourism Employment Plan

See Appendix 5 for the Terms of Reference for this Committee .

10.2 Linkages to Australia’s National Landscapes
The National Landscapes program is a joint initiative of Tourism Australia and Parks Australia to
create new stories, and encourage new products, that deliver conservation and tourism outcomes in
each Landscape targeting the International Experience Seeker. The Red Centre is both a National
Landscape and a tourism employment hotspot and as such a number of the key drivers of the
Tourism Employment Plan are also involved in the National Landscapes program. Further the recent
Experience Development Action Plan identified skills and training as a key enabler of future growth
in international experience seekers.
It is therefore recommended that to reduce overlap and create a stronger connection between the
two initiatives that the Interagency Network become a sub-committee of the National Landscapes
Steering Committee providing twice annual reports to the Committee on key cross-over projects.
This Tourism Employment Plan will provide the strong foundation required for The Red Centre to
take advantage of the new and changing nature of the tourism market and therefore new skill needs
by addressing the issues of immediate to mid-term labour and skills shortages. The Tourism
Employment Plan will aim to:
Confirm the region specific priority labour and skills issues;
Identify impediments to addressing the issues and explore solutions;
Identify and deliver targeted measures to support capacity building;
Recommend responses to current gaps in available resources; and
Provide an industry framework to guide delivery of practical sustainable solutions that
leverage existing government and industry programs.

10.3 An industry led Informal Approach
A key to the successful delivery of the actions outlined in the Tourism Employment Plan will be the
work of the strong informal business networks currently within the region. These networks will be
linked to key decision making bodies, encouraging shifts in conversation away from the employment
challenges and towards identifying practical and proactive solutions to these issues.
The way forward requires a mix of formal and informal employment networks linked to key decisionnetworking and building a greater awareness of the programs and solutions.
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11 Measures of Success
The success of the goals outlined in this report will be
determined through a number of Key Performance
Indicators (KPIs). As outlined in the enablers section,
a key step in the execution of this Tourism Employment
Plan will be the establishment of current baseline data
around these KPIs and identification of appropriate
success measures. This has been identified as a shortterm action to be led by the Interagency Network.

The key to success in the
Red Centre is having an
equally strong informal
network and a culture of
innovation backed by formal
structures of program
support.

The key KPIs to measure the success of the goals
outlined in the Tourism Employment Plan are:
 The Interagency Network: The functionality of the Interagency Network through a yearly
review of its actions against those identified in the Tourism Employment Plan
 The ‘Region of Choice’ Campaign: Development of materials to promote the Red Centre as an
employment region of choice and the utilisation of these resources by employers and employees.
 VETis Participation: Increase in tourism sectors VETiS places in the Red Centre against the
current level of take up.
 The Employment Climate: An increase in the positive perception of working in the Red
Centre, identified through a qualitative gauge developed in the Employee Exit Survey

 Management Training: Participation in the Management Training Program developed by
CHARTTES against an initial assessment of what a completion rate would be.
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12 Where to from here?
12.1 Communication Framework
Outlined below are the methods of communication that will ensure the continued success of the
actions developed to support workforce capacity within the Tourism Employment Plan. This
framework outlines the means of engagement for agencies, tourism sector employers and current
and potential employees with the actions developed in the Plan.
This communication plan will be necessary as stakeholders transition to the first stage of
implementation of the plan.

AGENCIES


Agencies will be engaged through the Interagency Network. It is recommended that the
Inter-agency Network meets twice annually to review the Employment Program Guide, update its
content and discuss strategic gaps and opportunities.



Agencies will also be engaged through Australia’s Red Centre National Landscapes Program
Steering Committee. This Committee is responsible for ensuring the continuation of a
sustainable tourism sector to support the tourism brand values established through the National
Landscapes Program, including the development of a robust tourism workforce.

EMPLOYERS


Employers will be engaged through their memberships with business organisations within the
region, such as Tourism Central Australia. These interactions will come through networking
events attended by stakeholders within the region.



Employers will also be engaged in actions developed through the Tourism Employment Plan via
The Guide to Employment Programs in the Red Centre. The Guide outlines all available
programs and resources to address the labour and skill issues faced by employers in the Red
Centre. This Guide advises employers on the programs and resources available to address their
needs along with key contacts and where to find additional information.

EMPLOYEES


Potential employees will be engaged through the Employment ‘Region of Choice’ Campaign.
This program will enable employees to better understand the advantages of working for
particular businesses in the region by exposing to them the less intrinsic aspects of working in
tourism and hospitality in the region.



Potential employees will also be engaged through the range of recruitment and attraction
portals available (including, but not limited to, Discover Tourism, Discover Hospitality, Seek and
the Territory Worker Database). These portals highlight the engagement opportunities in the
region and showcase both the industry and region as a means to attract potential workers.



Current employees will also be engaged through the “Coupon Book” incentives project. This
book will incentivise greater staff retention in the tourism and hospitality industry in the Red
Centre by offering activity vouchers for employees dependent on their length of service within an
organisation.
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Current employees will also be engaged through the Red Centre Hospitality Management
Training Program. This program provides opportunities for employees to up and cross skill ,
building a skills elevator for hospitality employees within the region.



On departure from an employment position, employees will also be requested to complete an
employee exit survey. This form of engagement will enable employers to gain a greater
understanding of the staff retention issues currently being experienced within their business .
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12.2 Action Plan
The following key actions identified in the Tourism Employment Plan are summarised by the lead
agency responsible for their activation.
TOURISM EMPLOYMENT, LABOUR AND SKILLS INTERAGENCY NETWORK
PRIORITY #1 ACTIONS

PRIORITY

Twice annual meetings linked to the National Landscapes Steering Committee with
reports provided to the LSWG

Implemented

Seek additional support/funding from SSA to extend the program and to provide a
travel budget to the Red Centre Skills Advisor Network

Implemented &
Ongoing

Develop an employer toolkit of factsheets, case studies, etc. and ensure it is updated
as required

Implemented and
Ongoing

Build a business case and seek DEEWR support for a seasonal labour swap program
between the Red Centre and South Australia (Kangaroo Island) facilitated through
the Regional Ed

Short Term

Streamline online recruitment practices through improved connections of existing
online systems

Medium Term

Create stronger connections with education providers to attract and retain people
and establish education to employment pathways, including opportunities to:

Longer Term




Target international students who may work in the sector; and
Link education providers who offer media studies to partner with operators
as part of the curriculum could build operator skills in social and digital
marketing.

Encourage the industry to undertake Workforce planning through the Workforce
Futures Skills Advisors and existing toolkits (e.g. Department of Business NT Your
Workforce – A guide for employers).

Longer Term

Seek annual updates from training providers and program managers on program
uptake and success rates.

Longer Term

PRIORITY #2 ACTIONS
Implement a buddy system, an employee survey and encourage employee sharing to
deliver the promise of a Region of Choice

Medium Term

Share the outcomes of the career pathways resources (including YouTube clips) to
contribute to an Employer of choice Toolbox with factsheets and case studies etc.

Medium Term

PRIORITY #4 ACTIONS
Key RTOs need to be supported to add new accredited training qualifications to their
scope of delivery to build a bridge to increased participation in VET. A key factor
influencing success will be the retention challenges for Indigenous youth.

Medium Term

ENABLER
Develop a framework to record the baseline data needed to assess the success of the
catalyst projects

Immediate

Support for the NT Regional Migration Agreement being progressed by the NT
Government and lobby for tourism jobs to be included

Immediate
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Creating and implementing a standard cultural code of conduct for all new Red
Centre staff to sign before they come to region and supports the cultural awareness
program (with program run by the larger businesses in region for all new employees)

Short Term

Build a strong case for tourism and hospitality to be added to the list of eligible
industries for the second working holiday maker (WHM) visa.

Short Term

Encourage take-up of the Workforce Futures Skills Advisor position appointed by SSA

Implemented &
Ongoing

TOURISM CENTRAL AUSTRALIA
PRIORITY #1 ACTIONS

PRIORITY

Regular Networking Events with industry, RTOs, JSAs and Skills Advisors to share
good news stories

Implemented &
Ongoing

PRIORITY #2 ACTIONS
Identify relevant stakeholders and form a campaign committee including leveraging
the Discover Your Career Portal and the TA and Tourism NT ‘Best Job in the World’
campaign

Immediate

Create an Orientation program for the Region with an “On boarding” kit and monthly
orientation/networking event for new staff to the region.

Immediate

Establish the Key Selling Points of region for inclusion in messages for the region of
choice campaign

Short Term

Lead and seek partner funds for an Employment ‘Region of Choice’ Campaign

Short Term

Publish a package of benefits or “Coupon Book” with a suite of incentives for
employees from the time they arrive to region and progressing as their tenure
increases (with milestones kicking in at 3, 6 and 12 months).

Short Term

PRIORITY #3 ACTIONS
Use industry leaders with experience in the Red Centre to create Career Pathways
Maps linked to available training and education opportunities

Medium Term

PRIORITY #4 ACTIONS
Recognising the importance of tour guides to the region and taking a leadership
position from the existing tour guide accreditation program that has influenced others
(Kakadu, Wet Tropics and Great Barrier Reef) encourage a national approach to tour
guide training and accreditation potentially linked to National Landscapes to build the
profile and recognition of our high quality tour guides.

Short Term

Map career pathways using real life examples to showcase the industry potential for
school leavers

Short Term

ENABLER
Promoting of a ‘gap year’ program for the Red Centre

Medium Term

Development of youth oriented experiences to make the Red Centre a more
attractive place for young people to live and work through the National Landscapes
Program

Medium Term

Developing an exit survey for employees and encouraging industry sharing of
information

Short Term
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DEPARTMENT OF BUSINESS
PRIORITY #1 ACTIONS

PRIORITY

Maintaining the Programs Guide through regular meeting of the Interagency
Network and discussion of gaps and opportunities

Ongoing

PRIORITY #2 ACTIONS
Partner with TCA on including the outputs of the campaign into existing campaigns
where appropriate, e.g. Skilled Worker Expos

Medium Term

Provide a conduit between the planned NT Jobs Portal to the National Jobs Board
for NT employers in the tourism and hospitality industries in the Red Centre

Longer Term

PRIORITY #4 ACTIONS
Working with the National Labour and Skills Working Group and local partners
encourage greater linkages and synergies between existing employment platforms
(e.g. DoB Jobs Portal, Job Search Australia, Discover Hospitality, Discover Jobs) to
increase exposure of existing job listings and avoid duplication of effort.

Medium Term

CHARTTES
PRIORITY #2 ACTIONS

PRIORITY

Share the outcomes of the career pathways resources (including YouTube clips) to
contribute to an Employer of choice Toolbox with factsheets and case studies etc.

Medium Term

PRIORITY #3 ACTIONS
Utilise recurrent funding secured by CDU to deliver training to front-line and mid-level
managers.

Immediate

Adapt existing accredited training programs to meet the requirements of the industry
and the location.

Immediate

Find a training provider to deliver the Red Centre Management Training Program

Short Term

Seek funding and/or industry support for Management Mentors to guide and support
new managers. This would be a follow on from the Red Centre Management Training
initiative.

Medium Term

PRIORITY #4 ACTIONS
Engage SSA and CDU and the Partnership Brokers in a review of the current VETiS
opportunities and explore ways of securing future places

Immediate

Encourage a national approach to tour guide accreditation potentially linked to National
Landscapes to bring what is already in place in Uluru-Kata Tjuta and Kakadu (and
planned for Wet Tropics) nationally

Short Term

Working with the National Labour and Skills Working Group and local partners
encourage greater linkages and synergies between existing employment platforms
(e.g. DoB Jobs Portal, Job Search Australia, Discover Hospitality, Discover Jobs) to
increase exposure of existing job listings and avoid duplication of effort.

Medium Term

Ensure those delivering VETiS are trained and experienced, and that programs meet
agreed competency standards and have extensive industry placements.
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DEEWR
PRIORITY #1 ACTIONS

PRIORITY

Work with industry to consider a viable business case for a seasonal labour swap
program between the Red Centre and South Australia (Kangaroo Island) facilitated
through the Regional Education and Skills Jobs Coordinator

Short Term

PRIORITY #4 ACTIONS
Build on the upcoming development of the RJCP to further support employers (via
the JSA network) in a Tourism Hotspot looking to employ new start Indigenous
employees. Opportunities for future consideration should include of the potential of
additional wage subsidies and/or a ‘buddy’ program.

Immediate

Work with the JSA/RJCP to investigate the feasibility of a follow-up to the North
Queensland trial to take 10-15 Indigenous youth through a training and work
experience program through a number of recognised career paths.

Short Term

Support greater industry uptake of trainee / apprentice employment models (such
as Group Training NT) where multiple employees are shared with multiple
employers (a labour hire model) may require seed funding for mentoring support to
apprentices in their first years. Suitable programme given the potential challenges
of varying workplaces and need for independent support to get the team of
apprentices to completion.

Medium Term

NT CHAMBER OF COMMERCE
PRIORITY #2 ACTIONS

PRIORITY

Identify relevant stakeholders and form a campaign committee

Immediate

Publish a package of benefits or “Coupon Book” with a suite of incentives for
employees from the time they arrive to region and progressing as their tenure
increases (with milestones kicking in at 3, 6 and 12 months).

Short Term

PRIORITY #3 ACTIONS
Use industry leaders with experience in the Red Centre to create Career Pathways
Maps linked to available training and education opportunities

Medium Term

PRIORITY #4 ACTIONS
Map career pathways using real life examples to showcase the industry potential
for school leavers
Working with the National Labour and Skills Working Group and local partners
encourage greater linkages and synergies between existing employment platforms
(e.g. DoB Jobs Portal, Job Search Australia, Discover Hospitality, Discover Jobs) to
increase exposure of existing job listings and avoid duplication of effort.

Short Term
Medium Term

CHARLES DARWIN UNIVERSITY
PRIORITY #3 ACTIONS

PRIORITY

Adapt existing accredited training programs to meet the requirements of the
industry and the location.

Immediate

Utilise recurrent funding secured by CDU to deliver training to front-line and midlevel managers.
Seek funding to mentor the managers following the training to ensure that the

Immediate
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training was being applied in the workplace and to guide managers in the real world
application of their training.
Use industry leaders with experience in the Red Centre to create Career Pathways
Maps linked to available training and education opportunities

Medium Term

PRIORITY #4 ACTIONS
Create case studies / profiles of national industry icons who started their careers in
the Red Centre

Immediate

INDUSTRY
PRIORITY #2 ACTIONS

PRIORITY

Encourage a review of the ANZSCO skill levels for Tour Guides in the 2014 review to
recognise the different skills required for multi-lingual and qualified guides in
comparison to unskilled guides. This should be linked to the National skills package
for tourism and hospitality (SIT12) and may be connected to a National Landscape
or National Park guide accreditation program that gives formal recognition of
guiding qualifications.

Longer Term

PRIORITY #4 ACTIONS
Encourage more businesses to adopt a Buddy System for all new employees.

Medium Term

Work with Skills Advisors to find programs and support initiatives to implement
more flexible working arrangements.

Longer Term

Tourism businesses to work through the Partnership Brokers to encourage students
keen to build a career path in tourism and access available subsidies and grants.

Longer Term

Industry working with education providers could leverage the “Coupon Book” to
incentivise students that continue into employment and look at using training
programs as incentives for retention and cross-skilling.

Longer Term

AUSTRALIA’S RED CENTRE NATIONAL LANDSCAPE
PRIORITY #2 ACTIONS

PRIORITY

Develop and promote a series of youth oriented experiences to make the Red
Centre a more attractive place for young people to live and work leveraging
activities such as the ‘Best Jobs in the World’ campaign.

Longer Term

PRIORITY #4 ACTIONS
Through the National Landscapes program support new Indigenous enterprise
development including Homeland Stays to create future paths for Indigenous
employment at all levels (not just entry level)

Longer Term

NATIONAL INDIGENOUS TRAINING ACADEMY / VOYAGERS
PRIORITY #2 ACTIONS

PRIORITY

Create an Orientation program for the Region with an “On boarding” kit and
monthly orientation/networking event for new staff to the region.

Immediate

PRIORITY #3 ACTIONS

PRIORITY

Adapt existing accredited training programs to meet the requirements of the
industry and the location.

Immediate
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PRIORITY #4 ACTIONS
Work with DEEWR and the JSA/RJCP to investigate the feasibility of a follow-up to
the North Queensland trial to take 10-15 Indigenous youth through a training and
work experience program through a number of recognised career paths.

