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The South West workforce development plan 2013–2016 (the plan) aims to build, attract and 
retain a skilled workforce to meet the economic needs of the South West region. It contains 
a range of priority actions which were identifi ed by local stakeholders to address local 
workforce development challenges. 

The plan aligns with the State Government’s Skilling WA – A workforce development plan for 
Western Australia (Skilling WA), which provides a framework for government and industry’s 
response to Western Australia’s skill and workforce needs.

The South West Workforce Development Alliance, which is made up of industry, community 
and government representatives from the region, will be responsible for overseeing the 
implementation of this plan. The alliance will identify those actions within the plan that should 
be given highest priority and facilitate their implementation. Progress will be reported to 
stakeholders annually and be included in Skilling WA’s annual progress report.

The plan has been designed as an important reference point for all stakeholders as it 
identifi es the challenges, agreed solutions and organisations that have a key stake in its 
implementation.

For the Regional Development Council as the peak advisory body to the Western Australian 
Government on regional development matters, the plan is used to identify workforce issues 
and solutions which require policy consideration across regions. This includes guidance on 
Royalties for Regions initiatives to support regional workforce needs.

For local government bodies the plan identifi es workforce issues to be taken into account as 
part of local government decision making processes.

The plan will be used by industry associations and employer peak bodies as a reference 
when working directly with employers to implement industry and enterprise solutions to 
workforce development challenges. 

The plan also captures the views and aspirations of the broader community and provides a 
useful reference when engaging on workforce development issues across the region. 

The Department of Training and Workforce Development in conjunction with the South 
West Workforce Development Alliance will facilitate the coordination of State Government 
responses outlined in the plan. This will include working with those agencies and training 
providers designated to take the lead on priority actions in the plan.

Guide to 
implementation
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Background and scope

The development of regional workforce development plans is a priority action identifi ed in 
Skilling WA – A workforce development plan for Western Australia (Skilling WA). Skilling 
WA provides the framework to build, attract and retain a skilled workforce and ensure that 
Western Australia has the capacity and capability for continued economic success.

In order to address the current and future labour force needs of the South West region, the 
South West Workforce Development Alliance (the alliance), working in collaboration with the 
Department of Training and Workforce Development, prepared the South West workforce 
development plan 2013–2016 (the plan).

The overall aim of the plan is to identify current and future workforce development and 
skills needs for the South West region and develop strategies to ensure that these needs 
can be addressed.

The scope of the plan includes:
• an assessment of regional economic and demographic dynamics and the associated 

implications for labour force demand;
• an examination of labour market characteristics within the region;
• the consideration of future labour needs for sectors and occupations;
• an assessment of the factors affecting the supply of labour to the region;
• the development of a regional strengths, weaknesses, opportunities and threats (SWOT) 

analysis in relation to employment and economy, attraction and retention, and education 
and training issues;

• a list of critical occupations for the South West region; and
• the preparation of an action plan for the South West region.

The development of the plan included consultations with over 70 key stakeholders in 
the region and in Perth. Appendix A contains a list of stakeholders involved in the 
consultation processes.

In terms of geographical scope, the project follows the regional delineation of the South West 
region as defi ned by the Department of Regional Development and Lands. This is outlined in 
fi gure 1.1.
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Figure 1.1: Geographical scope of the South West region

Source: South West Development Commission 2012.
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Framework for analysing 
regional labour markets

This chapter provides a generic framework for analysing the South West region’s labour 
demand and supply. 

There are a range of factors affecting regional labour markets. Generally, these can be 
divided into issues affecting labour demand and those affecting labour supply. 

Factors affecting labour demand 
The demand for labour is infl uenced by a range of issues. Some of the key factors include 
the following:
• Changes in the economy resulting in increases (or decreases) in demand for the goods 

and services produced in the region. Common sources of fl uctuations in local economic 
demand include:

 – changes in international, national and State economic growth rates;
 – changes in tastes and preferences that favour (or disadvantage) local producers, or 

technological changes that favour (or disadvantage) local inputs in production processes, 
relative to their respective competitors;

 – exchange rates, as they impact upon exporting and import-competing sectors; and
 – market access, covering consumer access to regional output and to the output of 

national and international competitors and producer access to intermediate goods. 
Changes may occur, for example, in the form of free trade agreements allowing 
overseas consumers greater access to products (such as beef or wine) produced in a 
region or allowing greater competition from overseas producers. Improved transport 
and telecommunications infrastructure can also facilitate greater market openness and 
access.

• Changes that affect the price of local production relative to producers in other Australian 
areas and overseas. This may include seasonal conditions in the case of agricultural 
production and government policies that impact upon fi rms’ operating costs, such 
as industry subsidies, infrastructure provision and utility pricing, planning policies, 
environmental regulation and other business regulation and tax policies.

• Technological changes that infl uence the intensity of labour in the production process. This 
can be interpreted broadly to encompass management and work practices. 

• Any (non-wage) changes that impact upon the cost of employing and utilising workers. This 
includes payroll taxes, health and safety regulations, unfair dismissal and other industrial 
relations policies and the effi ciency with which vacancies are fi lled.
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The drivers of labour supply 
A range of factors impact on labour supply, including:
• Changes in the working age population, which can be driven by natural population growth, 

domestic migration and international migration (both in and out-migration).
• Changes in labour force participation rates and the intensity of participation among 

the working age population include a long term increase in female participation rates, 
marginally declining male participation rates. Increasing retention in education and 
training among the young and an ageing population have also affected participation rates. 
Participation rates can be shaped by factors that change the cost of working relative to the 
costs attached to home-production or leisure. Some of these key factors include:

 – tax benefit parameters, such as the availability of benefits to the non-employed and 
the rate at which these are reduced as earned income increases. For persons in public 
housing, for example, increased earnings lead to withdrawal of the rental subsidy and 
potential loss of tenure;

 – availability and cost of child care which impacts primarily on female participation;
 – flexibility in working arrangements that affect how readily individuals can accommodate 

non-market responsibilities and paid employment;
 – changes in tastes and preferences that impact on the relative value placed on 

consumption as opposed to leisure; and
 –  technological change that facilitates more flexible employment arrangements, such as 

working from home via the internet and other telecommunications advancements.

Regional integration and labour mobility
Regions do not exist in isolation and similarly labour markets are not limited to a specific 
region. Workers are generally mobile and are often willing to move to a region with high 
attraction or work somewhere else in a temporary capacity. Increasing use of fly-in fly-out 
labour in the State’s mining industry, along with proposed extensions to the Busselton airport 
to accommodate this locally, is an example of mobility of labour markets.  

Other drivers of integration include technological advancements and accessibility. The 
National Broadband Network (NBN) is expected to provide new employment opportunities 
in the region whilst the completion of the freeway to Bunbury has positively impacted upon 
people living in the South West and working in the Perth metropolitan area. 

With growing regional integration it is still possible to think of a regional supply of labour 
comprised of persons who usually reside in the South West. However, as these workers 
increasingly fill positions created from outside the region, such a definition overlooks the 
many workers from outside the region that are available to work in local jobs.

Equally, regional employment demand can be measured as the sum of jobs and vacancies 
attributable to employers based in the region or where the job is primarily undertaken within 
the region. However, this excludes a now extensive number of other jobs accessible to the 
local population. Changes in local employment demand may also be met by in-migration or 
out-migration. 
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Amenity and compensating differentials
The discussion of regional integration highlights the importance of patterns of mobility of 
workers in understanding developments in regional labour markets, be that between place 
of residence and location of work, or longer term migration involving a change of place of 
residence.  

The higher wages on offer in urban centres relative to income in the agricultural sector more 
than offset the greater probability of unemployment (plus costs of migration). 

This can be seen as one particular case of what has developed into a broader theory of 
‘compensating differentials’ in labour economics and which seeks to explain variations in  
wages across regions through variations in other attributes affecting “utility” or wellbeing.  
The basic premise is that individuals act to maximise their utility, taking into account not only 
wages and employment prospects, but also the many other amenities associated with a 
region that affect wellbeing.  
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Important regional amenities that influence a worker’s migration decisions are the cost, 
availability and quality of housing and of services such as health and education, with the 
latter being particularly critical for families with children. Other relevant amenities include 
quality of the environment, cultural and recreational services and sense of community. 

This means that amenities need to be considered as policy instruments, along with the 
traditional demand and supply policy measures, with housing of particular importance. The 
importance of amenities relative to labour market conditions increases as an individual’s 
labour force attachment falls. The location decisions of retirees, those reducing their work 
commitment as they approach retirement, and benefit recipients can be assessed through 
this framework.

Key findings
The framework used above is also useful for the interpretation of recent trends and 
formulation of future workforce requirements. In isolated regions, labour demand and 
supply are critical in determining labour market conditions and worker’s migration decisions. 
However, with greater integration, the forces also act in reverse – workers’ location 
decisions based on non-labour market variables (amenity) determine the local labour market 
aggregates.

Western Australia has enjoyed a sustained period of high employment, which has reduced 
the need for active industry policy to stimulate employment. As this may not be indefinite, the 
employment situation, and relevant policy, needs to be reviewed regularly.

Growing regional integration means that demand policies and developments have a less 
direct impact upon local conditions and on eliminating labour market imbalances. Addressing 
unemployment and under-employment in this context requires focussing on the employment 
barriers of groups which are known to be disadvantaged in the labour market. These include 
Aboriginal and Torres Strait Islanders, persons with English language difficulties, public 
housing tenants and those with insecure housing, and people with disability.

Similarly, regional amenity needs to be considered directly as a policy tool in shaping 
workforce futures. Regional growth will depend largely on the ‘liveability’ of areas and the 
planning decisions regarding infrastructure – including infrastructure which promotes regional 
integration, such as airports, telecommunications and housing and service availability. 
Regions with well integrated labour markets need to consider and build upon their capacity 
to attract workers and retirees.
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Regional population 
and economy

Introduction
This chapter provides an overview of the population and economy of the South West region. 
It draws upon various estimates of the population of the South West from the Australian 
Bureau of Statistics (ABS), including estimated resident population data and Census data. 
It also examines population projections for the region from the Western Australian Planning 
Commission (WAPC).