Short Term

JOB SERVICES AUSTRALIA / RJCP PROVIDERS
PRIORITY #1 ACTIONS

PRIORITY

Build a business case and seek DEEWR support for a seasonal labour swap program
between the Red Centre and South Australia (Kangaroo Island) facilitated through
the Regional Education and Skills Jobs Coordinator

Short Term

PRIORITY #4 ACTIONS
Work with DEEWR and the JSAs to investigate the feasibility of a follow-up to the
North Queensland trial to take 10-15 Indigenous youth through a training and work
experience program through a number of recognised career paths.

Short Term

Support greater industry uptake of trainee / apprentice employment models (such
as Group Training NT) where multiple employees are shared with multiple
employers (a labour hire model) may require seed funding for mentoring support to
apprentices in their first years. Suitable programme given the potential challenges
of varying workplaces and need for independent support to get the team of
apprentices to completion.

Medium Term

TOURISM NT
PRIORITY #2 ACTIONS

PRIORITY

Partner with TCA and BEST JOBS on including the outputs of the campaign into
existing campaigns where appropriate, e.g. Skilled Worker Expos

Medium Term

GROUP TRAINING NT
PRIORITY #4 ACTIONS

PRIORITY

Support greater industry uptake of trainee / apprentice employment models (such
as Group Training NT) where multiple employees are shared with multiple
employers (a labour hire model) may require seed funding for mentoring support to
apprentices in their first years. Suitable programme given the potential challenges
of varying workplaces and need for independent support to get the team of
apprentices to completion.

Medium Term

LOCAL COUNCILS
PRIORITY #2 ACTIONS

PRIORITY

Work with TCA to create an Orientation program for the Region with an “On
boarding” kit and monthly orientation/networking event for new staff to the
region.

Immediate
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Appendix 1: Program Review
1. Skills1ne
Skills1ne is a new multimedia platform that inspires young people, career counsellors and parents to
develop positive attitudes to trades and skills. The website offers series of videos that provides
real-life examples showing opportunities in the tourism sector. The new media platform provides
portals for trainees and apprentices to share their story and communicate with others about their
successes. The online portal also offers career information, trends, scholarships and job seeking
services.
http://www.skillsone.com.au/
2. MyFuture
MyFuture is a website that provides information about career planning, education and training
options for Australian jobs. The website provides a “My Guide” that is a personalised career
exploration service where a student can do activities to build a career profile, explore career ideas,
consider career options and develop a career plan.
http://www.myfuture.edu.au/
3. Travel Industry Career Association
TICA is an Australian not-for-profit organisation designed to promote travel industry careers and
provide support to both people in the industry, and people that would like to become part of the
industry.
http://www.travelindustrycareers.org/

Implications and Recommendations:
There is currently a lack of awareness of these sites among employers and a view that recruitment
is easier through established channels such as Seek.com. However if these site were web linked
to a central database of job vacancies and listing it wold possibly have a better take up.
4. The School Business Community Partnership Brokers
The School Business Community Partnership Brokers (Partnership Brokers) program is focused on
building partnerships to support young people to attain Year 12 or equivalent qualifications and
reach their full educational and social potential.
Partnership Brokers assist key stakeholders to enter into partnership arrangements that will enrich
the learning experience for young people leading to improved levels of participation, engagement
and attainment. Partnership Brokers work with key stakeholders to identify the needs of their
region, help partners to agree on how they can work together towards a common purpose, and
support partnerships to achieve their goals.
http://www.deewr.gov.au/Youth/YouthAttainmentandTransitions/Pages/SBCPB.aspx

Implications and Recommendations:
Partnership Brokers play a key role in linking businesses to schools and will play a key part in the
success of the VETiS program expansion. Further to that there is an opportunity to expand the
role of some Partnership Brokers to support the seasonal labour swap initiative.
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5. VETiS (CDU)
Charles Darwin University, Alice Springs campus, offer VET programs in Tourism and Hospitality that
will enable your organisation to link up with CDU VET graduates to fill vacancies within your
organisation. VET in Schools (VETiS) is a chance for secondary school students to develop
employability skills while receiving their secondary education. Not only can VET support students in
becoming 'work ready', it also allows them to experience a variety of professions while they continue
to attend secondary school.
http://www.cdu.edu.au/cduvet/VETinSchools.html
7. Discover Tourism
The site aims to target labour and skills issues within tourism. The portal aims to fill the gap
between existing private sector, industry and government career information providers, and provide
to the Australian workforce a better alignment of information to provide a one-stop-shop
coordinated industry and government approach for employers and employees in the tourism
industry.
http://www.discovertourism.com.au/
8. Discover Hospitality
The site aims to target labour and skills issues within hospitality. The portal aims to fill the gap
between existing private sector, industry and government career information providers, and provide
to the Australian workforce a better alignment of information to provide a one-stop-shop
coordinated industry and government approach for employers and employees in the hospitality
industry.
www.discoverhospitality.com/

Implications and Recommendations:
Due to their similarities, there is scope for Discover Tourism and Discover Hospitality to web
linkages including the implementation of a central source of vacancy listings.
9. Discover Your Career
Linked to the Discover Tourism and Discover Hospitality sites, Discover Your Career includes a
dynamic blog that enables two-way conversations between career experts and the employment
market and includes video, audio and text content and links to social media channels. The site also
includes a responsive online Advice Line – with assigned industry experts manning the blog to
answer career, training and industry queries.
www.tourismalliance.org/discover-your-career/

Implications and Recommendations:
The program provides important opportunities to showcase tourism and hospitality employment, all
on the one site. It is recommended that this program be leveraged for the region, through lobbying
activities to ensure that the Red Centre is considered a focus region for the initial roll out of the
program.
10. Worker Attraction Program The Territory Government delivers an annual worker attraction
program, nationally and internationally, to raise the profile of Territory jobs and the great Territory
lifestyle. This program provides local employers with an opportunity to get involved. Territory
business and industry representatives are welcome to participate in activities with the Territory
Government as part of a ‘Team NT’ approach to attracting skilled workers.
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http://www.nt.gov.au/dbe/Employment/Pages/skilled-worker.aspx

Implications and Recommendations:
This program provides a good opportunity to recruit workers into tourism and hospitality positions
into the Red Centre through opportunities to showcase both the merits of working in the industry
and the attractions of living and working in the Red Centre. Given these opportunities, it is
recommended that an integrated marketing approach be developed around the promotion of this
program with a mechanism (such as WorksTV) to showcase the Red Centre as an Employment
Region of Choice
11. Australian Job Search
This website is a free resource that can be used to advertise vacancies nationally.
http://jobsearch.gov.au/
12. Territory Worker Database
The Territory Worker Database is a database for businesses who can’t fill vacancies locally. Local
employers and recruitment agencies can register to access the database to find workers that match
their job vacancies. The Territory Worker Database is kept current and is a secure way for
employers to make contact with potential workers. On average more than 300 candidates join the
database each month.
http://www.theterritory.com.au/tworker/agent/
13. Jobs Portal
The Northern Territory Jobs Portal is an online destination for organisations seeking to recruit staff
and for individuals looking to find work in the Northern Territory.
http://www.jobsinthent.nt.gov.au/Pages/default.aspx
14. Across Industry Recruitment Resource Tool
There are a variety of recruitment resource tools businesses can use to advertise vacancies;
http://www.careerone.com.au/ ; http://mycareer.com.au/ ; http://www.jobsearch.com.au/
http://jobs.com.au/ ; http://www.seek.com.au/

Implications and Recommendations:
The National Job Search database could be better utilised to reduce the time needed for employers
to advertise their vacancies by becoming a ‘one stop’ site to upload employment vacancy
descriptions. By using this tool as a centralised database these vacancies could then be exported
across to other industry recruitment resource tools via web linkages including referral buttons and
cross-links.
16. Subclass 457 – Business (Long Stay) Visa
The subclass 457 visa is for skilled workers from outside Australia who have been sponsored and
nominated by a business to work in Australia on a temporary basis. A business can sponsor a skilled
worker if they cannot find an appropriately skilled Australian citizen or permanent resident to fill a
skilled position.
http://www.immi.gov.au/skilled/skilled-workers/sbs

UNIVERSITY OF QUEENSLAND
EC3 GLOBAL

May 2013

| 66

TOURISM EMPLOYMENT PLAN
RED CENTRE

Implications and Recommendations:
The process of obtaining a Subclass 457 – Business (Long Stay) Visa is complex and in order for
SMEs to utilise this resource there is a need to support them through the complex process. This
support could be achieved through access to one-on-one support (e.g. Leveraging the Skills
Advisor) to assist in simplifying the process and for the potential for grouped entry into 457
agreements be further explored.
The Tour Guide definition and ANZSCO rating for levels of tour guides could also be reviewed
linked to qualifications..
17. Working Holiday (Subclass 417) Visa
This visa enables travellers to supplement the cost of their holiday through short-term employment.
Businesses can take advantage of these short-term travellers by advertising some of their vacancies
at local backpackers and hostels.
http://www.immi.gov.au/visitors/working-holiday/417/

Implications and Recommendations:
The Working Holiday Maker Visa (subclass 417) is an extremely important part of the cultural
exchange in the Red Centre. The WHM Visa currently runs for a duration of 12 months with WHM
Visa visitors needing to work in a specified industry for 3 months in order to be eligible for a second
year. It would greatly benefit the region if tourism and hospitality could be added to the list of
eligible industries for the second working holiday maker visa (417 or 462).
18. Work and Holiday (Subclass 462) Visa
Similar to the (Subclass 417) Visa, The Work and Holiday (Subclass 462) Visa is designed to
encourage cultural exchange and closer ties between arrangement countries. Businesses can take
advantage of these short-term travellers by advertising some of their vacancies at local backpackers
and hostels.
http://www.immi.gov.au/visitors/working-holiday/462/
19. Seasonal Worker Program (Subclass 416) Visa*
The Seasonal Worker Program commenced on July 1, 2012 and aims to contribute to the economic
development of participating countries, while also offering Australian employers access to workers
from eight Pacific island nations and East Timor when they cannot find enough local labour to satisfy
seasonal demand. http://www.immi.gov.au/skilled/seasonal-worker/.

Implications and Recommendations:
This visa enables Pacific and East Timorese Seasonal Workers to work in the accommodation sector
in regional Australia. It is recommended that lobbying be undertaken to enable other sectors of
the tourism and hospitality industry to recruit from this visa sub-class. The requirement of
providing pastoral care presents a challenge due to the current housing shortages in the Red Centre
however a partnership with CDU to access student accommodation when fewer students are on
campus could suffice.
20. Employer Nomination Scheme (Subclass186) Visa - ENS*
This visa is for skilled workers from outside Australia or skilled temporary residents who live and
work in Australia. Employers can take advantage of these visas to fill any skilled vacancies in their
business.
http://www.immi.gov.au/skills/skillselect/index/visas/subclass-186/
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21. Regional Sponsored Migration Scheme (Subclass 187) - RSMS*
This visa is for skilled workers from outside Australia or skilled temporary residents who live and
work in regional Australia. This visa is for people who want to live and work in regional Australia
which makes this a suitable resource for employers to find skilled workers in the Red Centre.
http://www.immi.gov.au/skills/skillselect/index/visas/subclass-187/
22. Occupational Trainee (Subclass 442) Visa
This visa is for people from outside Australia who want to improve their occupational skills through
training with an Australian organisation or government agency. This provides an opportunity for
businesses in the Red Centre to demonstrate their unique operations to a young enthusiastic
audience.
http://www.immi.gov.au/students/sponsored/otv/
23. Skilled – Regional Sponsored - Provisional (Subclass 489) Visa*
This points-based visa is for skilled workers who are nominated by a state or territory or sponsored
by an eligible relative living in a designated area in Australia. The visa is valid for four years, and a
visa holder must live and work in a specified regional area. Businesses can take advantage of their
current employee connections to fill skilled vacancies.
http://www.immi.gov.au/skills/skillselect/index/visas/subclass-489/
24. Skilled – Graduate - Temporary (Subclass 485) Visa*
This visa allows overseas students who do not meet the criteria for a permanent General Skilled
Migration visa to remain in Australia for 18 months to gain skilled work experience or improve their
English language skills. This provides an opportunity for businesses in the Red Centre to advertise
their unique work opportunities to a young enthusiastic audience.
http://www.immi.gov.au/skilled/general-skilled-migration/485/
25. Student Visas
These selection of visas give opportunity for students overseas to come to Australia to study. A few
of these visas also allow students to work allowing for businesses to take advantage and advertise
their vacancies at local education facilities.
http://www.immi.gov.au/students/students/chooser/
26. Special Category (Subclass 444) visa for New Zealand Citizens
The Special Category (Subclass 444) Visa is a temporary visa automatically granted to New Zealand
citizens who arrive in Australia who do not hold a permanent visa. This visa allows eligible people to
live and work in Australia for a period of up to five (5) years.
http://www.immi.gov.au/migrants/family/461/
27. Labour Agreements*
Labour Agreements are formal arrangements between an employer and the Commonwealth which
allows for the recruitment of an agreed number of overseas skilled workers. Both temporary and
permanent visas can be granted under the agreement. Agreements are generally effective for two to
three years.
http://www.immi.gov.au/skilled/skilled-workers/la/
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Implications and Recommendations
There is a need to provide SMEs with access to one-on-one or group support to develop labour
agreements that suit their employment needs. It is also recommended that a review be undertaken
to maximise the amount of staff uptake and to also consider the option to cluster RSMS/ 457 under
a Labour Agreement. Fulfilling these recommendations would provide a simpler process for SMEs
and increase the effectiveness of the agreement.
The Project Team also supports the NT Government’s move to create a Regional Migration
Agreement, which is likely to allow for the tourism sector to secure key staff.
28. Alice Career Connections
Alice Career Connections aims to strengthen links between young people and local business by
raising young people’s awareness of the broad range of career opportunities on offer in Central
Australia. Local Employers face challenges in filling their vacancies as young job seekers may not be
aware of the career pathways offered within their organisation. We aim to raise student awareness
by having students meet with employers to profile their business for this website. All data is
collected for local students by local students.
http://www.alicecareerconnections.com
29. MySkills
MySkills is an easy to use career and skills manager for your manufacturing, engineering and
automotive career. It includes career planning tools and a handy resume generator. Best of all,
these services are totally free. MySkills safely stores your personal profile, skills, work history, and
important work contacts and web links. It maintains your current resume online, which is accessible
whenever you want it, and can automatically update your profile from your current employer as you
develop in your present role.
https://www.myskills.net.au/
30. Future Stars Program
The Future Stars program was a pre-employment initiative which provides life skills and prepares
unemployed Indigenous people to successfully enter the mainstream work force. The course runs
over four weeks and at the completion of the program, Karen Sheldon Training will assist graduates
in securing employment.
The course was funded by the Australian Government Department of Employment, Education and
Workplace Relations and Karen Sheldon Training has been chosen from a panel of Indigenous
Service Providers to deliver the pre-employment hospitality training.

http://www.karensheldontraining.com/futureStars.html
Implications and Recommendations:
With 60% average graduate employment (and 45% average long-term graduate employment), the
Future Stars Program has been a major success. With the recent closure of the Kwerralye Café in
Alice Springs this program is under threat. Therefore it is recommended that future funding and
support be given to the Future Stars program to allow it to be reinvigorated in the Red Centre
and continue not only in hospitality but to also cover tourism jobs (such as tour guiding) in addition
to the accommodation and food and beverage opportunities predominantly available now.
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The funding needs to recognise the need to allow multiple re-entry of dropout participants and
inclusion of breakfast and transport will also assist in ensuring greater participation, retention and
completion rates.
31. Australian Apprenticeships Pathway
The Australian Government has introduced a number of initiatives to help ease the financial
difficulties Australian Apprentices experience in the early years of their Australian Apprenticeship,
particularly in trades experiencing a skills shortage. These initiatives provide financial support to
Australian Apprentices through the Australian Apprenticeships Incentives Program.

http://www.australianapprenticeships.gov.au/documents/PathwayAA.pdf
32. National Indigenous Training Academy
The ILC has established the National Indigenous Training Academy established at Yulara. The
academy provides accredited training programs that offer pathways for Indigenous people into
sustainable employment at ARR and within the wider Australian tourism sector. The academy will
take on 50 Indigenous trainees in 2011-12 and 2012-13.