Regional demographic trends
Population  
According to ABS estimated resident population1 (ERP) data, the South West region had a 
resident population of almost 166 000 people as at 30 June 2011. Figure 3.1 plots the steady 
growth in the ERP of the South West since 2001. From 2001 to 2011, the population of the 
region increased by an average of 2.5% per annum according to this measure, well above 
the average annual growth rate of the State as a whole (2.1%) for the same period. 

1   This ERP data is calculated from 2006 Census data by adjusting census counts of usual residents to include those missed in the Census 
and those who were overseas on Census Night and also take account of births and deaths occurring between 30 June and Census Night. 
Quarterly estimates of the Australian population are derived thereafter by adding natural increase (births minus deaths) and net overseas 
migration (immigration minus emigration) to the estimated population at the beginning of the period. For the states and territories, account 
is also taken of estimated interstate movements involving a change of usual residence (net interstate migration). 
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Figure 3.1: Population of the South West region, actual and forecast
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This has resulted in the estimated resident population of the region increasing by 28% in the 
10 years to 2011, not dissimilar from the 10 year rate of increase recorded in Census 2011 
(25%). Figure 3.1 also incorporates projected population numbers for the region over the 
next 15 years from the WAPC. 

According to the 2012 instalment of the WAPC’s Western Australia Tomorrow publication, 
yearly population growth in the region is expected to continue to outpace the State as a 
whole on average over the period 2012 to 2026 in each of the projected growth scenarios 
of low (2.1% compared with 1.5% per annum for the State), medium (2.2% compared with 
1.7%) and high (2.3% compared with 1.9%).

According to the WAPC forecast rates of increase, the region could develop a population 
of between 210 000 and 250 000 people by 2026. Although this expected growth bodes 
well in the context of meeting labour and skills needs in the region, the age structure of the 
population is an important consideration in terms of understanding whether this growth will 
necessarily transcend into a larger working population for the region. 
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Age structure
Table 3.1 shows the age structure of the South West’s population relative to Western 
Australia as at the 2001, 2006 and 2011 Census. As at Census 2011, the most noticeable 
differences in the South West age structure to that of Western Australia is a significant under-
representation in the 20–34 age cohort, a slight over-representation in the 0–14 age cohort 
and an over-representation in the retirement age cohort of 65 and over.

The under-representation in the 20–34 age cohort in the region (17% of the region’s 
population in 2011 compared to 22% across the State) is likely to be associated with the 
process of out-migration as young people seek employment and higher education or training 
opportunities elsewhere. 
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Meanwhile, the lifestyle attraction of the South West is likely to explain the slight over-
representation of the retirement age cohort of 65 and over (13% of the region’s population 
compared to 12% in Western Australia).

Notably, a slightly higher proportion of the South West population (12.4%) will also reach 
retirement age in the next one to 10 years (55 to 64 years) compared to Western Australia as 
a whole (11.5%).

Table 3.1: Age structure of the South West region relative to Western Australia – 2001, 2006, 
2011 and 2026

Census 2001 Census 2006 Census 2011 WAPC 2026^

Age bracket South  
West

Western 
Australia

South  
West

Western 
Australia

South  
West

Western 
Australia

South  
West

Western 
Australia

0–4 years 7.2% 6.7% 6.6% 6.3% 7.1% 6.7% 6.0% 6.2%

5–14 years 16.7% 14.7% 15.7% 13.7% 14.5% 12.7% 13.3% 12.3%

15–19 years 7.3% 7.5% 7.2% 7.1% 6.6% 6.6% 6.3% 6.0%

20–24 years 5.5% 6.9% 5.3% 7.0% 5.2% 7.2% 4.6% 5.7%

25–34 years 13.5% 14.6% 11.7% 13.4% 12.1% 14.5% 11.0% 13.1%

35–44 years 16.2% 15.5% 15.2% 15.1% 14.5% 14.6% 14.4% 14.8%

45–54 years 14.0% 14.0% 14.9% 14.3% 14.5% 13.9% 12.8% 12.7%

55–64 years 8.8% 9.1% 11.1% 11.0% 12.4% 11.5% 12.4% 11.6%

65–74 years 6.1% 6.2% 6.7% 6.5% 7.5% 6.9% 10.7% 9.5%

75–84 years 3.6% 3.7% 4.3% 4.1% 4.2% 3.9% 6.4% 5.9%

85 years 
and over

1.2% 1.2% 1.4% 1.4% 1.5% 1.5% 2.2% 2.2%

Total 100% 100% 100% 100% 100% 100% 100% 100%

Source: ABS Census 2011 and WAPC Western Australia Tomorrow February 2012. ^ Mid Case Projections

Table 3.1 also confirms that the age structure of the South West has changed moderately 
between 2001 and 2011, with the most noticeable difference being the under-representation 
of the 20–34 age cohort and over-representation of the retirement age cohorts. 
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Population distribution 
The 2011 Census data2 shows that the population distribution of the region is fairly unequal 
(table 3.2), with a high proportion of the population located within the local government areas 
(LGAs) of Bunbury (20.5%), Busselton (19.5%) and Harvey (14.8%) in 2011.

While the importance of these three areas as population centres for the South West have not 
changed over time, there has been a noticeable increase in the population shares of sub-
regions such as Capel, Dardanup and Busselton over the past decade. The population of 
these areas rose by 116%, 43% and 35% respectively over the 10 years to 2011 – well over 
broader growth in the region’s population during this time (25%). Meanwhile Manjimup and 
Boyup Brook experienced a fall in their share of the region’s total population – the population 
of Manjimup fell by 9% over the 10 years to 2011. 

While the Census and WAPC data sets are not strictly comparable, they provide a broad 
indication of the possible change in population distribution into the future. The WAPC 

Table 3.2: Population of the South West by local government area, actual and forecast

LGA’s % of total regional population

Local 
government area

Census 
2001

Census 
2006

Census 
2011

WAPC 
2026^ 2001 2006 2011 2026^

Bunbury 28 682 29 434 31 277 39 100 23.5% 22.2% 20.5% 17.0%

Donnybrook-
Balingup 4305 4484 5192 6300 3.5% 3.4% 3.4% 2.7%

Harvey 17 272 18 926 22 556 34 400 14.1% 14.3% 14.8% 15.0%

Capel 6533 9878 14 131 25 900 5.3% 7.4% 9.2% 11.3%

Collie 8400 8369 9882 9300 6.9% 6.3% 6.5% 4.0%

Dardanup 8350 10 040 11 962 23 000 6.8% 7.6% 7.8% 10.0%

Augusta-Margaret 
River 9851 10 674 11 849 17 200 8.1% 8.0% 7.7% 7.5%

Busselton 22 060 25 068 29 831 55 300 18.1% 18.9% 19.5% 24.0%

Boyup Brook 1558 1422 1515 1900 1.3% 1.1% 1.0% 0.8%

Bridgetown-
Greenbushes 3935 3867 4278 5600 3.2% 2.9% 2.8% 2.4%

Manjimup 10 030 9386 9155 10 900 8.2% 7.1% 6.0% 4.7%

Nannup 1183 1197 1284 1100 1.0% 0.9% 0.8% 0.5%

Total South West 122 159 132 745 152 912 230 000 100% 100% 100% 100%

Source: ABS Census 2011 and WAPC Western Australia Tomorrow February 2012. ^ Mid Case Projections

2   The Census 2011 data for total South West population in Table 3.2 and the estimated resident population in Figure 3.1 are derived 
differently, accounting for the substantial difference in numbers.  
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Source: Department of Regional Development and Lands December 2011 and ABS Catalogue 5220.0 
November 2012.

estimates suggest that the trends recorded in the Census counts will continue into the future, 
with the projections for the region suggesting that the local government area of Busselton 
could become the South West’s main population centre by 2026 (with 24% of the region’s 
population). This is expected to result in increased demand in education and training 
services. The sub-regions of Capel and Dardanup are also expected to continue to increase 
their shares of the region’s total population. 

Gender
Across the State there were approximately 20 100 more males than females according to 
the Census 2011. However, there are more females than males in the South West (almost 
600 more). 

The higher female population is mostly attributable to the sub-region of Augusta-Margaret 
River-Busselton, in which the female population outnumbers the male population by over 
1300 (males are 48% of the sub-region’s population).

This is somewhat contrary to the economic structure of the South West, with its traditionally 
male dominated sectors such as mining, manufacturing and agriculture expected to have 
shaped the gender structure in favour of the male population. 

However, the gender structure warrants consideration in the context of workforce planning, 
particularly with regard to issues such as workforce participation for mothers returning from 
maternity absences and supply and demand for labour in sectors with traditional male or 
female predispositions.

Regional economic performance
Economic growth
The economy of the South West has experienced rapid growth over the past decade. During 
this period, the region’s gross regional product (GRP) – or economic output – has increased 
by almost 350% in nominal terms (figure 3.2).

Figure 3.2: South West gross regional product, nominal terms, $b, 2000–01 to 2010–11 
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Such strong growth in the South West economy has seen the region’s average nominal rate 
of economic growth over the past 10 years (13.4% per annum) outpace that of Western 
Australia as a whole (11.2% per annum).

In nominal terms, GRP for the South West region in 2010–11 was $16.8 billion, representing 
a 7.7% contribution to the State’s total economic output3. 

The growth of the South West economy and its increased importance to the State is also 
evident in the per capita output of the region. In 2010–11, GRP per capita for the South West 
was almost $101 000, well above that of Western Australia as a whole (approximately  
$92 000). Notably, on a per capita basis, output of the South West has now exceeded that of 
the State as a whole since 2007–08 and the region’s per capita output has almost trebled in 
the past 10 years to 2010–11 (figure 3.3).

3   Australian Bureau of Statistics Cat. 5220.0 and the Department of Regional Development and Lands, reported by Department of Training 
and Workforce Development.

Source: Department of Regional Development and Lands, ABS Catalogue 5220.0 and ABS Catalogue 3218.0.

Figure 3.3: Output per capita – South West compared to Western Australia
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Economic structure
Figure 3.4 compares the structure of the South West economy to that of the State as a whole 
in 2010–11 by examining the share of total output by industry sector for each. In 2010–11, 
the mining sector accounted for approximately 32% of the South West’s economic output. 
Indeed, the structure of the South West economy mirrors that of Western Australia in that the 
mining, construction and manufacturing sectors are the three largest contributors to output 
(together making up almost 60% of both the State’s and the region’s economy in 2010–11).

However, reflecting the diverse economic base of the region, personal and other services 
contribute over 7% to the economy of the South West, compared to just over 1% for the 
State as a whole. Agriculture, forestry and fishing are also more important to the South West 
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Sector’s share of South West economy Sector’s share of WA economy

than it is to the State (almost 3% of output in the region compared to 1.7% of output across 
Western Australia).

Figure 3.4 also shows sectors where the South West is less engaged relative to the State  
as a whole. In particular, sectors such as professional, sciences and technology, finance  
and insurance and wholesale trade make larger contributions to State output than in the 
South West.

Nonetheless, the South West region is economically diverse, with varying economic 
structures and drivers in each sub-region.

Figure 3.4: Structure of the South West and Western Australian economies, percentage share 
of output by sector, 2010–11

Source: Department of Regional Development and Lands and ABS Catalogue 5220.0.
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Table 3.3 shows location quotients for industry sectors across the South West region in 
20114. Location quotients (LQs) are a simple means of determining which sectors can be 
regarded as forming the economic base of an area.

A quotient greater than 1.0 means that the area’s labour force is biased towards that 
particular group, while a quotient of 2.0 means that the area has twice as many people in 
a given sector as expected and a quotient of 0.5 means half as many. Key sectors (with 
quotients more than 1.0) in each sub-region are highlighted in table 3.3. 

4   Data is based on 2011 Census data for Working Population Profiles of each sub-region.
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Table 3.3: Industry concentration (location quotients) of South West by local government areas
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Agriculture, forestry 
and fishing                0.2 4.1 0.2 2.8 10.7 3.7 18.9 4.2 7.5 8.0 4.5 2.2 5.6

Mining                                           0.1 1.4 1.6 0.2 0.1 0.2 0.2 1.6 0.0 0.0 0.0 0.1 0.5
Manufacturing                                    0.9 0.9 3.1 2.4 0.7 2.8 0.3 1.0 1.1 2.2 1.6 0.9 1.5
Electricity, gas, water 
and waste services       1.7 0.0 5.6 0.3 0.4 1.6 0.0 1.5 0.6 0.0 0.8 0.8 1.1

Construction                                     1.0 1.2 2.5 0.9 0.6 0.9 0.3 0.6 0.5 0.6 0.8 1.0 0.9
Wholesale trade                                  0.9 0.7 0.1 0.5 1.1 0.5 1.0 0.7 0.9 0.4 0.8 0.6 0.7
Retail trade                                     1.5 0.7 0.5 1.1 1.0 1.0 0.6 1.0 1.1 0.8 1.3 1.5 1.0
Accommodation and 
food services                  1.1 0.6 0.6 1.0 0.9 0.7 0.6 1.2 1.6 1.8 2.2 2.1 1.2

Transport, postal and 
warehousing                1.0 0.6 0.3 1.3 0.8 0.8 0.7 0.8 0.8 0.4 0.5 0.7 0.7

Information 
media and 
telecommunications         

1.3 0.4 0.3 0.3 0.4 0.2 0.5 0.0 0.5 0.6 1.2 0.6 0.5

Financial and 
insurance services                 1.0 0.3 0.2 0.2 0.5 0.4 0.2 0.4 0.5 0.0 0.4 0.8 0.4

Rental, hiring and 
real estate services          1.4 0.7 0.5 0.2 0.8 0.6 0.5 0.8 0.6 0.7 1.3 1.5 0.8

Professional, 
scientific and 
technical services  

0.6 0.5 0.5 0.4 0.5 0.5 0.3 0.5 0.3 0.4 0.5 0.7 0.5

Administrative and 
support services              0.8 1.0 0.5 0.4 1.0 0.5 0.2 0.5 0.7 0.4 1.1 1.2 0.7

Public administration 
and safety                 1.1 0.6 0.4 0.6 0.8 0.6 0.8 0.8 1.5 1.5 0.6 0.6 0.8

Education and  
training                           0.9 2.5 0.5 1.3 1.1 1.6 1.2 1.1 1.2 0.7 1.0 1.0 1.2

Health care and 
social assistance                1.4 0.4 0.4 1.3 0.8 0.6 0.7 1.2 0.9 0.9 0.7 1.0 0.9

Arts and recreation 
services                     0.5 1.1 0.1 1.0 0.6 1.1 0.0 0.9 0.5 0.5 0.7 0.8 0.6

Other services                                   1.3 1.7 0.4 0.8 0.8 0.9 0.6 1.0 0.9 0.3 0.8 1.1 0.9

Source: Census 2011 Workforce Profiles. Note: Key sectors (with quotients more than 1.0) in each sub-region 
are highlighted in mid-green.
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In the case of the South West region, the economic importance of mining is emphasised by 
the LQ analysis, with high quotients for the sector recorded in Capel, Collie and Bridgetown-
Greenbushes. Agriculture, forestry and fishing are also key economic contributors for the 
region, with high LQs recorded for 10 out of the 12 South West local government areas.

However, further underlining the diverse economic base of the South West region, several 
other industries recorded quotients of more than 1.0, including manufacturing (some of 
which is mining related, for example in Collie), electricity, gas, water and waste services, 
construction, and several other service related sectors. These results also confirm the 
breakdown of GRP by sector in figure 3.4, with these sectors also the largest contributors to 
overall economic output in the region. 

The LQs help to build an economic portrait of the South West’s diverse sub-regions with  
in-land areas dominated by mining and agriculture (Collie, Capel, Donnybrook-Balingup, 
Boyup Brook, Bridgetown-Greenbushes, Manjimup and Nannup), the Capes area (Margaret 
River, Augusta and Busselton) important for agriculture (viticulture) and tourism related 
services (accommodation and food services), while Bunbury tends to be the administrative 
hub of the region with a strong service base. Boyup Brook stands out in terms of the 
importance of the agricultural sector as almost half of its workforce was engaged in that 
sector as at the 2011 Census.

Business structure
Table 3.4 outlines the number of enterprises in the South West region according to the 
number of employees. There were approximately 15 000 businesses operating in the region 
in June 2011. Similar to the broader Western Australian economy, there is a predominance 
of non-employing firms (63% of the total), while a further 33% of firms employ between one 
and 19 people. Only 24 businesses in the region employ more than 200 persons.

The largest concentration of firms are in the construction and agriculture, forestry and fishing 
sectors (22% and 19% of the total respectively). Mining, although the largest contributor to 
the region’s output, is only represented by 51 businesses in the region reflecting the capital 
intensive nature of the industry.

The enterprise structure of the region has important implications for workforce planning 
and regional development. In particular, the large number of small and medium enterprises 
(one to 19 employees) means that attraction and retention of labour are likely to be key 
challenges for the region, given that smaller firms tend to face the most difficulty in securing 
an adequate number of workers and skilled labour.

Additionally, small and medium enterprises (SMEs) also tend to lack engagement with the 
training and apprenticeship system due to the perceived cost and complexity.

In the South West, the most common sector for SMEs is construction (996 firms), followed 
by agriculture, forestry and fishing (697 firms) and retail trading (626 firms). 
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Table 3.4: Number of businesses by size (number of employees), South West region,  
June 2011

Business count by size (number of employees)

Industry sector Non 
employing 1–4 5–19 20–199 200+ Sectoral 

total

Agriculture, forestry and fishing 2075 443 254 85 3 2860 

Mining 27 15 6 3 0 51 

Manufacturing 336 179 124 71 0 710 

Electricity, gas, water and waste 
services 18 15 12 6 0 51 

Construction 2233 731 265 79 6 3314 

Wholesale trade 186 66 67 15 0 334 

Retail trade 404 312 314 91 3 1124 

Accommodation and food services 183 126 184 141 0 634 

Transport, postal and warehousing 314 126 48 36 0 524 

Information media and 
telecommunications 37 15 6 0 0 58 

Financial and insurance services 608 84 40 9 0 741 

Rental, hiring and real estate 
services 1160 104 77 34 0 1375 

Professional, scientific and 
technical services 671 295 112 26 0 1104 

Administrative and support 
services 266 97 61 26 6 456 

Public administration and safety 9 6 6 0 0 21 

Education and training 81 39 24 12 3 159 

Health care and social assistance 293 135 70 31 3 532 

Arts and recreation services 91 24 18 6 0 139 

Other services 312 211 134 3 0 660 

Employer bracket total 9304 3023 1822 674 24 14 847 

South West % of total 63% 20% 12% 5% 0% 100%

Australian economy % of total 61% 24% 11% 4% 0% 100%

Source: ABS Catalogue 8165.0 June 2011.
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The South West resource economy
As highlighted earlier, the major source of economic wealth in the South West is the mineral 
resources sector. The value of sales of mineral resources from the region was more than 
$1.6 billion in 2010–115, representing an increase of 3% on the previous year. 

The region accounted for around 2% of the State’s total non-petroleum resource sales in 
2010–11. Notably, the current value of resources sales from the region is lower compared to 
previous years (figure 3.5).
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Figure 3.5: Value of resource and energy sales from the South West
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5   This varies from the value of economic output contributed by the sector to the South West region, as this is a measure of the value of 
commodity sales. It does not take into account broader gross value adding activity. 

6   Department of Mines And Petroleum, WA Mineral and Petroleum Statistics Digest, 2010–11.

The recent reduction in the value of resource sales is almost solely due to alumina,  
which has traditionally made up approximately 60% of the value of resource sales in the 
region. The South West accounts for almost half of the total value of alumina sales from 
Western Australia.

The reduction is more a reflection of the high global prices for aluminium achieved through 
2007 and 2008 when prices peaked above US$3000 per tonne compared to an average 
price of US$2300 in 2010–116. This underlines the close connection and exposure the  
South West region has to global markets and international economic activity.
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6   Department of Mines And Petroleum, WA Mineral and Petroleum Statistics Digest, 2010–11.