http://www.ilc.gov.au
Implications and Recommendations
There is a need for more mentoring and pathway options for participants in securing employment to
reduce the frequency of participants failing to maintain participation in the program. The creation of
pathways to employment leveraging JSAs (like the North Queensland model) option should be
linked to pre-training to assist in providing a clearer overview of employment opportunities for
participants. Again the funding program must recognise the need to allow multiple re-entry of
dropout participants and inclusion of breakfast and transport will be essential in ensuring greater
participation, retention and completion rates.
33. Indigenous Workforce Participation Initiatives Program
The Indigenous Workforce Participation Initiatives Program (the program) is funded by the Northern
Territory Government. It is a Territory wide grants program. The Program’s objectives are to
increase workforce participation outcomes for Indigenous Territorians by assisting industry and
business, including the not-for-profit sector, to plan and establish practices and systems to engage
and expand the number and skills of Indigenous Territorians in the workplace.
www.dob.nt.gov.au/Employment/workforce-development/emp-strategy/Pages/default.aspx
34. Small Business Superannuation Clearing House
The Australian Government is offering a free superannuation clearing house service to small
businesses with less than 20 employees. This service is optional and is designed to reduce red tape
and compliance costs associated with meeting your superannuation guarantee obligations.

http://www.medicare.gov.au/super/
35. Australian Government Small Business Advisory Services
The objective of the Small Business Advisory Services program is to maximise the innovation,
sustainability, productivity and/or growth potential of the participating small businesses through
access to low cost business advisory services.
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This program aims to achieve these objectives by improving the business and/or financial
management skills of participating small businesses.
These small business advisory services are located in suburban, rural and regional Australia. In the
2012-13 Budget, the Government is providing a further $27.5 million to extend the program over
four years, with on-going funding thereafter. To find a small business advisory service near you
visit:

http://www.ausindustry.gov.au/smallbusiness
36. Enterprise Connect Business Review program
The Business Review is a top to bottom analysis of a business, carried out on-site by highly skilled
and experienced Business Advisers at no charge to the business. Applications for a Business Review
can be made individually, or as a group of companies.
Eligible tourism businesses are matched with an experienced Business Adviser who will work with
people throughout various operational levels of the business to develop a thorough view of:


Strengths and weaknesses of the business



Strategic business issues



Potential areas for improvement and



Potential areas for growth

Businesses that receive a Business Review will be eligible to apply for the Tailored Advisory Service.
Enterprise Connect will reimburse half the cost, up to a maximum of $20,000 excluding GST, of
engaging a consultant to implement recommended business improvements. More detailed
information regarding Enterprise Connect services, how to apply, eligibility criteria can be found at:

http://www.enterpriseconnect.gov.au.
Implications and Recommendations
The Enterprise Connect Business Review program turnover threshold for tourism businesses
at $750k is too high for smaller tour operators. To build participation in the program it would be
worth considering a trial lowering of the threshold and promoting the program working with Tourism
Central Australia, and offering regular small group sessions to provide an introduction and build trust
in the program.
37. Desert Guides
Desert Guides is a guiding qualification recognising excellence and encouraging development of tour
guiding in Australia’s desert regions – starting in the Red Centre. The Certificate III in Guiding
covers basic skills for guiding in Australia. Desert Guides would package specific desert knowledge
content with the Cert III. Content would include Indigenous culture, eco systems, animals and
habitats, flora, fire knowledge, advanced driving skills and can be taught by specialist organisations
and individuals in the desert region, involving cross border and Indigenous groups.

http://learnline.cdu.edu.au/tourism/uluru/downloads/DesertGuides%20fact%20sheet.pdf
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Implications and Recommendations
There is an opportunity to reinvigorate the Desert Guides program, potentially through the
Australia’s Red Centre National Landscape Project as each of Australia’s National Landscapes has
identified Tour Guide training and professional interpretation as key priorities.
It is also recommended that ownership of this program be transferred to Tourism Central Australia
and the program be developed into a Certificate III course, at which time it could be used as an
example for other training/skills development programs.
38. VET Programs
Charles Darwin University, Alice Springs campus, offer VET programs in Tourism and Hospitality that
will enable your organisation to link up with CDU VET graduates to fill vacancies within your
organisation. The following Tourism and Hospitality programs are offered at CDU:


Cert I to Cert IV in Hospitality - includes work experience



Diploma of Hospitality - includes work experience



Cert I in Tourism (Australian Indigenous Culture)



Cert II to Cert IV in Tourism



Diploma of Tourism



Cert III & Cert IV in Tourism (Guiding)

http://www.cdu.edu.au/cduvet
Implications and Recommendations
Key providers in region need to be supported to add accredited training qualifications to their
scope of delivery to build a bridge to increased participation in VET. A key factor influencing
success will be the retention challenges for Indigenous youth.

39. Uluru –Kata Tjuta Tour Guide Accreditation
It is a requirement for all commercial tour operators that any guides leading tours within Uluru-Kata
Tjuta National Park have successfully completed an entry level course providing tour guides with
essential knowledge about Uluru-Kata Tjuta. Tour guides will enrol in the unit, SITTGDE008A
Research And Share General Information On Australian Indigenous Cultures as part of the course
SIT 10107 Certificate I in Tourism (Australian Indigenous Culture), SIT30507 Certificate III in
Tourism (Guiding) and SIT 40107 Certificate IV in Tourism (Guiding).

http://learnline.cdu.edu.au/tourism/uluru/
Implications and Recommendations
Monitoring of this program will be essential to ensure continual improvement to achieve higher
participation and completion rates.
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40. Priority Sector Workforce Plans
Target priority areas are community services, tourism and the VET workforce. Work with these
industry sectors to develop and implement evidence-based workforce development strategies.
www.dob.nt.gov.au/Employment/workforce-development/emp-strategy/Pages/default.aspx
41. Tourism e-kit
The Tourism e-kit is a comprehensive online marketing program, specifically designed to enable
tourism operators to immediately apply online marketing concepts to their business.

http://www.atdw.com.au/tourismekit.aspx
42. Business Upskills
Business Upskills is a program of practical, hands-on and informative workshops facilitated by
industry experts to help business owners develop and strengthen their businesses.
Held around the Territory throughout the year, Business Upskills workshops also provide the
business owner with valuable networking tools and access to further support programs as your
business continues to grow. Business Upskills workshops cover topics such as: Marketing; Pricing,
Costing and Quoting; Staff and Your Responsibilities; Planning for Business Growth.

http://www.nt.gov.au/dbe/business/starting-business/business-upskills/Pages/default.aspx
Implications and Recommendations
The Business Upskills program is currently underutilised but could be expanded into up skilling staff
of businesses to encourage broader uptake of the program. To further improve the use of this
resource could be achieved through lowering the required literacy rates for participants and
then including literacy and numeracy training as part of the funding package (e.g. the WELL
program).
43. SkillsBoost
Skillsboost is the online training and blended learning division of Optimum Results. It provides a
range of online training interventions designed to improve business performance. Their innovative
solutions combine best practice training with new and evolving web technologies that allow them to
provide cost effective training solutions for organisations of any size or maturity.

http://www.skillsboost.com/about/who_are_we.php
44. Jobs Package –Local Jobs for Local People
Traineeships leading to sustainable jobs for Indigenous Territorians living in ‘Territory Growth
Towns’. This includes skills and on-the-job training, mentoring as well as support to employers.
www.dob.nt.gov.au/Employment/workforce-development/emp-strategy/Pages/default.aspx
45. Industry Association Training
There are a number of diverse industry associations linked, and available, to assist employers in the
Red Centre with their human resource needs. These include:


The Northern Territory Chamber of Commerce: http://www.chambernt.com.au/
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The Hotel, Motel and Accommodation Association: http://www.hmaa.com.au/



Restaurant and Catering Association of Australia: http://www.restaurantcater.asn.au



Australian Tourism Export Council: https://www.atec.net.au/

46. Industry BuildSkills Program
The Industry Buildskills Program is a Northern Territory Government initiative to assist Territory
employers to upskill or re-skill existing workers.
The Department of Business provides funding for accredited training and / or assessment to
purchase specific industry training for existing workers.
The Industry Buildskills Program aims to reduce the effect of current and emerging skill shortages
and increase the productivity of the Territory workforce.
The Industry Buildskills Program provides higher level qualifications or skill sets particularly in
occupations or industry sectors that may be affected by changes in national codes of practice or
amendments to legislation.
www.dob.nt.gov.au/Employment/workforce-development/emp-strategy/Pages/default.aspx

47. Small Business Support
Free access to a specialist legal or accounting practitioner for two hours to increase business
understanding in these areas.

http://www.dob.nt.gov.au/business/starting-business/business-growth/Pages/employmentsolutions.aspx
48. Business Technology Solutions Program
Business Technology Solutions Program offers assistance for:


analysis and identification of the businesses technology utilised within and available to
business



identifying processes that are out-dated or overtasked which can be improved via
technology solutions



gap analysis on current technologies versus the businesses future needs



identification, costing and comparison of relevant new technologies.

http://www.dob.nt.gov.au/business/starting-business/business-growth/Pages/technologysolutions.aspx
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49. Business Employment Solutions Program
Business Employment Solutions Program aims to enhance the workforce retention and training by
the development and implementation of policies and practices designed to assist with sustainable
employment outcomes. This program will benefit by:


attaining a solid understanding of the importance of their workforce; productivity, staff
development, engagement, retention and training



developing sound employment practices and frameworks to enhance responsible and
sustainable outcomes



identifying and address legislative or regulatory obligations



creating workforce action plans.

http://www.dob.nt.gov.au/business/starting-business/business-growth/Pages/employmentsolutions.aspx
50. Workplace Language and Literacy Program
The main aim of the WELL Program is to assist organisations to train workers in English language,
literacy and numeracy skills. This funding is available on a competitive grants basis to organisations
for English language and literacy training linked to job-related workplace training and is designed to
help workers meet their current and future employment and training needs.

http://www.deewr.gov.au/Skills/Programs/LitandNum/WorkplaceEnglishLanguageandLiteracy/Pages/
default.aspx
51. Supporting Women in the Workplace
A new four-year agreement between the Territory Government and the Northern Territory Working
Women's Centre helping women maintain employment.
www.dob.nt.gov.au/Employment/workforce-development/emp-strategy/Pages/default.aspx
52. Accelerated Australian Apprenticeships Initiative
The overarching aim of the Accelerated Australian Apprenticeships initiative is to support a systemic
shift to competency-based progression and completion in vocational education and training with a
focus on Australian Apprenticeships. The initiative aims to achieve this by supporting industry to
develop and implement innovative strategies that embed and further the reach of competencybased progression.

http://www.australianapprenticeships.gov.au/AAA/Home.asp
53. Australian Apprenticeships Mentoring Program
The Mentoring Program seeks to improve Australian Apprenticeship retention rates by supporting
targeted mentoring and assistance to Australian Apprentices. The Mentoring Program is targeted at
industries and occupations with current or emerging skills need and Australian Apprentices who may
face barriers to participation (e.g. Indigenous Apprentices or Apprentices in remote locations). It is
anticipated that Mentoring Projects will target support to the first year of training when Australian
Apprentices are most at risk of withdrawing.

http://www.australianapprenticeships.gov.au/MentoringPackage/MentoringProgram.asp
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Implications and Recommendations
There is a need for mentoring at both the entry level (Apprenticeship / Traineeship) and the
middle Management level (especially new Managers), if this program could be expanded for Tourism
Hotspots that could make a significant difference to the turnover levels.
54. Experience + More Help for Mature Age Workers
Investing in Experience (Skills Recognition & Training) (IIE-SRT) is an Australian Government
program commencing on 1 July 2012. It is designed to provide an opportunity for mature age
workers to have their current capabilities recognised and to receive training to fill any knowledge or
skills gaps. They can then obtain a nationally recognised qualification at the Certificate III to
Advanced Diploma level.
Under the IIE–SRT program, employers can apply for grants of up to $4,400 (incl. GST) to assist
their mature age workers to undertake a skills assessment and obtain gap training if the skills
assessment identifies a need. Where mature age workers already have formal qualifications at the
Certificate III or above level, they may be eligible to receive further funding to complete an
approved Skill Set from within a Nationally Endorsed Training Package.

http://www.innovation.gov.au/TertiaryEducation/skills/IIESRT/Pages/default.aspx
55. Tourism Specific Training
Tourism NT, DoB, and Tourism Central Australia both provide a series of industry events each year
to assist members with business development opportunities:

http://www.tourismnt.com.au/
56. October Business Month
The program is hosted by the Department of Business and includes seminars on leadership,
motivation, performing under pressure , work life balance , eco-sustainability and improving your
bottom line, human resources attraction, recruitment and retention of staff, information technology
social media marketing.

http://www.nt.gov.au/obm/AboutOBM/Pages/default.aspx
57. Your Workforce – A guide for employers toolkit
Your Workforce: a guide for employers is designed to provide employers with a “how to” guide in
workforce planning and development to effectively attract, recruit, develop and retain its
workforce. The toolkit is broken up into six sections that contains useful information and hands-on
resources such as templates, checklists and factsheets.
Employers will find practical tips and simple guidelines to follow on how to;
Plan your workforce aligned to your business needs
Forecast your future workforce needs - skills and number of employees
Attract new employees and recruit and select the right employees
Become a better leader and implement workplace practices to help you achieve your business goals.

http://www.dob.nt.gov.au/Employment/workforce-development/Pages/your-workforce.aspx
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58. Digital Enterprise Program
The Australian Government is providing $10 million in grant funding over three years from 2011–12
to establish a Digital Enterprise initiative that will help small-to-medium enterprises and not-forprofit organisations in 40 communities that benefit from the National Broadband Network (NBN)
where work on the rollout has already commenced.
The program provides training and advice to help participants learn how to use the NBN to diversify
their operations by allowing them to improve their online presence, offer new products and services,
expand their market, improve their competitiveness, and increase their means of communicating
with customers and suppliers.

http://www.dbcde.gov.au/digital_economy/programs_and_initiatives/digital_enterprise_progra
59. Traineeships Hospitality
Traineeships developed by the organisation and promoted nationally could be used to attract
workers to tourism and hospitality jobs in the regions. Organisations considering developing a
traineeship programs could apply for funding under the National Workforce Development Fund to
support this activity.
60. Supporting small business skill to drive economic growth program
The Australian Government’s 2011-12 Building Australia’s Future Workforce package recognises that
small business needs support to train and skill their workers, along with the right environment for
workers to thrive. This will ensure small businesses are able to grow and contribute to the nation
and their communities.
These packages build on existing assistance measures for small business by offering additional
support for small business to obtain the skilled workers they need, incentives to improve employer
participation and assist the very long term unemployed and people with disability to engage with the
workforce.

www.deewr.gov.au/Department/Budget/Documents/20112012/Supporting_Small_Business_To_Driv
e_Economic_Growth.pdf
61. Satellite Phone Subsidy Program

The Satellite Phone Subsidy Scheme is an Australian Government initiative to help people living or
working outside of terrestrial mobile phone coverage to purchase satellite mobile phones. Eligible
consumers include individuals, small businesses, community groups, not-for-profit organisations,
Indigenous corporations, emergency service agencies, health agencies and educational institutions.

http://www.dbcde.gov.au/mobile_services/the_satellite_phone_subsidy_scheme
62. Traineeships Tourism
Traineeships developed by the organisation and promoted nationally could be used to attract
workers to tourism and hospitality jobs in the regions. Organisations considering developing a
traineeship programs could apply for funding under the National Workforce Development Fund to
support this activity.

Implications and Recommendations:
Key providers in region need to be supported to add accredited training qualifications to their scope
of delivery to build a bridge to increased participation in VET. A key factor influencing success will
be the retention challenges for Indigenous youth.
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63. Indigenous Tourism Business Leaders Program
The recently announced national program aims to:
 Identify the issues and opportunities for new Indigenous businesses
 Join the dots in the current activities
 Identify best practice in tourism and hospitality to promote to the wider sector in Indigenous
employment
 Each of the major tourism employers are starting to share to build a best practice guide to
Indigenous employment and learning from the resources sector
64. Workforce Futures Program
The Tourism and Hospitality Industry are collaborating on a new initiative designed to improve the
capacity and capability of the workforce. With funding from the Australian Government, the Program
will be rolled out across Australia and will address key workforce development priorities for tourism
and hospitality businesses. Through a national network of over 100 industry Skills Advisors, 2,500
tourism and hospitality businesses will undertake a comprehensive business analysis leading to a
Workforce Development Plan. This plan is the direct result of collaboration between the business
and the industry Skills Advisor and it strategically responds to identified workforce issues impacting
upon the business’s performance.