In addition to alumina, the region is also endowed with rich coal deposits in Collie.  
In 2010–11, the quantity of all coal sold from Collie increased by 8% to 7.2 million tonnes 
while the value decreased by almost 2% to $320 million.

About 90% of Collie coal is used as thermal coal, mostly in Western Australian power 
stations, and the majority of the remainder is used in metallurgy by the mineral sands 
industry. In the past, all of the State’s coal supplies have been sold domestically from Collie 
to Verve Energy and other large local energy users, mainly in the mineral processing sector6. 
However, recent takeover activity in the sector is likely to see increased exports of Collie coal 
to overseas markets.

Extractions of heavy mineral sands (mainly titanium minerals and zircon) are also important 
contributors to the local economy, with activity centred nearby to Capel. Sales of mineral 
sands from the region were worth around $105 million in 2010–11. The region accounts for 
approximately 20% of the State’s total sales of heavy mineral sands.

The concentration of resource activity in Capel (heavy mineral sands) and Collie (coal  
and alumina) is evident from table 3.5, which provides a geographic breakdown of 
commodity sales in the South West by sub-regions. Bridgetown-Greenbushes is also a 
relatively high value resource hub in the South West, with tantalum and lithium mining 
undertaken in Greenbushes.

Table 3.5: Value of commodity sales from South West, by sub-regions ($ million)
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Bunbury  80  80  66  40  47  43  36  32  33  15  13 

Capel  225  225  201  182  194  218  231  218  226  101  84 

Collie 1030  247 1302 1193 1173 1269 1485 1714 1698 1379 1396 

Dardanup  –    –    15  28  27  28  24  20  21  9  8 

Bridgetown-
Greenbushes  215  226  217  162  184  180  183  175  163  75  130 

South West 
total 1550 1778 1802 1605 1625 1738 1958 2158 2141 1579 1630 

Source: South West Development Commission Online Information Centre 2012.
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The South West rural economy
The Location Quotient (LQ) analysis in chapter 3 (Economic structure) highlighted the 
importance of the agricultural, forestry and fishing sector, with 10 of the region’s 12 local 
government areas recording high LQs for the sector. The region’s agricultural sector is 
focussed on forestry and logging; dairy and livestock farming; and horticulture. According 
to data from the Department of Regional Development and Lands (RDL), in 2009–10 the 
sector contributed around $640 million to the region’s economy7.

The RDL data shows that crops and horticulture are the most valuable rural commodities, 
worth around $350 million to the region each year (table 3.6). A variety of vegetables, fruits 
and broadacre crops are farmed in the region. Most fruits and vegetables are sold to the 
Perth market, but a share is increasingly being exported to South East Asian markets7. 

Dairy is also a valuable contributor to the region’s economy, with milk from the South West 
primarily processed as fluid milk for the domestic market. Milk production is worth around 
$100 million to $150 million per annum to the region. 

The South West region is also the State’s leading supplier of beef cattle, with processing of 
prime beef for export taking place at a the Harvey Beef abattoir. Live cattle are also exported 
to the European Union, South East Asia and the Middle East. In total, the value of livestock 
disposals is worth approximately $100 million to the region each year. 

7   As reported by the South West Development Commission 2012, http://www.swdc.wa.gov.au/information-centre/statistics/agriculture.aspx
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Table 3.6: South West agricultural production breakdown ($ million)

Agricultural output 2007 2008 2009 2010 2011

Cattle 105.4 63.3 66.2 95.7 –

Sheep 15.1 27.0 31.0 28.8 –

Pigs and poultry 6.1 4.4 3.4 5.5 –

Other 0.4 0.2 0 0 –

Total livestock disposal 127.1 94.9 100.6 130.0 –

Milk 93.5 114.9 150.0 120.1 –

Wool 32.8 29.6 23.9 26.0 –

Other 0.9 0 1.0 0.1 –

Total live produce 127.2 144.6 174.9 146.2 –

Fruit 58.9 73.8 88.1 110.0 –

Grapes 63.9 71.5 50.3 87.7 –

Vegetables 77.3 114.5 113.2 113.0 –

Broadacre crops 95.8 131.3 96.9 52.5 –

Total crops 296.0 391.1 348.5 363.2 –

Hardwood 34.5 36.3 36.5 30.2 28.6

Softwood 38.1 37.6 32.8 38.7 41.8

Total timber 72.7 73.9 69.3 68.9 70.0

Source: South West Development Commission Online Information Centre 2012.

The South West is also well known for its viticulture industry. The region is the largest wine 
producing area in the State and is widely recognised as a world-class producer of premium 
wines. Wine regions include Margaret River, Pemberton, Blackwood Valley, Geographe 
and Manjimup. The value of grape production is worth around $50 million to $70 million to 
the region each year. The United Kingdom is a large market for Western Australian wines, 
although demand from new Asian markets (particularly China) is growing as incomes and 
living standards in those regions improve.

Forestry is also a key sector, with log production in the South West valued at $70 million 
in 2010–11 according to the Forest Products Commission8. The Shire of Manjimup is the 
hub of the timber industry in the region, although in recent years the volume of hardwood 
production has decreased as a result of the State’s Regional Forest Agreement, which 
curbed the harvesting of native jarrah and other species9.

8   As reported by the South West Development Commission 2012, http://www.swdc.wa.gov.au/information-centre/statistics/timber.aspx
9   South West Development Commission Manjimup Regional Profile, http://www.swdc.wa.gov.au/our-region/manjimup.aspx
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The processing of hardwood is now concentrated on value adding activity, such as fine 
furniture manufacturing. Softwood plantations are also becoming a significant part of timber 
production in the area.

Other key sectors – tourism
The tourism sector is also a key contributor to the South West economy. The attraction of 
the region is its highly varied travel experience, including old growth forests, whale watching, 
world class surfing and fine food and wine.

Tourism Western Australia10 estimates that approximately 1.4 million tourists visited the 
region on average each year in the three years ending 2011. However, unlike the mining 
and (increasingly) the agricultural sectors in the South West, which are or becoming more 
globally focussed, the region’s tourism earnings rely heavily on the Western Australian 
economy. 

Intrastate visitors accounted for 82% of all visitors to the region in the three years ending 
2011, with a further 10% originating from interstate and only 8% from overseas.

Measuring the economic impact of tourism is challenging given the direct and indirect impact 
of tourism spending on the economy11. Estimates from Tourism WA and RDL12 suggest that 
tourism contributes approximately $600 million to the South West local economy each year 
(table 3.7). This makes it the second most valuable generator of economic wealth in the 
region after mining. However, the benefit of this activity is spread across several sectors 
of the economy such as accommodation, cafes and restaurants, retail trade, leisure and 
recreation, and cultural and personal services.  

10   Tourism Western Australia, South West Overnight Visitor Fact Sheet, years ending 2009–10–11.
11   For example, direct activity includes visitors staying overnight in hotels, or hiring a car directly affecting sales in the hotel and transportation 

sectors, while indirect activity may include spending in related sectors to supply goods and services to the hotel or car hire firm.
12   As reported by the South West Development Commission 2012, http://www.swdc.wa.gov.au/information-centre/statistics/tourism.aspx

Table 3.7: Tourism expenditure in the South West, by visitor origin ($ millions)

   Visitor origin 2006 2007 2008 2009 2010

Domestic visitors 518 513 589 551 521

International visitors 62 56 66 69 71

Total value ($M) 580 569 654 620  592

Source: South West Development Commission Online Information Centre 2012.
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13   It should be noted, however, that the $11.3 billion of projects includes the $3.5 billion expansion of Worsley Alumina refinery near Collie, 
which is approaching completion.

South West major investment projects
As at March 2012, the South West region was the location for approximately $11.3 billion13 
worth of investment projects at various stages of development. This accounted for around 
4% of the total value of investment projects across Western Australia at the time. 

The $11.3 billion worth of investment projects for the South West is significant for the region 
given that its current economic output is valued at around $16 billion (see chapter 3 – 
Economic growth).

In addition, the profile of the investment pipeline in the South West region is different to that 
of the State as a whole, with most of the major projects in the region (over 70% by value) 
already under construction or committed by the proponent for future construction. 

This is important from a workforce planning perspective, as major project investment has a 
multiplier effect through the economy creating both direct and indirect demand for labour. 
The South West’s investment profile means labour market pressures are likely being 
experienced currently due to major projects under construction. The nature of these and 
other major projects mean that the South West will likely see a step-change in employment 
requirements, not only in the construction phases but also in terms of the ongoing future 
operations of the established projects and infrastructure. 
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Table 3.8: Major investment projects in the South West region, March 2012

Project 
proponent

Value  
($M) Project details Start date End date Status Ownership

Worsley 
Alumina Pty Ltd 
(BHP Billiton)

$3500
Expansion of  
Worsley Alumina 
refinery, Collie

2008 2012 Under 
construction Private

Perdaman 
Chemicals and 
Fertilisers  
Pty Ltd

$2472 Collie Urea 
Project 2012 2014 Committed Private

Alcoa Alumina $1700

Wagerup 
alumina refinery, 
Stage 3b. New 
train

On Hold – Possible Private

WA Dept of 
Planning and 
infrastructure

$1000
Bunbury 
waterfront 
development

2012 2030 Committed Public

Griffin Energy 
Pty Ltd $800

Bluewaters 
III and IV 
power station 
expansion, near 
Collie

Env. 
Approvals – Under 

consideration Private

WA Water 
Corporation $450

Southern 
Seawater 
Desalination 
Plant Stage 
2 expansion, 
Harvey

2011 2012 Under 
construction Public

Lanco 
Resources 
Australia

$400

Development of 
Berth 14A and 
coal storage and 
loading facilities 
at Bunbury Port

Env. 
Approvals – Under 

consideration Private

Western Power $169

Construction 
of the Collie to 
Eastern Terminal 
Transmission 
Line

2008 2012 Under 
construction Public

Verve Energy $151 Upgrade of Muja 
power station 2008 2012 Under 

construction Public
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Table 3.8: Major investment projects in the South West region, March 2012

Project 
proponent

Value  
($M) Project details Start date End date Status Ownership

Worsley 
Alumina Pty Ltd 
(BHP Billiton)

$3500
Expansion of  
Worsley Alumina 
refinery, Collie

2008 2012 Under 
construction Private

Perdaman 
Chemicals and 
Fertilisers  
Pty Ltd

$2472 Collie Urea 
Project 2012 2014 Committed Private

Alcoa Alumina $1700

Wagerup 
alumina refinery, 
Stage 3b. New 
train

On Hold – Possible Private

WA Dept of 
Planning and 
infrastructure

$1000
Bunbury 
waterfront 
development

2012 2030 Committed Public

Griffin Energy 
Pty Ltd $800

Bluewaters 
III and IV 
power station 
expansion, near 
Collie

Env. 
Approvals – Under 

consideration Private

WA Water 
Corporation $450

Southern 
Seawater 
Desalination 
Plant Stage 
2 expansion, 
Harvey

2011 2012 Under 
construction Public

Lanco 
Resources 
Australia

$400

Development of 
Berth 14A and 
coal storage and 
loading facilities 
at Bunbury Port

Env. 
Approvals – Under 

consideration Private

Western Power $169

Construction 
of the Collie to 
Eastern Terminal 
Transmission 
Line

2008 2012 Under 
construction Public

Verve Energy $151 Upgrade of Muja 
power station 2008 2012 Under 

construction Public

Project 
proponent

Value  
($M) Project details Start date End date Status Ownership

Main Roads WA $131

Bunbury Outer 
Ring Road 
– planned 
Controlled 
Access Highway

2011 2015 Under 
construction Public

WA Dept of 
Health $117 Busselton Health 

Campus 2011 2014 Under 
construction Public

WA Biomass 
Pty Ltd 
(Babcock and 
Brown/National 
Power)

$110

Power plant 
utilising waste 
from timber 
industry, 
Manjimup

Env. 
Approvals – Under 

consideration Private

Simcoa 
Operations  
Pty Ltd

$100

Silicon 
expansion, 
Kemerton 
Industrial Park 

2010 2012

Under 
consideration
(Note: Stage 2 is 
currently on hold)

Private

Bemax 
Resources $60

Titanium 
minerals 
orebody, 
Jangardup South

2010 – Possible Private

Alcoa Alumina $60
Wagerup 
alumina refinery, 
Stage 4 upgrade

On Hold – Possible Private

WA Water 
Corporation $35

Construction of a 
dam on Samuels 
Brook, Walpole

Env. 
Approvals – Under 

consideration Public

WA Main Roads $25
Coalfields 
Highway 
reconstruction

2009 2012 Under 
construction Public

Canal Rocks 
Pty Ltd N.A Development of 

Smiths Beach 

Plans 
being 

revised
– Possible Private

Total $11 280 – – – – –

Source: Deloitte-Access Economics March 2012; Lanco Resources Australia; Simcoa Operations Pty Ltd;  
Main Roads WA; and WA Water Corporation.
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South West SuperTowns
A key part of the strategic growth and investment profile of the region is the SuperTowns 
initiative. SuperTowns forms part of a State Government plan to prepare for expected strong 
population growth in Western Australia by decentralising the State’s future population.  
It involves developing regional towns into more attractive places to live in the future. Its vision 
is to create well connected communities with access to services, affordable housing and a 
diverse range of lifestyle and employment opportunities.

It is hoped that this will result in more choices for people living in regional areas and  
provide an attractive alternative to residing in the metropolitan area. Of the nine towns 
initially given SuperTown status, three are in the South West, these being Collie, Manjimup 
and Margaret River.

These towns were selected because of their growth potential and also because their location 
within the region will enable the benefits of the program to flow to surrounding areas and 
support Bunbury as the major regional centre.

The growth and development plans for the three South West towns involve significant 
investment in town revitalisation and infrastructure. These initial works and future 
development programs under the SuperTowns initiative will have an impact on workforce 
development in building these sub-regions as attractive places to live and work.

Key findings
The South West is expected to become a population growth ‘hotspot’ in the next 15 years, 
with the WAPC forecasting a population between 210 000 and 250 000 people in the South 
West by 2026, up from around 152 000 people currently residing in the region (Census 
2011). The WAPC projections also suggest that a higher proportion of the future population 
will be of retirement age.

This could pose difficulty in recruitment if the region’s economy continues to grow as strongly 
as it has over the past decade. During this decade the South West economy has increased 
by an average annual growth rate of 13% in nominal terms, outstripping growth in the 
broader Western Australian economy. 

The region’s key sectors include mining, manufacturing and agriculture, although the region 
has a slightly more diversified economy than the State as a whole with strengths in services 
such as retail and hospitality related sectors. A key feature of the South West’s economic 
growth profile has been its increasing exposure to global markets and international economic 
activity. Both its mineral and rural commodities are increasingly being traded globally as well 
as locally. 

This presents risks and opportunities for the region. Labour market flexibility will be important 
in allowing the region’s workforce to adapt to changes in global forces and capitalise on new 
opportunities, as well as cope with overseas competitive pressures. 
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In the short term however, the economic outlook appears positive with over $11 billion worth 
of investment projects currently in the pipeline for the region – most of which are either 
already underway or committed to commence. This will have a significant impact on the local 
economy and jobs markets in the short term. 
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Regional labour 
market dynamics

Introduction
This chapter presents a profi le of the labour market in the South West region. It should be 
noted that there are several limitations in the available data for the purposes of constructing 
this profi le. In particular, the offi cial source of monthly and quarterly estimates of labour 
force status, the ABS Labour Force Survey, does not produce estimates covering the exact 
boundaries of the study area. The closest regional aggregation from the Labour Force 
Survey is the ‘Lower Western WA Statistical Region’, which encompasses a much larger 
region than the South West.  

More detailed regional estimates are available through the 2011 ABS Census of Population 
and Housing. Importantly, the 2006 Census separated the South West into four statistical 
sub-divisions of Bunbury, Preston, Vasse and Blackwood. However, Census 2011 adopts 
three new geographical classifi cations for the South West defi ned as ‘statistical areas level 3’ 
(or SA3) which comprise Bunbury; Augusta-Margaret River-Busselton; and Manjimup14. 

More up to date and regular unemployment estimates are available through the Small 
Area Labour Markets series compiled by the Department of Education, Employment and 
Workplace Relations (DEEWR). This provides estimates at the local government level for the 
number of unemployed persons and the labour force. However, the methodology is designed 
specifi cally to generate local unemployment rate estimates and while it is possible to work 
backwards to produce employment estimates, such estimates would have to be treated with 
a degree of caution.

Therefore, the 2011 Census data is the only existing source offering policy needs to 
anticipate this more detailed information on the South West labour force, covering 
characteristics such as education levels and employment by occupation and industry. The 
profi le presented relies primarily on the 2011 Census estimates for describing the labour 
market profi le of the region. 

Labour force status
Table 4.1 shows the labour force status of the working age population for the South West 
region and the balance of Western Australia. According to the 2011 Census, 6.5% of 

14   The 2011 Census of Population and Housing adopts the new Australian Statistical Geography Standard (ASGS). The ASGS is the 
Australian Bureau of Statistics’ new geographical framework. The vast majority of ABS spatial data will be based on the ASGS by 
2014. Under the new framework, the South West region is split into three sub-regions at ‘Statistical Areas Level 3’ (SA3s) – Augusta-
Margaret River-Busselton; Bunbury; and Manjimup. The SA3 blocks are made up by (1) Bunbury – Bunbury, College Grove – Carey 
Park, Koombana, Eaton – Pelican Point, Davenport, Australind – Leschenault, Capel, Collie, Dardanup, Gelorup – Dalyellup – Stratham, 
Harvey, Waroona; (2) Augusta-Margaret River-Busselton – Augusta, Margaret River, Busselton, Busselton region; (3) Manjimup – 
Manjimup, Bridgetown –Boyup Brook, Donnybrook – Balingup and Pemberton. The Bunbury sub-region SA3 includes Waroona, although 
Waroona has been excluded from the calculations in this document given this sub region belongs to the Peel regional planning area.
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the State’s labour force lived in the South West region. At the time of the 2011 Census,  
the region had a very similar unemployment rate and participation rate as the rest of  
Western Australia.  

Trends in the region’s major labour force aggregates have closely mirrored those in the State 
as a whole over the ten years from 2001–11. The region had an unemployment rate of 4.7%, 
the same as the State as a whole as at the 2011 Census.

While employment growth in the South West over the decade has been marginally less than 
in the State (31.4% to 33.2% respectively) this is entirely due to the lack of growth in the 
Manjimup statistical area. Between 2001 and 2011 the Bunbury statistical area experienced 
strong employment growth (39.8%, an additional 12 130 employees) and the Augusta-
Margaret River-Busselton area also grew strongly (34.5%, an additional 4903 employees). 
Although employment in the Manjimup area declined between 2001 and 2006 it had 
recovered to 2001 levels by 2011. 
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Table 4.1: Labour force status, South West statistical areas and Western Australia  
– 2001, 2006 and 2011 Census

Bunbury  
SA3*

Augusta- 
Margaret River- 
Busselton SA3

Manjimup  
SA3

Total  
South 
West

Western  
Australia

2001

Employed 30 503 14 223 9666 54 392 828 781

Unemployed 2794 977 538 4309 67 485

Labour force 33 297 15 200 10 204 58 701 896 266

Not in labour force 17 583 7829 5078 30 490 486 740

Total working age pop. 52 488 24 105 15 674 92 267 1 439 332

Unemployment rate 8.4% 6.4% 5.3% 7.3% 7.5%

Participation rate 63.4% 63.1% 65.1% 63.6% 62.3%

2006

Employed 35 657 16 840 9349 61 846 937 883

Unemployed 1467 580 335 2382 36 756

Labour force 37 124 17 420 9684 64 228 974 639

Not in labour force 18 615 8321 5144 32 080 481 719

Total working age pop. 59 225 27 412 15 586 102 223 1 568 687

Unemployment rate 3.9% 3.3% 3.5% 3.7% 3.8%

Participation rate 62.7% 63.5% 62.1% 62.8% 63.9%

2011

Employed 42 633 19 126 9722 71 481 1 104 149

Unemployed 2139 940 440 3519 54 477

Labour force 44 772 20 066 10 612 75 450 1 158 626

Not in labour force 21 035 10 295 5845 37 175 534 965

Total working age pop. 70 051 32 086 16 657 118 794 1 813 393

Unemployment rate 4.8% 4.7% 4.3% 4.7% 4.7%

Participation rate 63.9% 62.5% 61% 63.5% 63.9%

Source: ABS 2011, Census Community Profiles – Time Series Profiles.