Implications and Recommendations:
This program needs to continue to ensure it meets the needs of Red Centre operators. Additional
support should also be provided to ensure that advisors are able to travel to the Red Centre to meet
operators on the ground.
65. Territory Business Growth Program
Territory Business Growth is a suite of innovative enterprise improvement programs providing
Northern Territory businesses with funding assistance to engage qualified business improvement
consultants. Assistance is available for business diagnostics and business planning including
specific targeted planning as identified by the needs of the business for example Work Force
Planning, Intergrated Management Systems ( Quality Assurance, OH &S, Environment Management
Plans), Marketing, Financial and Succession planning.
http://www.dob.nt.gov.au/business/starting-business/business-growth/Pages/default.aspx
66. Tourism Business Growth Progam
This program assists tourism businesses enhance their products and services, increase their
competitiveness by improving their knowledge, identifying potential partnerships and coordinating
educational tools.
The officers work with tourism businesses to identify their needs and provide appropriate advice and
assistance to access various business development programs.
http://www.dob.nt.gov.au/business/starting-business/business-growth/Pages/contact-us.aspx
67. Pre-Employment Programs
Pre-employment programs aim to provide participants’ access to vocational education and training
(VET) that cannot be funded through any other source. Pre-employment funding does not include
wages for participants or capital equipment.
Pre-employment programs are generally short courses comprising skill sets identified by industry as
essential for entry into the industry or occupation. Complete qualifications can be considered
depending on the level of support and commitment by industry.
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Appendix 2: Factsheets and Examples of Current Practice
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Dear Tourism Industry and Employment Partners,
On behalf of the Red Centre Tourism Employment Program Interagency Network
we are please to provide you with some useful information about a number of
resources / tools which can help.
Included in this Toolkit are the following factsheets:
1.
2.
3.
4.

Employ Outside the Box
Immigration employment
Employing Indigenous Australians
A self-administered “Human Resource Management Healthcheck”

Chair
Red Centre Interagency Employment Network
April 2013

3

Employ outside the box:
Building a diverse workforce to
meet skills and labour needs
This factsheet outlines options for organisations to consider
in order to address labour and skill shortages by recruiting
members of the non-traditional workforce, such as mature
age workers, people with a disability and the long term
unemployed.
In the Northern Territory the unemployment rate is lower
than the national rate; this, coupled with competition for
labour in higher paying sectors, calls for an ‘outside the box’
approach to filling vacancies.
What does this mean?
Employing people currently outside the labour force (35% of
our working age population are not in the workforce) enables
organisations to tap into a reservoir of millions of people who
are capable of both skilled and unskilled labour.
There are economic benefits to individuals and the nation
from increased participation however the benefits to
employers are not fully appreciated.
Mature aged workers have
networks, external interests and
experiences that can add value to
your business
These benefits include:
• Creating competitive advantage through diversity is an
effective way to become product or service innovators;
• Securing the future workforce through the use of diverse
employment practices can overcome labour and skill
shortages in a tight employment market;
• Becoming an employer of choice as a result of recognition
of commitment to diversity;
• Building employee loyalty in response to good human
resource practices;
• Growing the skills of your current workforce; and
• Access to Government incentives aimed at increasing
employment opportunities for disadvantaged job seekers.
There is strong evidence that people
with disability have a lower number of
occupational health and safety incidents
than employees without disability

Tourism Central Australia
Nina Smith is Volunteer Co-ordinator of the Central
Australian Ambassador Program.
There are currently twelve volunteers actively working
within this program and further recruitment is currently
being undertaken.
According to Nina, they seek predominantly mature age
workers for this program.
“There are many reasons that this group of non-traditional
workers suit the position. Most of our ambassadors are
retired and are very flexible with their hours,” she adds.
“Volunteers are rostered for a six to eight hour week and
they commit to their roster and can plan their week around
this.”
The volunteers are often professional people, previously
from a different industry, both articulate and confident
with public speaking.
This is important as the ambassadors are out and about in
the town doing meets and greets with tourists arriving at
the airport and train station, providing information and
directions.
“Also, mature age people are more likely to have been
a resident in the area for a greater period of time and
therefore have intimate knowledge of the region,” Nina
says.
Nina advises that “when working with ambassadors, it
is important to consider their needs and motivations for
volunteering.
“Often they are seeking purpose and a sense of camaraderie
from their volunteering experience. Consequently, a
balance is required with regard to rostering.
“Our need is to have people out and about meeting tourists;
however spending some time actually in the Visitor
Information Centre is essential to keep our ambassadors
updated with information and also to allow them to feel
part of the team.”
Contact Nina Smith at visinfo2@discoverca.com.au

Employer Support
Disability Employment Services Wage Subsidies
Where a person with a disability is employed for at least 8
hours per week for at least 13 weeks employers can claim the
wage subsidy provided by Disability Employment Services.
Employment Assistance Fund
This fund provides assistance to employers of people with a
disability or mental health condition by providing financial
assistance to purchase work related modifications and services.
Wage Connect
Wage Connect is targeted at employers who take on job
seekers with little or no recent work experience to offset initial
training and labour costs and is paid for at least 26 weeks, may
be longer in some circumstances.
For further details on the above employer support programs
contact a JobAccess adviser on 1800 464 800.

Recruiting Non-traditional Workers
The best way to find eligible ‘outside the box’ job seekers is to
contact your Job Seekers Australia (JSA) regional provider to
discuss your recruitment needs.
Alice Springs JSA providers include:
• ITEC Employment
Phone:
08 8955 4080
Email:
Alicesprings@itecemployment.com.au
Website: www.itecemployment.com.au
• JobFind
Phone:
Email:
Website:

08 8959 5800
jobfind_alicesprings@jobfindcentre.com.au
www.jobfindcentre.com.au

• CatholicCare NT
Phone:
08 8958 2400
Email:
alicesprings@catholiccarent.org.au
Website: www.catholiccarent.org.au/index.cfm
Experience+ Jobs Bonus
The Jobs Bonus is is a payment of $1,000 that can be claimed
by employers who employ an eligible mature-age job seeker
(aged 50+ and not eligible for Wage Connect), who is
registered with a Job Services Australia provider, in an ongoing
full or part time (minimum 15 hours per week) position.
To register employers must use the online application form
available at https://ecsn.gov.au/JobsBonus/

• Steps Group
Phone:
08 8950 7600
Email:
alicesprings@stepsgroup.com.au
Website: www.stepsgroup.com.au/employment
CHARTTES Training Advisory Council
A non-profit, advocacy service, it provides organisational
training and support, linking with training providers to source
trained employees.
The main focus is Vocational Education and Training (VET)
and advisor to the NT Department of Employment, Education
and Training for the cultural, recreation and tourism sectors.
Contact Executive Officer Yvonne Webb
Email:
eo@charttes.com.au
Phone:
08 8941 1956
Karen Sheldon Training
Karen Sheldon Training is a Registered Training Organisation
offering nationally accredited and non-accredited training.
The pre employment course provides training to those with
limited work history or facing barriers to entry into the
workforce.
Contact Alice Springs Managers
Email:
chris@karensheldontraining.com or
jeff@karensheldontraining.com
Phone:
08 8953 8243

Using immigration to
build the Northern Territory
tourism workforce
This fact sheet has examples of the various visa categories
by which organisations in the Northern Territory can access
international migrant employees as well as some stories of
success.
Utilising the local workforce is the preferred option however
the experience of Northern Territory tourism organisations
suggests that other options are required to fill vacancies.
Further information is available on the website:
www.immi.gov.au or contact the Northern Territory Regional
Outreach Officer: outreach.nt@immi.gov.au
Working holiday maker (417 & 462) visa
Travellers can supplement their holiday budget by working in
short-term appointments.
The Working Holiday Maker program encourages cultural
exchange and closer ties between arrangement countries by
allowing young people, between the age of 18 to 30 years,
to have an extended holiday supplemented by short term
employment.
Visa holders are able to work in Australia for up to 6 months
with each employer. There are two visa options - Working
Holiday (Subclass 417) and Work and Holiday (Subclass 462),
each with different eligibility terms and conditions.
Further information is available on the website:
www.immi.gov.au/visitors/working-holiday/
Special category (444) visa (New Zealand)
This visa is automatically granted to New Zealand citizens who
arrive in Australia who do not hold a permanent visa. They
can live and work in Australia for up to 5 years.
Regional sponsored migration scheme (187) visa
This visa is for skilled workers from outside Australia or
skilled temporary residents who live and work in regional
Australia, who are under 50 years and have the support of an
employer.
It has 3 streams:
1. Workers with a 457 visa, who have worked for 2 years and
their employer wants to offer them a permanent position.
2. People who have never, or only briefly, worked in the
Australian labour market.
3. For those sponsored by an employer through a labour or
regional migration agreement.

Lasseters Hotel Casino, Alice Springs
With nearly half of the current workforce being migrant
workers, Lasseters values staff who work under the various
visas very highly, according to human resources manager
Glenn Kitto. The majority of employees that are on visas
hold entry level, low skilled positions.
“We rely heavily on the Working Holiday Maker (WHM)
visa. People who work with us under that visa are usually
in back of house positions such as housekeeping and
cleaning.”
He said people on the WHM visa are usually committed to
the job, right from the start.
“It might be because they have planned to work when they
made the decision to travel so they accept the role they
have taken on.”
The New Zealand Citizen visa is another option that is
used to fill vacancies at Lasseters.
Reputation is important to recruitment and organisations
such as Lasseters are able to source these staff via the local
community word-of-mouth.
“We also fill a few vacancies under the Occupational
Trainee Visa and a small percentage under the Regional
Sponsored Migration Scheme for specialist positions such
as cooks.
“The Seasonal Workers Program is another option
however my experience to date has been that the approval
process is very slow – this causes major delays between
recruitment and actual appointment.”
Overall, Glenn observed, Lasseters sees migrant workers as
essential to their business.
“It would be extremely difficult to fill our vacancies
without migrant workers.”
Unfortunately the current WHM visa provisions, allowing
only a maximum of six months with any one employer,
adds considerable cost and means that Lasseters are
continually recruiting – fortunately there is a solid pool of
working holiday makers to draw from.
Contact Glenn Kitto, Lasseters Hotel Casino, Alice Springs
on +61 8 8950 7776 or Glenn.Kitto@lasseters.com.au

Occupational trainee (402) visa
This visa is for people outside Australia to undertake
occupational training and professional development with a
business or government agency. Programs should be for at
least 30 hours a week and at least 70 per cent workplace-based.
Seasonal Worker Program (416) visa
Allows an Approved Employer to sponsor people from the
Pacific and East Timor to work as seasonal workers in the
accommodation industry.
Seasonal workers can:
• work in Australia for up to 6 months over a 12 month
period
• work in unskilled and low skilled occupations
• work only with the sponsor

Labour Agreements
Under this agreement the employer must fill positions in
accordance with the terms and conditions specified in the
Labour Agreement signed with DIAC.
The nominee must meet the qualifications and skills
(including English language skills) specified in the Labour
Agreement and be under 50 years of age.
Labour Agreements are intended for occupations that are not
on the list of approved occupations for other sponsored visas
or occupations not covered under ANZSCO.
A template Labour Agreement has been proposed for the
tourism and hospitality industry to improve industry access
to semi and highly skilled overseas workers in occupations
identified as being in critical shortage.

Sponsors must:
• arrange suitable accommodation
• pay workers in accordance with award
• pay return airfares upfront and recoup a proportion of cost
from workers
• must maintain private health insurance
• assist with initial living expenses.

ON TOURnt

International student visas
Students on an international student visa can work up to 40
hours a fortnight while their course is in session and they can
work unlimited hours during scheduled course breaks.

Australian-owned and operated, the business has in recent
years focussed on in-house training of staff.

Temporary work - skilled (457) visa
A business can sponsor a skilled worker for up to 4 years, if
a person with those skills cannot be found in Australia. The
process can be complex.
The employee:
• can bring their family and travel in and out of Australia as
often as needed
• must have skills, qualifications and experience to match the
position
• must demonstrate English language ability
• must be are eligible for any required licences or
registrations
• must have health insurance.

With specialised knowledge of the landscape, its
peoples and history, On TOURnt offers dedicated and
multilingual guides for an unparalleled experience in the
Red Centre.

According to Managing Director Anita Meyer, it has been
a challenging time for niche businesses in the multilingual
tour guides arena.
“We saw the business grow very positively from 2009 and
embraced the requirement for accreditation. We began
to employ international staff, to cover the increasing
demand.
“New multilingual guides and drivers were trained and
preparations for a labour agreement that would enable us
to sponsor and employ approved applicants from overseas
to cover the increasing demand were commenced.”
Tour Guides are excluded from the Regional Sponsored
Migration scheme and are not included the ANZSCO
codes that are eligible for the 457 visa so ON TOURnt
needed a Labour Agreement to fill vacancies for Tour
Guides with the required language skills.
A review of the Tour Guide definition and ANZSCO
rating for levels of Tour Guides is currently underway
with a view to raising it to level 3, allowing access to
457 and 857 visas subject to criteria regarding training
qualifications for guiding.
“We have our very first tour guide under our labour
agreement about to start. Setting up a labour agreement
is time consuming but once you have a labour agreement
in place and all relevant documentation submitted, the
process is then very quick.”
Contact Anita Meyer ON TOURnt, Alice Springs on
+61 8 89527446 or info@ontournt.com.au

Indigenous employment:
A vital place in the Northern
Territory’s tourism future
This fact sheet lists some of the organisations that help
businesses in the Red Centre to develop an indigenous
employment strategy and includes stories of success from
those in the tourism and hospitality sector that are creating
pathways to jobs for indigenous people.

Federal Government Assistance
Indigenous Employment Program
Financial support is available to help employers to create jobs
for indigenous community members. The Department of
Education, Employment and Workplace Relations (DEEWR),
offers funding for:
• Indigenous Cadet Support
• Indigenous Wage Subsidy
• CDEP Work Experience subsidy.
Contact the Indigenous Employment Line
Phone:
1802 102
Website: http://deewr.gov.au/indigenous
Australian Apprenticeship Pathways
This program provides targeted financial and mentoring
support to businesses when taking on an apprentice, via the
Australian Apprenticeship Incentives Program. As well as
financial support the business is supported to train a staff
member according to need and provided with training support
to meet national accreditation.
Contact the Alice Springs office
Phone:
08 8953 3300
Email:
enquiry@aacnt.com.au
Website: www.australianapprenticeships.gov.au/documents/
PathwayAA
Australian Employment Covenant (AEC)
AEC is a national industry-led initiative aimed at securing
sustainable jobs for Indigenous Australians.
It provides support to both employers and indigenous
employees. Employers receive recruitment support and
assistance in applying for Federal Government funding, as well
as promotion and job listing.
Contact Jacqueline Lahne
Phone:
08 8991 8090
Email:
jacqueline.lahne@employmentcovenant.com.au

Voyages Ayers Rock Resort
The Resort is owned by the Indigenous Land Corporation
and hosts the National Indigenous Training Academy
(NITA).
With the aim to have 50% indigenous employees by 2018
the Resort’s Indigenous Engagement Manager Alison
Vidal says, “We want to be known as offering best practice
cultural tourism. The only way to get there is with a vibrant,
skilled workforce that will be with us for the long term.”
“Our workforce must include people from local
communities, building their own future, while helping us
to tell indigenous stories authentically. At the end of 2012
we had 125 indigenous employees, 21% being local Anangu
people.”
Fifty-five percent of the indigenous staff working at the
Resort are employed in entry level positions reflecting
the Resorts Indigenous Traineeship Program. Forty-two
percent work in guest orientation, front of house and
skilled service positions and 1% are employed in middle
management positions.
The Resort has strong development plans to see indigenous
employees progress to higher management positions.
“While health and literacy can be barriers to employment
for some, we spend a fair amount of time addressing these
difficulties – in the end we want people to gain the right
skills and stay with us,” Alison said.
The Resort’s retention strategy is supported by the
following tactics:
• Indigenous Employee Relations Coordinators – working
with employees and workplace supervisors to overcome
any barriers to retention and provide mentoring support.
• Indigenous mentors – working with trainees to support
development of life skills
• Cultural awareness training throughout the Resort
• Fit for work program – to increase overall health and
minimise workplace injuries
• Career pathway planning – mentoring trainees to
actively define and work toward career goals
• Cultural leave policy – allowing indigenous employees to
maintain cultural obligations.
Contact Alison Vidal alison.vidal@ayers.voyages.com.au