* This data has also been adjusted to exclude Waroona, which is normally included in the Bunbury Statistical  
Area 3, as Waroona is in Peel region for the purposes of workforce development plans.
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Employment by industry and occupation
In absolute terms, the major employing industries in the South West are manufacturing, 
construction, retail trade and health care and social assistance. These sectors employed 
almost 50% of the region’s workforce according to Census 2011. Although manufacturing is 
the largest employer, it is expected that much of this activity is related to mineral processing. 
A major feature of the South West is the high proportion of employment in agriculture, 
manufacturing and accommodation and food services compared to Western Australia as a 
whole (table 4.2).

Table 4.2: Industry employment by South West statistical areas (%), 2011

Industry Bunbury 
SA3

Augusta-
Margaret  

River- 
Busselton  

SA3

Manjimup 
SA3

Total  
South 
West

Western 
Australia

Agriculture, forestry and fishing                2.7% 7.0% 19.8% 6.1% 2.4%
Mining                                           3.5% 0.3% 2.3% 2.5% 6.4%
Manufacturing                                    14.5% 9.3% 8.4% 12.4% 8.3%
Electricity, gas, water and waste 
services       

2.7% 0.9% 0.8% 2.0% 1.2%

Construction                                     13.1% 9.4% 5.5% 11.1% 10.4%
Wholesale trade                                  2.3% 2.4% 3.0% 2.4% 3.6%
Retail trade                                     11.5% 14.5% 10.3% 12.1% 10.1%
Accommodation and food services                  5.4% 12.5% 7.9% 7.5% 5.9%
Transport, postal and warehousing                3.8% 2.8% 3.3% 3.5% 4.6%
Information media and 
telecommunications         

0.9% 0.8% 0.4% 0.8% 1.1%

Financial and insurance services                 1.7% 1.8% 1.2% 1.6% 2.6%
Rental, hiring and real estate services          1.7% 2.5% 1.2% 1.9% 1.8%
Professional, scientific and technical 
services  

4.1% 4.7% 2.8% 4.1% 7.3%

Administrative and support services              2.1% 3.7% 2.0% 2.5% 3.1%
Public administration and safety                 5.3% 3.8% 7.5% 5.2% 6.3%
Education and training                           8.5% 8.2% 9.1% 8.5% 8.1%
Health care and social assistance                10.4% 9.4% 9.5% 10.0% 10.4%
Arts and recreation services                     0.7% 1.1% 0.7% 0.8% 1.4%
Other services                                   4.1% 3.9% 3.3% 4.0% 3.9%
Inadequately described/Not stated 0.9% 0.9% 1.0% 0.9% 1.3%
Total 100.0 100.0 100.0 100.0 100.0

Source: ABS 2011, Census Working Population Profile.
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There are however, marked differences within the statistical areas. Notably, Augusta-
Margaret River-Busselton, which encompasses major tourist destinations, where there  
is a concentration of employment in retail trade (14.5%) and accommodation and food 
services (12.5%). Manjimup stands out as having a high concentration of employment in 
agriculture, forestry and fishing (19.8%) while Bunbury (which includes the industrial towns  
of Capel, Collie and Dardanup) has a concentration in manufacturing (14.5%) and 
construction (13.1%).

In terms of absolute numbers, the substantial increase in employment in the region over 
the past 10 years has been driven by increases in many sectors, including construction, 
health care and social assistance, retail trade, education and training and manufacturing 
(figure 4.1). However, employment in agriculture, forestry and fishing; and wholesale trade 
has actually been declining. The information media and telecommunications sector also 
displayed a small decrease in employment.

Figure 4.1: Changes in employment by industry, South West region, 2001–11 (persons)

Source: ABS 2011, Census Community Profiles – Time Series Profiles.
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The occupational profile of the region is primarily determined by its industrial structure (see 
chapter 3 – Economic structure). The 2011 Census data show that relative to the profile for 
Western Australia as a whole, the South West has a low proportion of professionals and a 
high proportion of technicians and trade workers (table 4.3). This applies particularly to the 
Bunbury statistical area (which includes the industrial towns of Collie, Capel and Dardanup). 
The WAPC suggests that the high level of technicians and trade workers is a result of the 
growth in construction, manufacturing and mining in the region15.

Labourers also make up a large proportion of the region’s workforce (14.1%). Manjimup has 
a high proportion of managers, which is attributable to farming activities given that farmers 
are classified as ‘farm managers’, which is a sub-category within the major occupational 
group of managers.

15   Western Australian Planning Commission, South West Framework, Supplement 2, South West Region Profile, November 2009.

Table 4.3: South West employment by occupation, percentage share by sub-region 2011

Occupation Bunbury 
SA3

Augusta-
Margaret 

River-
Busselton 

SA3

Manjimup 
SA3

Total 
South 
West

Western 
Australia

Managers 10.1% 15.0% 20.6% 12.8% 12.2%

Professionals 13.8% 14.8% 12.3% 13.9% 19.9%

Technicians and trades workers 21.3% 17.8% 13.8% 19.3% 16.8%

Community and personal service 
workers 8.6% 9.7% 8.9% 8.9% 9.4%

Clerical and administrative workers 11.9% 11.7% 10.3% 11.6% 14.4%

Sales workers 9.0% 10.7% 7.5% 9.2% 8.6%

Machinery operators and drivers 10.2% 5.5% 8.5% 8.7% 7.7%

Labourers 13.8% 13.6% 16.6% 14.1% 9.7%

Inadequately described/Not stated 1.3% 1.2% 1.6% 1.3% 1.5%

Total 100.0 100.0 100.0 100.0 100.0

Source: ABS 2011, Census Community Profiles.
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Workforce age and participation rates
The regional demographic trends information in chapter 3 outlines the population profile 
of the South West and its relatively higher proportion of mature aged persons. The age 
structure of the region’s workforce also reflects this. Figure 4.2 shows Census 2011 data and 
confirms that, relative to the Western Australian workforce, the South West workforce has 
a higher proportion of persons aged between 45 and 64 as well as a higher proportion of 
teenagers. There is a markedly lower proportion of persons in the region’s workforce aged 
from 20 to 34 compared to Western Australia as a whole.

Figure 4.2: Age profile of the workforce, South West and Western Australia, 2011

Source: ABS 2011, Working Population Profiles.

South West Western Australia

These differences in the age profile for the South West workforce are at least partly driven by 
differences in participation rates by age. Figure 4.3 shows that participation rates are slightly 
higher for the South West for 15–19 year olds, possibly reflecting lower educational retention 
when compared to the State as a whole.

An important factor influencing future labour needs is the proportion of workers approaching 
retirement age. As a gauge of potential replacement demand, figure 4.4 presents the 
proportion of workers aged 55 and over by occupation. While the proportion of employed 
persons over 55 is relatively low in the Augusta-Margaret River-Busselton statistical area 
(17.1%), it is markedly higher in the Bunbury (23.4%) and Manjimup (22.1%) areas. It is 
particularly notable that over 40% of managers in the Manjimup statistical area are aged 
over 55 years.
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Figure 4.3: Labour force participation rate by age for South West and Western Australia, 2011

Figure 4.4: Proportion of workforce aged over 55 years, by occupation, 2011

Source: ABS 2011, Census Community Profiles.
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This higher proportion of the workforce aged over 55 years in the Bunbury area applies 
across most occupations, but is most pronounced for the occupation of community and 
personal service workers (32%) and sales workers (31%).

Professionals, although making up a smaller proportion of the South West workforce than 
across Western Australia (see table 4.3), has a relatively low proportion of individuals aged 
over 55 years. However, given the 2011 Census data, figure 4.4 suggests an emerging issue 
of an ageing skilled workforce in general in the South West and one that is likely to be having 
an effect currently.

Education
Based on 2011 Census, the population in the South West region has lower levels of 
educational attainment than is the norm in the rest of Western Australia (table 4.4). Around 
41% of the South West population aged 15 years and over had not progressed beyond year 
10, compared to around 31% for the population across Western Australia.

In terms of completion of high school, only 38% of the South West population had  
completed year 12, compared to nearly 50% for the wider Western Australian population. 
However, slightly more of the South West population hold a post school qualification 
than across Western Australia as a whole (81.6% compared to 79.6%). However, this is 
underpinned by intermediate vocational qualifications with 41% holding certificate III and 
IV qualifications in the South West compared to 29.4% across the State. Nonetheless, only 
21% of the South West population hold tertiary qualifications compared to 31% for Western 
Australia as a whole.

Details on post school qualifications held by the local population recorded in Census 2011 
are unreliable given that a fairly large proportion of respondents did not state their field of 
study (18% for the South West). However, of those that did respond, the most prevalent 
qualifications included engineering and related technologies (25%) and management 
and commerce (16%). Just over 11% held qualifications related to health and education 
respectively.

Key findings
The major employing industries in the South West are manufacturing, construction, retail 
trade, and health care and social assistance. These sectors employed almost 50% of the 
region’s workforce according to Census 2011.

Between 2001 and 2011, employment levels in the Bunbury and Augusta-Margaret River-
Busselton statistical areas grew strongly, while in the Manjimup area employment levels 
initially declined before recovering to 2001 levels by 2011. 