Northern Territory Government Assistance
Indigenous Workforce Participation Initiatives Program
This program will support business to develop tailored
programs and workforce planning to improve Indigenous
employment outcomes.
Contact the Department of Business
Phone:
08 8999 7802
Email:
iwpip@nt.gov.au

Regional training and business support
providers
Karen Sheldon Training
Karen Sheldon Training is a Registered Training Organisation
offering nationally accredited and non-accredited training.
The Future Stars program is a pre-employment initiative
providing life skills and preparing indigenous people to enter
the workforce.
Contact Alice Springs Managers
Email:
chris@karensheldontraining.com or
jeff@karensheldontraining.com
Phone:
08 8953 8243
Group Training Northern Territory (GTNT)
GTNT manages the Australian Apprenticeships Support
Services contract for the NT and incorporates the Australian
Apprenticeship NT (AANT). As the largest employer of
apprentices and trainees in the Territory, GTNT matches staff
to employer needs. On offer are:
• packages of services including hiring, skill building,
contracts, payroll and human resource management
• field officers who can mediate workplace issues
• indigenous trainers and culturally-specific material to
deliver a pre-employment package for recruits
• training services delivered under the RTO, Training Plus
Contact Alice Springs GTNT office
Phone:
08 8953 2622
Website: www.gtnt.com.au
Or contact Alice Springs AANT office
Phone:
08 8953 3311
Emaik:
enquiry@aacnt.com.au
Website: www.australianapprenticeshipsnt.com.au

ITEC Employment
As a Job Services Australia (JSA) regional provider, ITEC
Employment provides support to indigenous jobseekers
including:
• immediate vacancy referral for those who are ready, and
• support to disadvantaged jobseekers with non-vocational
barriers.
Contact the Alice Springs office
Phone:
08 8955 4080
Website: www.itecemployment.com.au
CHARTTES Training Advisory Council
A non-profit, advocacy service, CHARTTES provides
organisational training and support, linking with training
providers including the National Indigenous Training
Academy (NITA) to source trained employees. The main focus
is Vocational Education and Training (VET).
Contact Executive Officer Yvonne Webb
Phone:
08 8941 1956
Email:
eo@charttes.com.au
STEPS
This service arranges meetings between students and
employers to describe the range of jobs available in the Red
Centre’s hospitality and tourism sector.
Website: www.alicecareerconnections.com

Crowne Plaza Alice Springs
Part of the InterContinental Hotels Group, Crowne Plaza
has a long term view when it comes to their indigenous
employment strategy.
According to the General Manager Crowne Plaza are
“absolutely committed to increasing the number of
indigenous staff and our target is to achieve an 8%
indigenous workforce.”
“Currently we have indigenous employees in front of
house and entry level positions however we are working
with our more committed employees to train them into
middle and senior management roles in the future.”
Crowne’s strategies for success include:
• Partner with organisations such as Karen Sheldon
Training and the Clontarf Foundation and develop
close associations with indigenous job service agencies
to enable attraction of staff
• Retain those staff with mentoring, cultural awareness
training and professional development opportunities
• Provide staff with opportunities train toward more
senior roles, with challenging responsibilities to keep
them interested
IHG have a Reconciliation Action Plan and an Indigenous
Employment Plan to guide development of indigenous
employment strategies.
“We have no difficulty attracting and recruiting
indigenous employees, the issue is with retention,
absenteeism and personal issues affecting ability to work,”
the General Manager concluded.

15 point Human Resource
Management “Healthcheck”
for tourism and hospitality
Human Resource Management (HRM) addresses all those
issues related to people – recruitment, hiring, compensation,
managing performance, employee well being, motivation,
communication, training and many others.
When HRM is done well, it helps ensure that the vitally
important ‘people side’ of business is managed to the highest
possible degree.
But - HRM is a complex and specialised area.
Like going to the GP and having your vital signs checked, this
brief checklist is designed to help businesses self-diagnose in
terms of best practice in Human Resource Management.

Be honest! Use this health check to help you gain some ideas about where you might be
able to benefit from some HRM ‘exercise’ (or even ‘medication’).
1. Before looking to hire new staff, we clearly specify the kind of person and types of skills we are looking for.
2. We try to be as selective as we can – never just settling on someone because it’s easier at the time (we avoid “panic
hiring”).
3. We provide employees with clear, well thought out and accurate position descriptions.
4. We always look to recruit for the long-term, acknowledging potential as much as immediate needs.
5. We ask our current top performers to help source new staff.
6. We recognise talent within the company – aiming to select and promote from within.
7. We have been trained in how to interview effectively. We use a list of possible questions designed to probe a person’s
skills, experience and communication skills.
8. All employees are given a comprehensive ‘orientation’ – introducing them to the history, background and philosophies
of the business, as well as an introduction to basic policies, rules, procedures, etc.
9. We have an open and transparent bonus system – making sure staff can see the benefits of company success while
understanding the consequences of downturn.
10. We recognise and work with staff in relation to individual work-life balance.
11. We always utilise non-tangible rewards such as encouragement and recognition.
12. We empower those who want to be empowered – not all staff do!!
13. We support people when they have ambitions and the desire to learn.
14. We always strive to rotate positions and give opportunities to new staff.
15. We provide regular formal and informal feedback to staff on their performance and areas where they could improve.
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Appendix 3: HR Management “Healthcheck” For Tourism and
Hospitality
Human Resource Management (HRM) addresses all those issues related to people – recruitment,
hiring, compensation, managing performance, employee well being, motivation, communication,
training and many others. When HRM is done well, it helps ensure that the vitally important ‘people
side’ of business is managed to the highest possible degree. But - HRM is a complex and very
specialised area.
Like going to the GP and having your vital signs checked, this brief checklist is designed to help
businesses self-diagnose in terms of best practice in Human Resource Management.
Be honest! Use this health check to help you gain some ideas about where you might be
able to benefit from some HRM ‘exercise’ (or even ‘medication’).
Rate yourself on the following items:
Before looking to hire new staff, we clearly specify the kind of person and types of skills we are

 looking for.

We try to be as selective as we can – never just settling on someone because it’s easier at the

 time (we avoid “panic hiring”).


We provide employees with clear, well thought out and accurate position descriptions.
We always look to recruit for the long-term, acknowledging potential as much as immediate

 needs.



We ask our current top performers to help source new staff.
We recognise talent within the company – aiming to select and promote from within.
We have been trained in how to interview effectively.

We use a list of possible questions

 designed to probe a person’s skills, experience and communication skills.

All employees are given a comprehensive ‘orientation’ – introducing them to the history,

 background and philosophies of the business, as well as an introduction to basic policies, rules,
procedures, etc.

We have an open and transparent bonus system – making sure staff can see the benefits of

 company success while understanding the consequences of downturn.






We recognise and work with staff in relation to individual work-life balance.
We always utilise non-tangible rewards such as encouragement and recognition.
We empower those who want to be empowered – not all staff do!!
We support people when they have ambitions and the desire to learn.
We always strive to rotate positions and give opportunities to new staff.
We provide regular formal and informal feedback to staff on their performance and areas where

 they could improve.
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Appendix 4: Stakeholders Consulted
The Tourism Employment Plan project Team consulted a number of different stakeholders in the Red
Centre to gauge their views on both the major workforce capacity issues in the region and to assist in
the identification of practical solution – as outlined previously in the plan. Stakeholders consulted,
included:

Industry Advisory Panel Members
Indigenous Business Australia, Voyages Ayers Rock, NT Department of Business and Emplyment, SEiT
Outback Australia, Tourism Northern Territory, Crowne Plaza Alice Springs, OnTOURnt, Karen Sheldon
Training and Development, Department of Education, Employment and Workplace Relations,
Nyangatjatjara College, National Indigenous Training Academy, Tourism Central Australia
Expert Advisory Committee
Tourism & Transport Forum, CHARTTES Training Advisory Council, Tourism Northern Territory,
Service Skills Australia, Department of Education, Employment and Workplace Relations, Charles
Darwin University, NT Department of Business, InterContinental Hotels Group, Department of
Immigration and Citizenship, United Voice.

Australia's Red Centre National Landscape Steering Committee

Tourism NT, Tourism Central Australia, Central Land Council, Parks Australia, Parks and Wildlife
Commission NT, Rose Red Hot Arts, Alice Springs Town Council, Indigenous Business Australia,
Chamber NT, Department of Education, Employment and Workplace Relations, DLP, MacDonnell Shire
Council , DesArts, Central Desert Shire Council .

Red Centre Tourism Employment Plan: Employment, Labour and Skills Interagency
Network

Indigenous Business Australia, Voyages Indigenous Tourism Australia, Crowne Plaza Alice Springs,
CHARTTES Training Advisory Council, Department of Education and Training, OnTOURnt, SEIT
Outback Australia, Tourism NT, Regional Development Australia NT, Karen Sheldon Training and
Development, Kwerralye Café, Department of Immigration and Citizenship, Indigenous Land
Corporation, Department of Resources, Energy and Tourism, Department of Education, Employment
and Workplace Relations, Nyangatjatjara College, Jungala Enterprises, Alice Springs Convention
Centre, Maraku Arts, Parks and Wildlife Commission NT, Tourism Central Australia, Chifley Alice
Springs Resort.

Additional Stakeholders

AAT Kings Ayers Rock Resort, Australian Tourism Export Council, Thrifty, Department of Housing,
Local Government and Regional Services, Anangu Jobs, Lasseters Hotel Casino, Crowne Plaze Alice
Springs, Uluru-Kata Tjuta National Park, Desert Knowledge Australia, Muk Muk Fine Art, Maruku Arts,
Professional Helis , Mission Consulting, Uluru Aboriginal Tours, RT Tours Australia, Ayer Rock Helis, All
Seasons (Accor) Alice Springs, Alice Station Bed & Breakfast, Emu Run Tours, IHG Crowne Plaza Alice
Springs, Alice on Todd Apartments, Quest Serviced Apartments Alice Springs, Uluru Cycles, Oak
Valley, Wayoutback Desert Safaris, Rainbow Valley Cultural Tours, Alice in the Territory, Alice Springs
YHA, International College of Advanced Education, Desert Palms Resort, Airnorth, Aurora Resorts,
Regional Development Australia NT, Jobfind Centre, Uluru Camel Tours, Restaurant and Catering
Australia, National Indigenous Training Academy, STIG Coordinator (William Angliss), William Angliss,
Central Car Rentals, FAHCSIA, Service Skills Australia, Anangu Jobs, Department of Regional
Development and Indigenous Advancement, Group Training NT, AVANA, Eagle Training Services,
Charles Darwin University, Redpath Training, ITEC, Tangentyere Employment Services, Job Futures,
Hilton Hotels, All Seasons Alice Springs, Central Land Council
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RED CENTRE
Tourism Employment, Labour and Skills Interagency
Network

Terms of Reference
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Appendix 5: Interagency Network Terms of Reference
1. Title
The name of the Committee shall be the Tourism Employment, Labour and Skills Interagency
Network.

2. Governance and Reporting
This is proposed to be a Sub-Committee of Australia’s Red Centre National Landscape
Steering Committee providing twice annual reports. Further the Committee will provide twice
annual reports to the Labour and Skills Working Group through the Department of Resources,
Energy and Tourism (RET).

3. Purpose
To oversee the implementation of the Tourism Employment Plan and to create a forum for
focussed discussion on key employment, labour and skills challenges and opportunities in the Red
Centre.

4. Membership
The composition of this network includes (but is not limited to):

Tourism Industry
Associations

Tourism Central Australia

Federal Government
Representatives

Department of Education, Employment and Workplace Relations (DEEWR)

NT Government

Tourism Northern Territory

CHARTTES

Department of Immigration & Citizenship (DIAC)

Department of Regional Development and Indigenous Advancement
Department of Business
Local Industry

Two (2) preferable one larger one small and/or Indigenous

Employment and
Training Agencies

Charles Darwin University
Voyages (Indigenous Land Corporation) / NITA
JSA/RJCP providers by invitation

Workforce
Skills Advisor

Futures

TBC

Others by Invitation

4. Participation
It is expected that no less than 60% of the composite membership participate in the meetings and
actions outlined below.
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5. Decisions
Decisions will be made by through consensus of the group, led by a Chairperson (as outlined
below). Where voting takes place, significant majority (e.g. 2/3) is recommended to ensure a unified
group.

Chairperson
The Chairperson shall be elected by the committee for a period of 12 months. Chairperson
responsibilities include:
Scheduling meetings and notifying committee members,
Inviting specialists to attend meetings when required,
Guiding the meeting according to the agenda and time available,
Ensuring all discussion items end with a decision, action or definite outcome, and
Review and approve the draft minutes before distribution.

Secretary
The Secretary shall be elected by the committee for a period of 12 months. The Secretary is
responsible for providing a reasonable summary of each meeting and agreed actions circulated to
the membership of the committee, as well as to:
a. The Labour and Skills Working Group
b. The Department of Resources, Energy and Tourism
c. Chair of Australia’s Red Centre National Landscapes Steering Committee
The role of the Secretary is also to:
Prepare agendas and issuing notices for meetings, and ensuring all necessary documents requiring
discussion or comment are attached to the agenda,
Distributing the agenda one week prior to the meeting,
Taking notes of proceedings and preparing minutes of meeting,
Distributing the minutes to all committee members one week after the meeting

Core Functions of the Network
Monitor, encourage agencies to progress and report twice annually on the implementation of the key
initiatives in the Tourism Employment Plan.
Ensure that employment issues in the region have focussed attention by an influential group.
Maintain the Programs Guide (the 70+ programs change regularly so this group has the ultimate
responsibility to ensure that the guidelines are fully updated at least twice per calendar year.
Increase uptake of available programs.
Ensure that ‘front line’ staff in each agency within the network are trained in the use of the programs
guide and other related resources.
Maintain an accurate “Network Map” of key players and their roles
Leveraging the Skills Advisors for the Red Centre (advocating for the region).
Ensure regular positive media stories.
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Appendix 6: Tourism Employment and Business Support Programs
Guide
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ACRONYMS AND AGENCIES
CDU
DBCDE
DEEWR
DECF
DET
DHR
DIAC
DIISTE
DOB

CHARLES DARWIN UNIVERSITY
AGENCY: DEPARTMENT OF BROADBAND, COMMUNICATIONS AND THE DIGITAL ECONOMY
DEPARTMENT OF EDUCATION, EMPLOYMENT AND WORKPLACE RELATIONS
DEPARTMENT OF EDUCATION, CHILDREN AND FAMILIES
DEPARTMENT OF EDUCATION AND TRAINING (NORTHERN TERRITORY)
DEPARTMENT OF HUMAN RESOURCES
DEPARTMENT OF IMMIGRATION AND CITIZENSHIP
DEPARTMENT OF INDUSTRY, INNOVATION, SCIENCE, RESEARCH, AND TERTIARY EDUCATION
DEPARTMENT OF BUSINESS NORTHERN TERRITORY

ECREC

ENTERPRISE CONNECT REMOTE ENTERPRISE CENTRE

ILC
ITEP
LSWG
NT
NTCC
TEP
TICA
TCA
VETIS
WHM

INDIGENOUS LAND CORPORATION
INDIGENOUS TOURISM EMPLOYMENT PROGRAM
NATIONAL LABOUR AND SKILLS WORKING GROUP
NORTHERN TERRITORY
NORTHERN TERRITORY CHAMBER OF COMMERCE
TOURISM EMPLOYMENT PLAN
TOURISM INDUSTRY CAREERS ASSOCIATION
TOURISM CENTRAL AUSTRALIA
VOCATIONAL EDUCATION AND TRAINING IN SCHOOLS
WORKING HOLIDAY MAKER (VISA)

Disclaimer
This document should be considered as a draft guide for consideration, input and refinement from industry. The information provided in this report is
made on the basis of information available at the time of preparation and the Department of Bsuiness accepts no liability for decisions made or the
information provided in this report.
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Dear Tourism Industry and Employment Partners,
I’m please to provide you will the most current guide to the programs and
support initiatives available to the tourism, events and hospitality sector.
This list of over 60 programs and initiatives from over 15 Commonwealth,
Territory, and Local Governments, Industry Associations and private
providers. With such as extensive list it needs to be broken down in a few
different ways, we suggest you find the programs that are right for you using
three simple steps:

1. Are you in tourism or hospitality? What skill levels are the jobs you are
looking for support in?
2. Are you trying to recruit, retain, up-skill or develop the staff?
3. What programs are right for you?
Remember that if you need help don’t hesitate to call any of the key contacts in
the front of the guide. Let’s make the Red Centre the region of choice for
careers in tourism, events and hospitality.
Anita Meyer & Kathy Graham
Co-Chairs
Red Centre Tourism Employment Plan
Interagency Network
April 2013
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WHO’S HERE TO HELP

WHO IS HERE TO HELP?
CHARTTES Training Advisory Council
CHARTTES is keen to support the needs of Hospitality
and Tourism Operators in Alice Springs. Partnering with
Chamber of Commerce and utilising Productivity Places
Program (PPP) funding, a program has been put
together where supervisors, team leaders and
managers from various Hospitality and Tourism
Operations in Alice Springs are on the way
to completing a Certificate IV in Frontline Management.
http://www.charttes.com.au/

Department of Business (DOB) - Regional Office
The Department of Business' primary responsibilities
are to deliver business and industry development
services, defence support, and employment and
training.
The department works with business to develop and
broaden the Northern Territory economic base. This
includes the provision of strategic programs and
activities to support business and industry
development.
It is responsible for providing strategic labour market
policy advice and forecasting to maximise employment
opportunities for Territorians and meet industry needs.
Address: Workforce Growth NT / Skilled Migration
Department of Business NT
GPO Box 9800
Alice Springs NT 0871
Telephone: 08 8951 8528
Fax: 08 8951 8533
Email: Senior Project Officer: Trish Berard –
trish.berard@nt.gov.au
www.nt.gov.au/dob/employment

Department of Education, Employment and
Workplace Relations (DEEWR) – Regional Office
The Department of Education, Employment and
Workplace Relations is the lead government agency
providing national leadership in education and
workplace training, transition to work and conditions
and values in the workplace.

DEEWR brings together people and services to support
the Australian Government’s agenda on education,
employment and workplace relations. The department
develops and implements policies and programs to
shape Australia now and in the future. This includes
access to early childhood care and development;
quality early childhood and school education; increased
employment and participation; safe workplaces and an
inclusive society. Everyone in DEEWR is working
towards our vision - a productive and inclusive
Australia.
Darwin (Territory Office)
2nd and 3rd Floor Jacana House, 39-41 Woods Street,
DARWIN NT 0800
PO Box 9880 Darwin NT 0801
Phone: 1-DEEWR (133 397)
Alice Springs
Suite 2.01, 36 Todd Mall, ALICE SPRINGS NT 0871
PO Box 252, Alice Springs NT 0871
Phone: 1-DEEWR (133 397)
http://www.deewr.gov.au/

DIAC Regional Outreach Officers
The Regional Outreach Officer network plays a pivotal
role in supporting regional migration and ensuring that
regional Australia capitalises on the potential benefits
from skilled migration.
The Regional Outreach Officer network plays a pivotal
role in supporting regional migration and ensuring that
regional Australia capitalises on the potential benefits
from skilled migration.
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WHO IS HERE TO HELP?
DIAC Regional Outreach Officers (Con’t)
The Regional Outreach Officer network is playing a key
role in helping regional Australia respond to its skilled
employment needs. Many regional areas have critical
skill shortages and need skilled workers to fill job
vacancies. Regional Outreach Officers are providing
information on state, territory and regional migration
initiatives that are designed to help deliver young,
English-speaking, skilled migrants to regional areas.
They are liaising with state and local governments and
regional employers to raise awareness of regional
migration initiatives and provide information on how
these initiatives work.
Regional Outreach Officers are available to assist
regional employers, state/territory governments and
regional authorities to determine the most appropriate
regional migration solution.
Contact:
Edwina Blenkinsop,
Regional Outreach Officer Northern Territory
Department of Immigration and Citizenship
Telephone: (08) 8901 6126
Email: outreach.nt@immi.gov.au

GTNT – Alice Springs
19 Hartley Street, Alice Springs,
Phone 08 89532622
Email: gtnt@gtnt.com.au
http://www.gtnt.com.au/

Service Skills Australia
Service Skills Australia (SSA) is a not-for-profit,
independent organisation. They are one of 11 industry
skills councils funded by the Australian Government to
support skills development.
SSA represent a range of industry sectors, including
retail and wholesale, sport, fitness, community
recreation, outdoor recreation, travel, tours, meetings
and events, accommodation, restaurants and catering,
caravans, hairdressing, beauty, floristry, community
pharmacy and funeral services.
SSA is a comprehensive source of expert, independent
advice for industry, training organisations and
employees, students and jobseekers about skills
development in the service industries.

http://www.immi.gov.au/skilled/regionalemployment/employers.htm

Level 10, 171 Clarence Street
SYDNEY NSW 2000
Phone: 02 8243 1200
Email: info@serviceskills.com.au

Group Training Northern Territory

http://www.serviceskills.com.au/

GTNT is the largest employer of Apprentices and
Trainees in the Northern Territory. The Company also
has a range of tailored training support arrangements
in place with major Northern Territory employers in the
private and public sectors
GTNT recruits quality Apprentices and Trainees and
places them with host employers providing an
extensive mentor support service to maximise the
potential of each new Apprentice and Trainee. Tailored
Apprenticeship and Traineeship training support
services for large and small employers are a feature of
GTNT.
GTNT manages the training of the Northern Territory
Government Trainees and a range of other training
assignments, specialising in Business Administration,
Information technology and Retail sectors.
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WHO IS HERE TO HELP?
Tourism Central Australia

Tourism NT

Tourism Central Australia (TCA) is the Regional
Tourism Organisation (RTO) for Central Australia. It
is a Non-profit association of businesses, individuals
and organisations committed to the growth of
business and tourism in the region. TCA’s operations
are structured to assist in the development and
support of members’ tourism products to respond
to the requirements of the tourism industry within
the Northern Territory.

Tourism NT has been established as a commission by
the Northern Territory Government under the Tourism
NT Act 2012. Tourism NT is responsible for marketing
and influencing the development of the Northern
Territory as a competitive visitor destination for the
continuing benefit of Territorians.

Gregory Terrace
Alice Springs NT 0870
Phone: 08 8952 5800
http://www.centralaustraliantourism.com/

Enterprise Connect Remote Enterprise Centre

Under the Tourism NT Act 2012, the functions of
Tourism NT are:
• Market the Territory as a desirable visitor
destination.
• Facilitate the sustainable growth of the tourism
industry in the Territory.
Tourism NT works with the following main partners and
stakeholders to achieve these outcomes:

Enterprise Connect Remote Enterprise Centre is part
of the Department of Industry, Innovation, Science,
Research and Tertiary Education and connects
businesses with the knowledge, tools and expertise
necessary to improve productivity, increase
competitiveness and fully capitalise on business
growth potential.
Services are delivered through a network of statebased Manufacturing Centres and five specialist
Innovation Centres strategically positioned around
the country, including the Remote Enterprise Centre
in Alice Springs. It is staffed by teams of highly skilled
and experienced Business Advisers who will come to
your business regardless of where you are located
and work with you to deliver a customised Business
Review free of charge.

• The tourism industry to market the Territory
interstate and overseas as a visitor destination and
to facilitate appropriate tourism development.

Centre Director: Brenda Elferink
Email: RemoteEnterpriseCentre@innovation.gov.au

Alice Springs
67 North Stuart Highway
Alice Springs NT 0871
PO Box 2532
Alice Springs, NT 0871
Phone: 61 8 8951 8555

• The travel industry to influence and coordinate
partnerships with wholesalers and retail agents to
facilitate distribution of the Territory's tourism
product.
• The Northern Territory Government, through the
Minister for Tourism and Major Events, by providing
policy and other advice.
• The Tourism Board of Commissioners, on strategic
issues facing the Northern Territory's tourism
industry.

http://www.tourismnt.com.au/
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Chamber of Commerce NT – Training

Registered Training Organisations

The Chamber is a Registered Training Organisation
(RTO) with accreditation under the Australian Quality
Training Framework (AQTF) and registered for the
provision of training delivery, assessment and the
issuance of nationally recognised Qualifications and
Statements of Attainment. Training Services deliver
quality products and services and has a reputation in
the business community for providing quality training
with value for money. Our emphasis is always on
practical, relevant and effective skills and knowledge
development. The Chamber's highly experienced
facilitators and consultants all have extensive, practical
and hands-on experience in their field of expertise.

Registered training organisations (RTOs) are providers
and assessors of nationally recognised training. Only
RTOs can issue nationally recognised qualifications.

On site training services are offered to groups of
employees/managers and courses can be tailor made.
Where specific industry skills training is required that is
beyond the training scope of the Chamber, an outside
consultant/trainer can be organised.

To ensure an RTO continues to deliver quality training
or assessment, its registration must be renewed with
the relevant state or territory registering authority at
least every five years. The registering authority can
audit the RTO at any time during its period of
registration.

Training Manager - Gail Dickin
Phone: 08 8927 0766
Email: gdickin@chambernt.com.au
http://www.chambernt.com.au/index.cfm?fuseaction=pag
e&p=42

Restaurant and Catering Australia
Restaurant & Catering is the national association that
leads and represents the interests of restaurants and
catering businesses in Australia. In addition to actively
pursuing national issues and projects of relevance to its
members, R&C is committed to ensuring that the
industry is recognised as one of excellence,
professionalism, profitability and sustainability within
its broader social and economic contribution. This
includes promoting and advocating the value of the
restaurant experience to the public.

In order to become registered, training providers must
meet the Australian Quality Training Framework 2007
(AQTF 2007) standards. This ensures the quality of
Vocational Education and Training (VET) services
throughout Australia.
Training organisation register to provide nationally
recognised training with its relevant state or territory
registration authority.

RTOs include TAFE colleges and institutes, adult and
community education providers, private providers,
community organisations, schools, higher education
institutions, commercial and enterprise training
providers, industry bodies, and other organisations that
meet registration requirements.
More information on Australia’s RTOs can be found on
http://www.asqa.gov.au/about-vet/about-rtos/aboutrtos.html

Job Services Australia
Job Services Australia is the Australian Government
employment services system that supports job seekers
and employers.
Employers are able to use Job Services Australia to find
staff to meet their recruitment needs.

PO Box 121
SURRY HILLS
NSW 2010

Job Services Australia is delivered by a network of
organisations funded by the Australian Government to
provide employment services to job seekers and
employers.

Phone: 1300 722 878

http://deewr.gov.au/job-services-australia-jsa

http://www.restaurantcater.asn.au/
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HOW TO USE THE GUIDE

2. HOW TO USE THE GUIDE
This Guide To Employment Programs in the
Red Centre is a user friendly means for
employers to identify and learn more
about the range of employment programs
available to assist them in the attraction,
recruitment, retention and the skill
development of workers.
The Guide enables employers to identify
the tourism and hospitality programs
available that specifically match their
workforce needs. This is achieved through
a user friendly matrix of employment
programs which enables employers to
guide themselves to the most applicable
programs depending on the occupations
they seek advice on and the advice that
they seek.
The following pages provide a step by step
guide for employers on how to use this
resource.
The Guide is updated quarterly to ensure
the programs detailed remain current.

APRIL 2013
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STEP 1. FINDING YOUR OCCUPATION

1: Identify the sector that you are
having your workforce challenges in (in
this example the hospitality Sector) and
identify the specific tourism and
hospitality occupation that you are
looking to either attract, recruit, retain
staff in or develop potential new
workers in (for example, in the
occupation of Gaming Manager).

SKILL
LEVEL
1

TOURISM
Tour Wholesaling Officer
Park Ranger
Amusement Centre Manager

Café or Restaurant Managers (Restaurateur, Food & Beverage
Manager)

Regional Area Tourism Manager (Project
Coordinator)

Caravan Park and Camping Ground Manager

Conference and Event Organisers

Chefs (Executive, Commis, Chef de Partie, Sous or Catering
Manager)
Hotel or Motel Managers (Duty Manager)

Meeting, Events and Conference Assistant

Licenced Club Managers (Duty Manager)

Travel Agency Managers

2

HOSPITALITY

B & B Operators
Resort Manager (General Manager)
Gaming Manager
Hostel Manager
Other Managers (e.g. Accommodation and Hospitality
Manager, Facilities Manager)

2: Selecting this occupation will also
determine which skill level the
position falls within (in the case of
Gaming Manager, this is skills level 2).
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4. JOBS REFERENCE
SKILL LEVEL
1

TOURISM
Park Ranger

Regional Area Tourism Manager (Project Coordinator)

Café or Restaurant Managers (Restaurateur, Food & Beverage
Manager)
Caravan Park and Camping Ground Manager

Travel Agency Managers

Chefs (Executive, Commis, Chef de Partie, Sous or Catering Manager)

Conference and Event Organisers

Hotel or Motel Managers (Duty Manager)

Meeting, Events and Conference Assistant

Licenced Club Managers (Duty Manager)

Amusement Centre Manager

2

HOSPITALITY

Tour Wholesaling Officer

B & B Operators
Resort Manager (General Manager)
Gaming Manager
Hostel Manager
Other Managers (e.g. Accommodation and Hospitality Manager,
Facilities Manager)
Hotel Service Managers
Cook

3

Concierge / Porter
Pastry Cook / Pastry Chef / Patisserie
Front Office Manager

4

Tourist Information Officers

Food and Beverage Attendant (Waiter)

Charter and Tour Bus Driver

Bar Attendant/ Baristas

Deck hand (Marine Tourism)

Sommelier

Tour Information Centre Manager

Gaming Workers

Travel Consultants

Hotel or Motel Receptionists

Gallery or Museum Guides

General Receptionists, Numerical Clerks, Contact Centre Operators

Tour Guides
Outdoor Adventure Guides
Ticket Sales Officer (Sales Reservation Officer)

Commercial House-keepers, Laundry Workers

Booking agent (Reservations Clerk)

Kitchen-hands / Fast Food Cooks
Café Workers

5

Bar Useful or Busser/Doorperson or Porter
Grounds and Maintenance Attendant
Room Attendant

Attendant
*This is not an exhaustive list of tourism and hospitality roles and furtherBottleshop
input from industry
will be considered
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STEP 2. FINDING YOUR SUITABLE PROGRAMS

4: Use the Tourism and Hospitality
3: Use the Skill Levels to find the programs
applicable to the occupation (for example
Gaming Manager is Skills Level 2). This Skill
Level has been determined in Step 2.

division to further refine your search
amongst the programs. For example,
Gaming Manager is a hospitality
occupation. This has been determined as
part of step 1:

5: use the HR Cycle blocks depending
on whether you are seeking to attract
workers, recruit workers, retain workers
or develop the skills of potential
workers. In this example we have
looked to attract workers

1
Tourism

2

3

4

5

Hospitali
Hospitali Hospitali
Hospitali
Tourism
Tourism
Tourism
ty
ty
ty
ty

ATTRACTION PROGRAMS
1. Skills1ne (Private)

x















2. MyFuture (DEEWR)

















3. Travel Industry Career Association (TICA)



x



x

x

x

x



4. School Business Community Partnerships Brokers Program
(DEEWR)

x



x











5. VETiS (CDU)

x

x

x





x



x

6: The ticks in the column represent the programs which will assist you in the
occupation that you require assistance with. This can be done for each of the HR
Cycles. For example, the Territory Workers Database (program number 12 on the list)
can assist you to attract Gaming Managers
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STEP 3. CHECKING YOUR ELIGIBILITY

7: Find more information about your
programs (including website details )on the
following pages, with each program
matched next to the number it appears
with on the grid over the page.
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5. PROGRAM GUIDE

Skill Level (ANZSCO Code)

Agency

1
Tourism

ATTRACTION PROGRAMS
x
Private
1. Skills1ne

DEEWR
2. MyFuture

TICA
3. Travel Industry Career Association
4. School Business Community Partnerships
x
DEEWR
Brokers Program
x
CDU
5. VETiS
x
DECF
6. Northern Territory Schools Industry Academy

NTA
7. Discover Tourism

RCA
8. Discover Hospitality

NTA
9. Discover Your Career

DOB
10. Skilled Worker Attraction Program (Expo)