The high proportion of workers approaching retirement age and the low level of educational 
attainment are both important factors. Low educational attainment makes the region more 
vulnerable to a labour market downturn and less capable of adjusting to any future structural 
change in the economy.
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Table 4.4: Educational attainment in the South West, percentage of all persons aged 15 years 
and over, 2011

Educational attainment Bunbury 
SA3

Augusta-
Margaret 

River-
Busselton 

SA3

Manjimup 
SA3

Total 
South 
West

Western 
Australia

Highest year of school completed

Year 10 or below 41.9% 36.4% 43.9% 40.7% 30.8%

Year 11 or equivalent 12.6% 11.6% 11.2% 12.1% 10.0%

Year 12 or equivalent 35.5% 43.6% 37.3% 38.0% 49.1%

Total with school qualifications* 90.1% 91.6% 92.5% 90.8% 89.9%

Highest post school qualification^

Certificate I and II / nfd 6.3% 6.1% 6.8% 6.3% 4.9%

Certificate III and IV 44.4% 35.0% 36.6% 40.7% 29.4%

Advanced diploma and diploma 12.5% 15.1% 14.8% 13.5% 14.3%

Bachelor degree 15.2% 19.8% 16.8% 16.7% 23.0%

Graduate diploma/certificate 2.1% 2.7% 2.5% 2.3% 2.9%

Postgraduate degree 1.9% 2.2% 2.3% 2.0% 5.1%

Total with post school 
qualifications 82.4% 80.8% 79.7% 81.6% 79.6%

Source: ABS 2011, Census Community Profiles. * Remainder either did not attend school or did state their 
highest year of attainment; ^ Excludes schooling up to year 12, persons with a qualification out of the scope of 
the Australian Standard Classification of Education (ASCED), and includes ‘certificate III and IV level, nfd’ and 
‘certificate I and II level, nfd’.
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Aboriginal participation 

Introduction
The South West region is part of the traditional lands of the Noongar people. Aboriginal and 
Torres Strait Islanders make up around 2.2% of the population in the wider South West, 
which is less than the 3.2% fi gure for Western Australia as a whole. It is noted that the 
Census fi gures are subject to undercount, as well as responses with unknown Aboriginal 
status, and as a result the Census fi gures underestimate the region’s actual Aboriginal 
population. The Census fi gures are best interpreted as broad indicators only. 

Aboriginal demographics
The 2011 Census recorded just under 3500 persons of Aboriginal and Torres Strait Islander 
origin in the South West region; 2.2% of the population. Although a small proportion of the 
population, this represents a 30% increase on the fi gure recorded for the corresponding 
geographical region in the 2006 Census, a marked increase on the little change evident 
between the 2001 and 2006 Censuses.

As noted above, ABS data presents a scope for error in statistics for the Aboriginal 
population. Primary health presentation data may provide a more accurate assessment of 
the total Aboriginal population (resident and non-resident).  By way of example, as at March 
2012, the South West Aboriginal Medical Service (SWAMS) electronic patient database 
recorded 3584 separate Aboriginal patient identifi ers for the South West region (4501 overall, 
including non-resident and itinerant patients).

If it is assumed that around 65% of the total Aboriginal population in the South West present 
to SWAMS for their primary health services, then it can be extrapolated that the actual total 
population may be as high as 4838.  Moreover, the fi gure can be infl ated to over 6076 if an 
estimate of the non-resident Aboriginal population in the South West who seek mainstream 
primary care services is also factored in to the estimate (approximately 20.1% of clients 
presenting to SWAMS are non-resident).

A marked difference between the Aboriginal and non-Aboriginal population across Western 
Australia and nationally is the much higher proportion of Aboriginal people within the younger 
age groups, and correspondingly lower proportion within the older age groups. This is 
attributable to both higher fertility rates among the Aboriginal population and higher mortality 
rates at all ages.
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As shown in figure 5.1, this is also a prominent feature of the South West population. Half of 
the Aboriginal population are aged 19 or below, compared to only 27% of the non-Aboriginal 
population. At the other end of the age spectrum, only 3% of the Aboriginal population are 
aged 65 and over, compared to 14% of the non-Aboriginal population.

Figure 5.1: Age profile of the Aboriginal and non-Aboriginal populations,  
South West region, 2011

Source: ABS 2011, Census Community Profiles. Excludes persons whose Aboriginal status was ‘not stated’.
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Aboriginal labour force status
Labour force status by Aboriginal status is taken from the 2011 Census, with the South West 
sub-regions defined as per chapter 4. As shown in table 5.1, despite a lower labour force 
participation rate, Aboriginal and Torres Strait Islanders faced an unemployment rate (16.5%) 
almost four times higher than that recorded among the South West’s non-Aboriginal working 
age population. Among those employed, a higher proportion of Aboriginal persons found 
employment within the government sector, while significantly fewer were self-employed.  
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Table 5.1: Labour force status, Aboriginal and non-Aboriginal working age population,  
South West, 2011

Comparators of labour force status Aboriginal Non-Aboriginal

Persons 15 years + 2050 113 172

Labour force status 

Unemployment rate 16.5% 4.4%

Labour force participation rate 51.5% 64.8%

Sector of employment 

Government 17.8% 12.5%

Private 79.1% 86.6%

Self-employed 4.5% 9.0%

Source: ABS 2011, Census Community Profiles. Excludes persons whose Aboriginal status was ‘not stated’.

Note: Excludes persons whose Aboriginal status was ‘not stated’. This data has also been adjusted to exclude 
Waroona, which is normally included in the Bunbury Statistical Area 3, as Waroona is in Peel region for the 
purposes of workforce development plans. 

Another key labour force issue uncovered during regional stakeholder consultations related 
to Aboriginal engagement with the regional workforce appearing to be significantly hindered 
by transportation. Stakeholders reported that relatively few Aboriginal people in the region 
held drivers licences due to a combination of factors, including tighter licensing conditions, 
lesson costs and an inability to meet traffic fines and licensing costs. In some cases the latter 
reportedly resulted in Aboriginal people penalised through minimal jail time, which in turn 
affected their prospects of securing employment in the future.

Employment by industry and occupation
2011 Census data also provides an indication of key employing sectors and occupations.

Among those who are employed, the industrial structure of employment for Aboriginal people 
in the South West in 2011 broadly reflected the pattern of employment for non-Aboriginal 
persons (figure 5.2). However, some key differences include a higher proportion of Aboriginal 
people employed in the industries of public administration and safety; health care and social 
assistance; education and training; and mining.

Notably, apart from mining these are all characterised by a high degree of government 
activity. On the other hand, Aboriginal persons are very strongly under-represented in 
employment in the retail sector. This is all the more important as retail is one of the largest 
employing industries.
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Figure 5.2: Employment by industry (%), Aboriginal and non-Aboriginal persons,  
South West, 2011

Source: ABS 2011, Census Community Profiles. Excludes persons whose Aboriginal status was ‘not stated’,  
or occupation inadequately described.
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A clear pattern is evident in the contrasting employment profiles by occupation (figure 5.3). 
Aboriginal persons tend to be under-represented in employment among higher skilled 
occupations, such as managers and professionals, and technicians and tradespersons; 
and over-represented in employment within the lower skilled occupations of labourers and 
machinery operators and drivers.

Figure 5.3: Employment by occupation (%), Aboriginal and non-Aboriginal persons,  
South West, 2011

Source: ABS 2011, Census Community Profiles. Excludes persons whose Aboriginal status was ‘not stated’,  
or occupation inadequately described.
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Educational status of Aboriginal people
Figure 5.4 shows the highest level of school completed for Aboriginal and non-Aboriginal 
persons in the South West from the 2011 Census. For Aboriginal persons, rates of 
completion of year 12 are barely more than half that observed for the non-Aboriginal 
population. 

Year 9Year 8 or below

Source: ABS 2011, Census Community Profiles. Excludes persons whose Aboriginal status was ‘not stated’.  
Percentage is of persons aged 15 years and over no longer attending primary or secondary school.

Figure 5.4: Highest year of school completed, Aboriginal and non-Aboriginal persons  
South West, 2011 
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A comparison of highest level of school completed with 2006 figures would provide limited 
information since the data relates to the total population, while any improvements in 
completion rates would primarily be driven only by changes for the most recent cohort who 
left school in the past five years.

Any such change attributable to higher school completion rates for the working age 
population would be offset by other data issues, such as changes in age structure, rates of 
Aboriginal identification and response rates.  

Census 2011 data on the highest level of qualification attained by Aboriginal persons 
similarly show markedly lower levels of educational attainment among the working age 
Aboriginal population. Just 28% have some form of post school qualification compared to 
45% for the non-Aboriginal population (figure 5.5). Similar to the non-Aboriginal population, 
the largest proportion of the Aboriginal population who do possess some form of post school 
qualification have done so by completing a certificate III or IV.

Non-AboriginalAboriginal
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The comparatively low rates of schooling and educational attainment among Aboriginal 
people in the region effects their employability. Although Census data reveals a higher 
proportion of employment among Aboriginal persons within lower skilled occupations, 
increasingly even such roles are requiring strong literacy and numeracy skills.  
Feedback received during consultations indicates a high priority needs to be given to 
promoting Aboriginal school based traineeships. Additionally, feedback received also 
indicated a need to work with Aboriginal people to develop their job-readiness not only in  
the context of education, but also in understanding the culture and effective functioning of  
a typical workplace.

Figure 5.5: Highest form of post school qualification, Aboriginal and non-Aboriginal persons 
South West, 2011

Source: ABS 2011, Census Community Profiles. Excludes persons whose Aboriginal status was ‘not stated’.  
Percentage is of persons aged 15 years and over.
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Key findings
The 2011 Census illustrates the socioeconomic disadvantage faced by the Aboriginal 
population in the South West region.  

This plan does not attempt to indicate whether this is more or less pronounced than in  
other regions of Western Australia. As elsewhere, this disadvantage stems from complex  
and multifaceted sources, including historical developments. It must be stressed again 
that there are significant limitations to the available data for the purposes of making strict 
comparisons between the Aboriginal and non-Aboriginal populations, and for Aboriginal 
counts between censuses.

Non-AboriginalAboriginal
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The unemployment rate among Aboriginal persons in the South West is 16.5% compared to 
4.4% for the non-Aboriginal populations, despite lower labour force participation. Aboriginal 
persons have lower levels of schooling and post school educational attainment, and/or those 
in jobs are concentrated in low skilled occupations and rely disproportionately upon the 
public sector for employment opportunities.  