DEEWR
11. Australian Job Search

2

3

4

5

Hospitality

Tourism

Hospitality

Hospitality

Tourism

Hospitality

Tourism





























x



x

x

x

x





x











x

x





x



x

x

x





x



x

x



x

x



x

x



x





x



x

















x





x



















RECRUITMENT PROGRAMS

12. Territory Worker Database
13. Jobs Portal
14. Across Industry Recruitment Resource tools
15. Subclass 457 – Business (Long Stay) Visa
16. Working Holiday (subclass 417) visa
17. Work and Holiday (subclass 462) visa
18. Seasonal Worker Program (subclass 416) visa
19. Employer Nomination Scheme (subclass186)
visa - ENS
20. Regional Sponsored Migration Scheme
(subclass 187) – RSMS
21. Occupational Trainee (subclass 442) visa*
(DIAC)
22. Skilled – Regional Sponsored - Provisional
(subclass 489) visa
23. Skilled – Graduate - Temporary (Subclass 485)
visa
24. Student Visa
25. Special Category (subclass 444) visa for New
Zealand citizens
26. Labour Agreements
27. Alice Career Connections

DOB
DOB
Private
DIAC
DIAC
DIAC
DIAC





















































x



x

x

x

x

































x

x

x

x



x



x

DIAC









x

x

x

x

DIAC









x

x

x

x

DIAC

















DIAC









x

x

x

x

DIAC









x

x

x

x

DIAC

















DIAC

















DIAC
NTCC DET

















x

x

x

x





x

x

SKILLS DEVELOPMENT PROGRAMS

28. MySkills
29. Australian Apprenticeships Pathway
30. National Indigenous Training Academy
31. Indigenous Workforce Participation Initiatives
Program
32. Small Business Superannuation Clearing House

APRIL 2013

DEEWR
DEEWR
ILC

































x

x

x

x



X



x

DOB

x

x

x

x



X



x

DHR
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5. PROGRAM GUIDE
Skill Level (ANZSCO Code)

Agency

1
Tourism

2
Hospitality

3
Tourism

UPSKILLING EXISTING WORKER PROGRAMS
33 Australian Government Small Business Advisory
DIISTCE



Service
ECREC
34. Enterprise Connect Business Review Program



CDU
35 Desert Guides
x
x
x
CDU
36. VET Programs



CDU
37. Uluru Tour Guide Accreditation
x
x
x
DOB
38. Priority Sector Workforce Plans



TNT
39. Tourism e-kit



DOB
40. Business Upskills



Private
41. SkillsBoost



ASSOCs
42. Industry Association Training



DOB
43 Industry Build Skills Program



DOB
44. Small Business Support



45. Accelerated Australian Apprenticeships
DEEWR



Initiative
DEEWR
46. Australian Apprenticeship Mentoring Program



47. Experience+ More Help for Mature Age
DEEWR



Workers
48. Tourism Specific Training Programs (China
TNT, TCA



Ready, online Ready)
DOB
49. October Business Month



DIISCTE
50. Traineeships – Hospitality
x
x
x
51. Supporting Small Business Skill to Grow the
DEEWR



Economy
SSA
52. Workforce Futures



DBCDE
53. Satellite Phone Subsidy Program



DIISCTE
54. Traineeships – Tourism

x
x
DOB
55. Pre employment Programs




4

5

Hospitality

Hospitality

Tourism

Hospitality

Tourism












x

x





x



x

x

x
x


x







x
x


x



x

x

x
x


x
x


x

x

x
x


x
x









































x


x



X

x



x













x




x









x







BUSINESS SUPPORT PROGRAMS
56. Business Technology Solutions Program
57. Business Employment Solutions Program
58. Workplace Language and Literacy Program
59. Your Workforce
60. Digital Enterprise Program
61. Territory Business Growth Program
62. Tourism Business Development Client
Management Program
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DEEWR
DOB
DBCDE
DOB



x






x






x




x






x






x






x






x






DOB

















16

THE PROGRAM GUIDE

6. PROGRAMS
1. Skills1ne
Skills1ne is a multi new media platform that inspires
young people, career counsellors and parents to
develop positive attitudes to trades and skills.
The website offers series of videos that provides
real-life examples showing opportunities in the
hospitality and tourism industry . The new media
platform provides portals for trainees and
apprentices to share their story and communicate
with others about their successes.
The online portal also offers career information,
trends, scholarships and job seeking services.
http://www.skillsone.com.au/

Agency: Private
2. MyFuture
MyFuture is a website that provides information
about career planning , education and training
options for Australian jobs. The website provides a
“My Guide” that is a personalised career exploration
service where a student can do activities to build a
career profile, explore career ideas, consider career
options and develop a career plan.
http://www.myfuture.edu.au/
Agency: Department of Education, Employment and
Workplace Relations
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3. Travel Industry Career Association
TICA is an Australian not-for-profit organisation
designed to promote travel industry careers and
provide support to both people in the industry, and
people that would like to become part of the
industry.
http://www.travelindustrycareers.org/
Agency: Travel Industry Careers Association
4. The School Business Community Partnership
Brokers
The School Business Community Partnership Brokers
(Partnership Brokers) program is focused on building
partnerships to support young people to attain
Year 12 or equivalent qualifications and reach their
full educational and social potential.
Partnership Brokers assist key stakeholders to enter
into partnership arrangements that will enrich the
learning experience for young people leading to
improved levels of participation, engagement and
attainment. Partnership Brokers work with key
stakeholders to identify the needs of their region,
help partners to agree on how they can work
together towards a common purpose, and support
partnerships to achieve their goals.
http://www.deewr.gov.au/Youth/YouthAttainmenta
ndTransitions/Pages/SBCPB.aspx
Agency: Department of Education, Employment and
Workplace Relations
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5. VETiS (CDU)
Charles Darwin University, Alice Springs campus,
offer VET programs in Tourism and Hospitality that
will enable your organisation to link up with CDU VET
graduates to fill vacancies within your organisation.
VET in Schools (VETiS) is a chance for secondary
school students to develop employability skills while
receiving their secondary education. Not only can
VET support students in becoming 'work ready', it
also allows them to experience a variety of
professions while they continue to attend secondary
school.
http://www.cdu.edu.au/cduvet/VETinSchools.html
Agency: Charles Darwin University

6. Northern Territory Schools Industry Academy
Virtual Academy in partnership with schools and
business to strengthen VET in schools including
increasing online VET program delivery to improve
VET pathways, particularly across regional and
remote areas.
www.dob.nt.gov.au/Employment/workforcedevelopment/emp-strategy/Pages/default.aspx
Agency: Department of Education, Children and
Families
7. Discover Tourism
The site aims to target labour and skills issues within
tourism. The portal aims to fill the gap between
existing private sector, industry and government
career information providers, and provide to the
Australian workforce a better alignment of
information to provide a one-stop-shop coordinated
industry and government approach for employers
and employees in the tourism industry.
http://www.discovertourism.com.au/
Agency: National Tourism Alliance
8. Discover Hospitality
The site aims to target labour and skills issues within
hospitality. The portal aims to fill the gap between
existing private sector, industry and government
career information providers, and provide to the
Australian workforce a better alignment of
information to provide a one-stop-shop coordinated
industry and government approach for employers
and employees in the hospitality industry.
www.discoverhospitality.com/

Agency: Restaurant and Catering Australia
APRIL 2013

9. Discover Your Career
Linked to the Discover Tourism and Discover
Hospitality sites, Discover Your Career includes a
dynamic blog that enables two-way conversations
between career experts and the employment market
and includes video, audio and text content and links to
social media channels. The site also includes a
responsive online Advice Line – with assigned industry
experts manning the blog to answer career, training
and industry queries.
www.tourismalliance.org/discover-your-career/
Agency: National Tourism Alliance
10. Skilled Worker Attraction Program (Expo)
The Territory Government delivers an annual skilled
worker
attraction
program,
nationally
and
internationally, to raise the profile of Territory jobs
and the great Territory lifestyle. The Territory
Government advertises in the NT News and regional
papers ahead of travelling to interstate and overseas
job expos. This provides local employers with an
opportunity to get involved. Territory business and
industry representatives are welcome to travel to any
of these job expos with the Territory Government as
part of a ‘Team NT’ approach to attracting skilled
workers.
http://www.nt.gov.au/dbe/Employment/Pages/skilledworker.aspx

Agency: Department of Business
11. Australian Job Search
This website is a free resource that can be used to
advertise vacancies nationally.
http://jobsearch.gov.au/
Agency: Department of Education, Employment and
Workplace Relations
12. Territory Worker Database
The Territory Worker Database is a database for
businesses who can’t fill vacancies locally. Local
employers and recruitment agencies can register to
access the database to find workers that match their
job vacancies. The Territory Worker Database is kept
current and is a secure way for employers to make
contact with potential workers. On average more than
300 candidates join the database each month.
http://www.theterritory.com.au/tworker/agent/
Agency: Department of Business
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13. Jobs Portal
The Northern Territory Jobs Portal is an online
destination for organisations seeking to recruit staff
and for individuals looking to find work in the
Northern Territory.
http://www.jobsinthent.nt.gov.au/Pages/default.aspx
Agency: Department of Business
14. Across Industry Recruitment Resource Tool
There are a variety of recruitment resource tools
businesses can use to advertise vacancies.
• http://www.careerone.com.au/
• http://mycareer.com.au/
• http://jobs.com.au/
• http://www.seek.com.au/
Agency: Private
15. Subclass 457 – Business (Long Stay) Visa
The subclass 457 visa is for skilled workers from
outside Australia who have been sponsored and
nominated by a business to work in Australia on a
temporary basis. A business can sponsor a skilled
worker if they cannot find an appropriately skilled
Australian citizen or permanent resident to fill a
skilled position.
http://www.immi.gov.au/skilled/skilled-workers/sbs/
Agency: Department of Immigration and Citizenship
16. Working Holiday (Subclass 417) Visa
The Working Holiday maker program encourages
cultural exchange and closer ties between
arrangement countries by allowing young people,
between the age of 18 to 30 years, to have an
extended holiday supplemented by short term
employment. Visa holders are able to work in
Australia for up to 6 months with each
employer. There are two visa options - Working
Holiday (Subclass 417) and Work and Holiday
(Subclass 462), each with different eligibility terms
and conditions. For more information
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This visa is for people from Canada, Cyprus,
Denmark, Estonia, Finland, France, Germany, Hong
Kong, Republic of Ireland, Italy, Japan, Republic of
Korea, Malta, Netherlands, Norway, Sweden, Taiwan,
United Kingdom
http://www.immi.gov.au/visitors/working-holiday/
Agency: Department of Immigration and Citizenship

17. Work and Holiday (Subclass 462) Visa
Similar to the (Subclass 417) Visa, The Work and
Holiday
(Subclass 462) Visa
is designed to
encourage cultural exchange and closer ties between
arrangement countries. Businesses can take
advantage of these short-term travellers by
advertising some of their vacancies at local
backpackers and hostels.
This visa is for people from Argentina, Bangladesh,
Chile, Indonesia, Malaysia, Thailand, Turkey, the USA
and Uruguay.
http://www.immi.gov.au/visitors/workingholiday/462/
Agency: Department of Immigration and Citizenship

18. Seasonal Worker Program (Subclass 416) Visa
Hotels, motels, serviced apartments and other
tourism accommodation providers across the
Northern Territory are able to employ seasonal
labour from Pacific countries from 1 July 2012 under
a three year trial. Under the trial, seasonal workers
can be employed as bar attendants, baristas, food
and beverage attendants/waiters, cafe workers,
garden labourers, housekeepers, kitchen hands and
public area cleaners. For more information
http://deewr.gov.au/accommodation-trial-seasonalworker-program/
Agency: Department of Immigration and Citizenship
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19. Employer Nomination Scheme (Subclass186)
Visa - ENS*
This visa is for skilled workers from outside Australia
or skilled temporary residents who live and work in
Australia. Employers can take advantage of these
visas to fill any skilled vacancies in their business.
http://www.immi.gov.au/skills/skillselect/index/visas
/subclass-186/
Agency: Department of Immigration and Citizenship
20. Regional Sponsored Migration Scheme (Subclass
187) - RSMS*
This visa is for skilled workers from outside Australia
or skilled temporary residents who live and work in
regional Australia. This visa is for people who want to
live and work in regional Australia which makes this
a suitable resource for employers to find skilled
workers in the Red Centre.
http://www.immi.gov.au/skills/skillselect/index/visas
/subclass-187/
Agency: Department of Immigration and Citizenship

23. Skilled – Graduate - Temporary (Subclass 485)
Visa
This visa allows overseas students who do not meet
the criteria for a permanent General Skilled Migration
visa to remain in Australia for 18 months to gain skilled
work experience or improve their English language
skills. This provides an opportunity for businesses in
the Red Centre to advertise their unique work
opportunities to a young enthusiastic audience.
http://www.immi.gov.au/skilled/general-skilledmigration/485/
Agency: Department of Immigration and Citizenship
24. Student Visas
These selection of visas give opportunity for students
overseas to come to Australia to study. A few of these
visas also allow students to work allowing for
businesses to take advantage and advertise their
vacancies at local education facilities.
http://www.immi.gov.au/students/students/chooser/
Agency: Department of Immigration and Citizenship

21. Occupational Trainee (Subclass 442) Visa
This visa is for people from outside Australia who
want to improve their occupational skills through
training with an Australian organisation or
government agency. This provides an opportunity for
businesses in the Red Centre to demonstrate their
unique operations to a young enthusiastic audience.
http://www.immi.gov.au/students/sponsored/otv/
Agency: Department of Immigration and Citizenship

25. Special Category (Subclass 444) visa for New
Zealand Citizens
The Special Category (Subclass 444) Visa is a temporary
visa automatically granted to New Zealand citizens
who arrive in Australia who do not hold a permanent
visa. This visa allows eligible people to live and work in
Australia for a period of up to five (5) years.
http://www.immi.gov.au/migrants/family/461/
Agency: Department of Immigration and Citizenship

22. Skilled – Regional Sponsored - Provisional
(Subclass 489) Visa
This points-based visa is for skilled workers who are
nominated by a state or territory or sponsored by an
eligible relative living in a designated area in
Australia. The visa is valid for four years, and a visa
holder must live and work in a specified regional
area. Businesses can take advantage of their current
employee connections to fill skilled vacancies.
http://www.immi.gov.au/skills/skillselect/index/visas
/subclass-489/
Agency: Department of Immigration and Citizenship

26. Labour Agreements
Labour Agreements are formal arrangements between
an employer and the Commonwealth which allows for
the recruitment of an agreed number of overseas
skilled workers. Both temporary and permanent visas
can be granted under the agreement. Agreements are
generally effective for two to three years.
http://www.immi.gov.au/skilled/skilled-workers/la/
Agency: Department of Immigration and Citizenship
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27. Alice Career Connections*
Alice Career Connections aims to strengthen links
between young people and local business by raising
young people’s awareness of the broad range of
career opportunities on offer in Central Australia. Local
Employers face challenges in filling their vacancies as
young job seekers may not be aware of the career
pathways offered within their organisation. We aim to
raise student awareness by having students meet with
employers to profile their business for this website. All
data is collected for local students by local students.
http://www.alicecareerconnections.com
Agency: Chamber of Commerce NT, NT Department
of Education (DET)

28. MySkills
MySkills is an easy to use career and skills manager for
your manufacturing, engineering and automotive
career. It includes career planning tools and a handy
resume generator. Best of all, these services are totally
free to use!
MySkills safely stores your personal profile, skills, work
history, and important work contacts and web links. It
maintains your current resume online, which is
accessible whenever you want it, and can
automatically update your profile from your current
employer as you develop in your present role.
https://www.myskills.net.au/
Agency: Department of Education, Employment and
Workplace Relations
29. Australian Apprenticeships Pathway
The Australian Government has introduced a number
of initiatives to help ease the financial difficulties
Australian Apprentices experience in the early years of
their Australian Apprenticeship, particularly in trades
experiencing a skills shortage. These initiatives provide
financial support to Australian Apprentices through
the Australian Apprenticeships Incentives Program.
http://www.australianapprenticeships.gov.au/docume
nts/PathwayAA.pdf
Agency: Department of Immigration and Citizenship
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30. National Indigenous Training Academy *
The ILC has established the National Indigenous
Training Academy established at Yulara. The
academy provides accredited training programs that
offer pathways for Indigenous people into
sustainable employment at ARR and within the wider
Australian tourism and hospitality industry. The
academy will take on 50 Indigenous trainees in 201112 and 2012-13.
http://www.ilc.gov.au
Agency: Indigenous Land Corporation
31. Indigenous Workforce Participation Initiatives
Program
The Indigenous Workforce Participation Initiatives
Program (the program) is funded by the Northern
Territory Government. It is a Territory wide grants
program. The Program’s objectives are to increase
workforce participation outcomes for Indigenous
Territorians by assisting industry and business,
including the not-for-profit sector, to plan and
establish practices and systems to engage and
expand the number and skills of Indigenous
Territorians in the workplace.
Agency: Department of Business
32. Small Business Superannuation Clearing House
The Australian Government is offering a free
superannuation clearing house service to small
businesses with less than 20 employees. This service
is optional and is designed to reduce red tape and
compliance costs associated with meeting your
superannuation guarantee obligations.
http://www.humanservices.gov.au/business/services
/medicare/small-business-superannuation-clearinghouse/
Agency: Department of Human Resources
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33. Australian Government Small Business
Advisory Services
The objective of the Small Business Advisory Services
program is to maximise the innovation, sustainability,
productivity and/or growth potential of the
participating small businesses through access to low
cost business advisory services.
This program aims to achieve these objectives by
improving the business and/or financial management
skills of participating small businesses.
Small businesses can access a range of advisory
services, such as but not limited to:
• Loans and banking products
• Business planning
• Development of simple marketing plans
• Accessing legal and accounting services
• Leasing guidance
• Advice on government regulations
• Mentoring for business (one-on-one, group
sessions and networking opportunities)
These small business advisory services are located in
suburban, rural and regional Australia. In the 201213 Budget, the Government is providing a further
$27.5 million to extend the program over four years,
with on-going funding thereafter. To find a small
business advisory service near you visit:
http://www.ausindustry.gov.au/smallbusiness.
Agency: Department of Industry, Innovation,
Science, Research and Tertiary Education

Businesses that receive a Business Review will be
eligible to apply for the Tailored Advisory Service.
Enterprise Connect will reimburse half the cost, up
to a maximum of $20,000 excluding GST, of
engaging a consultant to implement recommended
business improvements. More detailed information
regarding Enterprise Connect services, how to apply,
eligibility criteria can be found at:
http://www.enterpriseconnect.gov.au
Agency: Enterprise Connect Remote Enterprise
Centre

35. Desert Guides
Desert Guides is a guiding qualification recognising
excellence and encouraging development of tour
guiding in Australia’s desert regions – starting in the
Red Centre. The Certificate III in Guiding covers
basic skills for guiding in Australia. Desert Guides
would package specific desert knowledge content
with the Cert III. Content would include indigenous
culture, eco systems, animals and habitats, flora, fire
knowledge, advanced driving skills and can be
taught by specialist organisations and individuals in
the desert region, involving cross border and
indigenous groups.
http://learnline.cdu.edu.au/tourism/uluru/download
s/DesertGuides%20fact%20sheet.pdf

Agency: Charles Darwin University
*This program is not currently operating

34 Enterprise Connect Business Review program
The Business Review is a top to bottom analysis of a
business, carried out on-site by highly skilled and
experienced Business Advisers at no charge to the
business. Applications for a Business Review can be
made individually, or as a group of companies.
Eligible tourism businesses are matched with an
experienced Business Adviser who will work with
people throughout various operational levels of the
business to develop a thorough view of:
• Strengths and weaknesses of the business
• Strategic business issues
• Potential areas for improvement and
• Potential areas for growth
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36. VET Programs
Charles Darwin University, Alice Springs campus,
offer VET programs in Tourism and Hospitality that
will enable your organisation to link up with CDU
VET graduates to fill vacancies within your
organisation. The following Tourism and Hospitality
programs are offered at CDU:
• Cert I to Cert IV in Hospitality - includes work
experience
• Diploma of Hospitality - includes work experience
• Cert I in Tourism (Australian Indigenous Culture)
• Cert II to Cert IV in Tourism
• Diploma of Tourism
• Cert III & Cert IV in Tourism (Guiding)
http://www.cdu.edu.au/cduvet
Agency: Charles Darwin University
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37. Uluru –Kata Tjuta Tour Guide Accreditation
It is a requirement for all commercial tour operators
that any guides leading tours within Uluru-Kata Tjuta
National Park have successfully completed an entry
level course providing tour guides with essential
knowledge about Uluru-Kata Tjuta. Tour guides will
enrol in the unit, SITTGDE008A Research And Share
General Information On Australian Indigenous
Cultures as part of the course SIT 10107 Certificate I in
Tourism (Australian Indigenous Culture), SIT30507
Certificate III in Tourism (Guiding) and SIT 40107
Certificate IV in Tourism (Guiding).
http://learnline.cdu.edu.au/tourism/uluru/
Agency: Charles Darwin University
38. Priority Sector Workforce Plans
Target priority areas are community services, tourism
and the VET workforce. Work with these industry
sectors to develop and implement evidence-based
workforce development strategies.
www.dob.nt.gov.au/Employment/workforcedevelopment/emp-strategy/Pages/default.aspx
Agency: Department of Business
39. Tourism e-kit
The Tourism e-kit is a comprehensive online
marketing program, specifically designed to enable
tourism operators to immediately apply online
marketing concepts to their business.
http://www.atdw.com.au/tourismekit.aspx

Agency: Tourism NT
40. Business Upskills
Business Upskills is a program of practical, hands-on
and informative workshops facilitated by industry
experts to help business owners develop and
strengthen their businesses.
Held around the Territory throughout the year,
Business Upskills workshops also provide the business
owner with valuable networking tools and access to
further support programs as your business continues
to grow. Business Upskills workshops cover topics
such as:
• Marketing
• Staff and Your Responsibilities
• Planning for Business Growth
http://www.nt.gov.au/dbe/business/startingbusiness/business-upskills/Pages/default.aspx
Agency: Department of Business
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41. SkillsBoost
Skillsboost is the online training and blended learning
division of Optimum Results. It provides a range of
online training interventions designed to improve
business performance. Their innovative solutions
combine best practice training with new and evolving
web technologies that allow them to provide cost
effective training solutions for organisations of any size
or maturity.
http://www.skillsboost.com/about/who_are_we.php
Agency: Private
42. Industry Association Training
There are a number of diverse industry associations
linked, and available, to assist employers in the Red
Centre with their human resource needs. These
include:
• The Northern Territory Chamber of Commerce:
http://www.chambernt.com.au/
• The Hotel, Motel and Accommodation Association:
http://www.hmaa.com.au/
• Restaurant and Catering Association of Australia
• http://www.restaurantcater.asn.au
• Australian Tourism Export Council:
• https://www.atec.net.au/
Agency: Tourism Associations
43. Industry Build Skills Program
The Industry Buildskills Program is a Northern Territory
Government initiative to assist Territory employers to
upskill or re-skill existing workers.
The Department of Business provides funding for
accredited training and / or assessment to purchase
specific industry training for existing workers.
The Industry Buildskills Program aims to reduce the
effect of current and emerging skill shortages and
increase the productivity of the Territory workforce.
The Industry Buildskills Program provides higher level
qualifications or skill sets particularly in occupations or
industry sectors that may be affected by changes in
national codes of practice or amendments to
legislation.
http://www.dob.nt.gov.au/training/programsfunding/Pages/buildskills-program.aspx
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44. Small Business Support
Free access to a specialist legal or accounting
practitioner for two hours to increase business
understanding in these areas.
http://www.becnt.com.au/index.php/services/smallbusiness-advisory-service
Agency: Department of Business
45.
Accelerated Australian Apprenticeships
Initiative
The overarching aim of the Accelerated Australian
Apprenticeships initiative is to support a systemic
shift to competency-based progression and
completion in vocational education and training with
a focus on Australian Apprenticeships. The initiative
aims to achieve this by supporting industry to
develop and implement innovative strategies that
embed and further the reach of competency-based
progression.
http://www.australianapprenticeships.gov.au/AAA/H
ome.asp
Agency: Department of Education, Employment and
Workplace Relations
46. Australian Apprenticeships Mentoring Program
The Mentoring Program seeks to improve Australian
Apprenticeship retention rates by supporting
targeted mentoring and assistance to Australian
Apprentices. The Mentoring Program is targeted at
industries and occupations with current or emerging
skills need and Australian Apprentices who may face
barriers to participation (e.g. Indigenous Apprentices
or Apprentices in remote locations). It is anticipated
that Mentoring Projects will target support to the
first year of training when Australian Apprentices are
most at risk of withdrawing.
http://www.australianapprenticeships.gov.au/Mento
ringPackage/MentoringProgram.asp
Agency: Department of Education, Employment and
Workplace Relations

an opportunity for mature age workers to have their
current capabilities recognised and to receive
training to fill any knowledge or skills gaps. They can
then obtain a nationally recognised qualification at
the Certificate III to Advanced Diploma level.
Under the IIE–SRT program, employers can apply for
grants of up to $4,400 (incl. GST) to assist their
mature age workers to undertake a skills assessment
and obtain gap training if the skills assessment
identifies a need. Where mature age workers already
have formal qualifications at the Certificate III or
above level, they may be eligible to receive further
funding to complete an approved Skill Set from
within a Nationally Endorsed Training Package.
http://www.innovation.gov.au/TertiaryEducation/skil
ls/IIESRT/Pages/default.aspx
Agency: Department of Education, Employment and
Workplace Relations
48. Tourism Specific Training
Tourism NT and Tourism Central Australia both
provide a series of industry events each year to assist
members with business development opportunities:
http://www.tourismnt.com.au/
Agency: Tourism NT and Tourism Central Australia
49. October Business Month
The program is hosted by the Department of
Business and includes seminars on leadership,
motivation, performing under pressure , work life
balance , eco-sustainability and improving your
bottom line, human resources attraction,
recruitment and retention of staff, information
technology social media marketing.
http://www.nt.gov.au/obm/AboutOBM/Pages/defau
lt.aspx
Agency: Department of Business

47. Experience + More Help for Mature Age
Workers
Investing in Experience (Skills Recognition & Training)
(IIE-SRT) is an Australian Government program
commencing on 1 July 2012. It is designed to provide
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50. Traineeships Hospitality
Traineeships developed by the organisation and
promoted nationally could be used to attract workers
to tourism and hospitality jobs in the regions.
Organisations considering developing a traineeship
programs could apply for funding under the National
Workforce Development Fund to support this
activity.
Agency: Department of Industry, Innovation,
Science, Research, and Tertiary Education (NWDF)
www.australianapprenticeships.gov.au

Through a national network of over 100 industry
Skills Advisors, 2500 tourism and hospitality
businesses will undertake a comprehensive
business analysis leading to a Workforce
Development Plan. This plan is the direct result of
collaboration between the business and the
industry Skills Advisor and it strategically responds
to identified workforce issues impacting upon the
business’s performance
Agency: Service Skills Australia
http://www.workforcefutures.com.au/about-us/

51. Supporting small business skill to drive
economic growth program
The Australian Government’s 2011-12 Building
Australia’s Future Workforce package recognises that
small business needs support to train and skill their
workers, along with the right environment for
workers to thrive. This will ensure small businesses
are able to grow and contribute to the nation and
their communities.

53. Satellite Phone Subsidy Program
The Satellite Phone Subsidy Scheme is an
Australian Government initiative to help people
living or working outside of terrestrial mobile
phone coverage to purchase satellite mobile
phones. Eligible consumers include individuals,
small businesses, community groups, not-for-profit
organisations, Indigenous corporations, emergency
service organisations, health organisations and
educational institutions.
http://www.dbcde.gov.au/mobile_services/the_sat
ellite_phone_subsidy_scheme
Agency:
Department
of
Broadband,
Communications and the Digital Economy

These packages build on existing assistance measures
for small business by offering additional support for
small business to obtain the skilled workers they
need, incentives to improve employer participation
and assist the very long term unemployed and
people with disability to engage with the workforce.
www.deewr.gov.au/Department/Budget/Documents
/20112012/Supporting_Small_Business_To_Drive_Ec
onomic_Growth.pdf
Agency: Department of Education, Employment and
Workplace Relations
52. Workforce Futures
The Tourism and Hospitality Industry are
collaborating on a new initiative designed to improve
the capacity and capability of the workforce.
With funding from the Australian Government, the
Program will be rolled out across Australia and will
address key workforce development priorities for
tourism and hospitality businesses.
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54. Traineeships Tourism
Traineeships developed by the organisation and
promoted nationally could be used to attract
workers to tourism and hospitality jobs in the
regions. Organisations considering developing a
traineeship programs could apply for funding
under the National Workforce Development Fund
to support this activity.
Agency: Department of Industry, Innovation,
Science, Research, and Tertiary Education (NWDF)
www.australianapprenticeships.gov.au
55. Pre-employment programs
Pre-employment programs aim to provide
participants’ access to vocational education and
training (VET) that cannot be funded through any
other source. Pre-employment funding does not
include wages for participants or capital
equipment.
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Pre-employment programs are generally short
courses comprising skill sets identified by industry
as essential for entry into the industry or
occupation. Complete qualifications can be
considered depending on the level of support and
commitment by industry.
56. Business Technology Solutions Program
Business Technology Solutions Program offers
assistance for:
• analysis and identification of the businesses
technology utilised within and available to
business
• identifying processes that are out-dated or
overtasked which can be improved via
technology solutions
• gap analysis on current technologies versus the
businesses future needs
• identification, costing and comparison of
relevant new technologies.
http://www.dob.nt.gov.au/business/startingbusiness/business-growth/Pages/technologysolutions.aspx
Agency: Department of Business
57. Business Employment Solutions Program
Business Employment Solutions Program aims to
enhance the workforce retention and training by
the development and implementation of policies
and practices designed to assist with sustainable
employment outcomes. This program will benefit
by:
• attaining a solid understanding of the
importance of their workforce; productivity,
staff development, engagement, retention and
training
• developing sound employment practices and
frameworks to enhance responsible and
sustainable outcomes
• identifying and address legislative or regulatory
obligations
• creating workforce action plans.
http://www.dob.nt.gov.au/business/startingbusiness/business-growth/Pages/employmentsolutions.aspx

58. Workplace Language and Literacy Program
The main aim of the WELL Program is to assist
organisations to train workers in English language,
literacy and numeracy skills. This funding is available
on a competitive grants basis to organisations for
English language and literacy training linked to jobrelated workplace training and is designed to help
workers meet their current and future employment
and training needs.
http://www.deewr.gov.au/Skills/Programs/LitandNu
m/WorkplaceEnglishLanguageandLiteracy/Pages/def
ault.aspx
Agency: Department of Education, Employment and
Workplace Relations
59. Your Workforce – a guide for employers toolkit
Your Workforce: a guide for employers is designed to
provide employers with a “how to” guide in
workforce planning and development to effectively
attract,
recruit,
develop
and
retain
its
workforce. The toolkit is broken up into six sections
that contains useful information and hands-on
resources such as templates, checklists and
factsheets.
Employers will find practical tips and simple
guidelines to follow on how to;
Plan your workforce aligned to your business needs
Forecast your future workforce needs - skills and
number of employees
Attract new employees and recruit and select the
right employees
Become a better leader and implement workplace
practices to help you achieve your business goals
http://www.dob.nt.gov.au/Employment/workforcedevelopment/Pages/your-workforce.aspx
Agency: Department of Business

Agency: Department of Business
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60. Digital Enterprise Program
The Australian Government is providing $10 million in
grant funding over three years from 2011–12 to
establish a Digital Enterprise initiative that will help
small-to-medium enterprises and not-for-profit
organisations in 40 communities that benefit from the
National Broadband Network (NBN) where work on the
rollout has already commenced. The program provides
training and advice to help participants learn how to use
the NBN to diversify their operations by allowing them
to improve their online presence, offer new products
and services, expand their market, improve their
competitiveness, and increase their means of
communicating with customers and suppliers.
http://www.dbcde.gov.au/digital_economy/programs_
and_initiatives/digital_enterprise_program
Agency: Department of Broadband, Communications
and the Digital Economy
61. Territory Business Growth Program
Territory Business Growth is a suite of innovative
enterprise improvement programs providing Northern
Territory businesses with funding assistance to engage
qualified business improvement consultants. Assistance
is available for business diagnostics and business
planning including specific targeted planning as
identified by the needs of the business for example
Work Force Planning, Intergrated Management Systems
( Quality Assurance, OH &S, Environment Management
Plans), Marketing, Financial and Succession planning.
http://www.dob.nt.gov.au/business/startingbusiness/business-growth/Pages/default.aspx
62. Tourism Business Development Client
Management Program
This program assists tourism businesses enhance their
products and services, increase their competitiveness by
improving their knowledge, identifying potential
partnerships and coordinating educational tools.
The officers work with tourism businesses to identify
their needs and provide appropriate advice and
assistance to access various business development
programs.
http://www.dob.nt.gov.au/business/startingbusiness/business-growth/Pages/contact-us.aspx
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