The Aboriginal population in the South West is markedly younger and growing rapidly.  
These younger cohorts continue to have lower rates of school retention and participation in 
post school education. This suggests continued barriers to job-readiness and labour market 
success for the current generation of Aboriginal persons in the South West.
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Regional workforce demand 

Introduction
This chapter focuses primarily on the demand created by economic development within 
and around the South West region. The declining, and current very low unemployment rate 
observed for the region, demonstrates that the increase in demand has exceeded the growth 
in labour supply.

Of particular relevance are areas of labour market pressure where the labour market 
has struggled, or is likely to struggle, to meet workforce demands in a timely fashion. 
Such demand hotspots are best described in terms of occupation, as this offers the most 
information on the supply responses that are required.

An assessment of workforce demand according to these sources is provided below, 
categorised according to the time horizon.
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Short term demand 
The recent decline in the unemployment rate of the South West to 4.7% (see chapter 4 
– Labour force status) indicates that the growth in employment demand has outstripped 
the growth in labour supply. In such tight demand conditions it is inevitable that significant 
shortages will emerge within certain occupations and industry sectors.  

Identifying those occupations in which shortages are most acute provides information to 
policy makers and other decision makers to assist in facilitating the process of labour market 
adjustment.

Recruitment expectations and regional vacancies
The DEEWR Survey of Employers’ Recruitment Experiences for the South West, undertaken 
in June 2011, covered 256 employers in the local government areas of Bunbury, Busselton 
and Augusta-Margaret River.

The vast majority of employers in the South West recruited in the year preceding the survey. 
While most of this was attributed to replacement demand, around half of the employers also 
reported recruiting due to growth. Evidence of the relative difficulty experienced in filling 
vacancies in the South West was collaborated through data on the number of applicants 
for each vacancy. Employers in the South West reported an average of 3.9 applications 
per vacancy, of which 1.5 were considered suitable applicants. Other regions reported an 
average of 6.2 applications with 2.0 considered suitable applicants. This signals greater 
difficulty for employers in the South West to meet their demand for workers. 

At the major occupation level, South West employers appear to have had most difficulty  
in filling places for technicians and trade workers and for managers and professionals,  
with one-quarter to one-fifth of such vacancies remaining unfilled at the time of the survey 
(figure 6.1).

Figure 6.1: Proportion of vacancies remaining unfilled by occupation to June 2011, South West

Source: DEEWR Survey of Employers’ Recruitment Experiences, June 2011.
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In terms of more specific occupations for which South West employers reported vacancies 
as being difficult to fill, the skilled and unskilled positions most often nominated are shown in 
table 6.1. In addition, table 6.2 shows occupations which employers indicated as needing the 
most over the 12 months from June 2011.

Table 6.1: Occupations with difficult-to-fill vacancies, 12 months to June 2011, South West

Skilled 
(Bachelor degree or higher VET qualification)

Less skilled

Motor mechanics Sales assistants (general)

Chefs Checkout operators and office cashiers

Electricians General clerks

Retail managers Kitchenhands

Real estate sales agents Nursing support and personal care workers

Registered nurses

Source: DEEWR Survey of Employers’ Recruitment Experiences, June 2011.

Table 6.2: Occupations employers anticipate needing most, 12 months from June 2011,  
South West

Skilled 
(Bachelor degree or higher VET qualification)

Less skilled

Motor mechanics Sales assistants (general)

Chefs General clerks

Advertising and marketing professionals Truck drivers

Structural steel and welding trades workers Earthmoving plant operators

Electricians Kitchenhands

Bar attendants and baristas

Nursing support and personal care workers

Source: DEEWR Survey of Employers’ Recruitment Experiences, June 2011.
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Migration demand
The Regional Sponsored Migration Scheme (RSMS) is offered by the Department of 
Immigration and Citizenship which uses the visa program to attract foreign skilled migrants to 
vacancies in regional areas, which cannot be filled by the local population.

Figure 6.2: Top 5 occupations sponsored under RSMS, South West region

Source: South West Development Commission 2012.
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Data on the volume and types of skilled workers applied for by local employers under  
the RSMS also provides an objective indicator of hard to fill occupations. It is clear from 
figure 6.2 that the hospitality industry, notably restaurants, features prominently as a user of 
this pathway to workers. Occupations such as restaurant and catering managers, chefs and 
cooks appear regularly among the top five RSMS certified occupations in the region.  
Motor mechanics also appear as an occupation in high demand under the RSMS over the 
past five years.

Consultation outcomes
Consultations undertaken with a range of employers and regional stakeholders in developing 
the South West workforce development plan 2013–2016 (see appendix A) provided further 
qualitative evidence of workforce demand. The feedback received broadly confirms the 
data presented above, although some occupations highlighted by stakeholders as being in 
demand in the region do not appear in the various data sources above.
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The feedback included a wide array of occupations. However, table 6.3 provides a summary 
of the occupations most noted by stakeholders (ie more than once). 

Table 6.3: Occupations in need in the South West according to regional stakeholders

2-digit occupation 4-digit occupations

13  Specialist managers 1332  Engineering managers 
1351  ICT managers

14  Hospitality, retail, service managers 1411  Catering and restaurant managers 
1413  Hotel and motel managers

23   Design, engineering, science and 
transport professionals

2332  Civil engineering professionals 
2333  Electrical engineers 
2334  Electronics engineers 
2336  Mining engineers

24  Education professionals 2422  Vocational education teachers

25  Health professionals 2512  Medical imaging professionals 
2525  Physiotherapists 
2531  Generalist medical practitioners 
2535  Surgeons 
2544  Registered nurses

26    Information, communications and 
telecommunications professionals

2611  ICT business and systems analysts
2612  Multimedia specialists and web developers
2613  Software and applications programmers 
2621   Database and systems administrators,  

 and ICT security specialists
2631  Computer network professionals
2632  ICT support and test engineers 
2633  Telecommunications engineering professionals

31  Engineering/ICT technicians 3122  Civil engineering technicians 
3123  Electrical engineering technicians 
3131  ICT support technicians 
3132  Telecom technical specialists

32   Automotive and engineering trades 
workers

3211  Automotive electricians 
3212  Motor mechanics 
3223  Structural steel and welding trades workers 
3232  Metal fitters and machinists

33  Construction trades workers 3312  Carpenters and joiners 
3341  Plumbers

34   Electrotechnology and 
telecommunication trades workers

3411  Electricians
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2-digit occupation 4-digit occupations

35  Food trade workers 3513  Chefs 
3514  Cooks

42  Carers and aides 4232  Dental assistants

43  Hospitality workers 4311  Bar attendants and baristas 
4312  Cafe workers 
4315  Waiters

59   Other clerical and administrative 
workers

5911  Purchasing and supply logistics clerks 
5912  Transport and despatch clerks

72  Mobile plant operators 7213  Forklift drivers

73  Road and rail drivers 7331  Truck drivers

83  Factory process workers 8312  Meat boners and slicers, and slaughterers 
8313  Meat, poultry and seafood process workers

85  Food preparation assistants 8512  Food trades assistants 
8513  Kitchenhands

Source: South West workforce development plan stakeholder consultations 2012.

In particular, respondents confirmed that the hospitality sector is struggling across the 
board for lesser skilled workers, which is believed to be the result of the short term nature 
of employment opportunities in that sector. Tourism, which is closely linked to hospitality, is 
seen as a key competitive strength of the South West region and has considerable potential 
to grow. Clearly, this would also require a commensurate growth in labour supply in the 
hospitality related occupations, although constraints have been identified which may impede 
this growth (see chapter 7 – Workplace mentoring and career development).

Stakeholders also noted a falling uptake of apprenticeships in the South West as a result 
of the subdued state of the region’s building and construction sector in recent years. Given 
indications of difficulties in filling vacancies in a range of trade occupations, this forebodes 
the risk of future skill shortages.  

In terms of education professionals, stakeholders identified the availability of lecturers to 
teach trades as problematic due to many seeking employment in the mining sector. This 
reflects the difficulty in offering the same pay levels of those offered by the mining sector. 

The need for information and communication technology (ICT) related professions reflects 
the opportunities related to the National Broadband Network (see chapter 7 – National 
Broadband Network and ICT). Stakeholders identified the need to recruit and train ICT 
professionals across the board in order to fully benefit from the new infrastructure. 
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Long term demand
The main approach used to assess future labour demand is through projections from 
economic models. Projections from the Centre for Policy Studies at Monash University using 
the ‘Monash model’ for the South West have been obtained and are provided in table 6.4.

It should be noted that the accuracy of projections from computable general equilibrium 
models, such as the Monash model, are highly contingent on the accuracy of the 
assumptions upon which they are based. With the mining boom having such a marked 
influence on Western Australia regional economies together with the volatility of commodity 
prices and mining output, a key risk to these assumptions relates to the sustainability of the 
mining boom and consequently, aggregate State economic growth.

Each year DEEWR produces employment projections by industry for regional areas such as 
the Lower Western Australia16. The projections come from the Monash Model and Access 
Economics, recent employment trends and known industry developments. These five year 
projections are based on early 2012 data. More information on the forecast methodology is 
provided in appendix B.

16   Lower Western Australia encompasses a region more broad than the South West alone.
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Figure 6.3: Projected employment growth by industry, five years to 2016–17,  
lower Western Australia

Source: DEEWR 2012.
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Projected demand growth by industry
As shown in figure 6.3, the labour force demand forecasts are predicated upon the 
assumption of continued strong growth in the mining sector. Mining was also identified 
as a key growth sector through a large number of the regional consultations. A number 
of reasons were given for this expected growth in mining, including the building of an 
airport in Busselton and the possibility of a new airport in Manjimup to support fly-in fly-out 
employment and the higher salaries on offer in comparison to local employment.

DEEWR’s projected employment by industry indicates that construction, health care and 
social assistance, retail trade, education and training and agriculture, forestry and fishing  
will all grow significantly in the next five years. It is important to note that this data is based 
on the lower Western Australia statistical region, which includes (but is not limited to) the 
South West.

61



Projected demand growth by occupation
Table 6.4 shows the top 15 occupations, both in terms of absolute numbers and growth 
rates, for the South West region for the period 2010–11 to 2015–16. Shaded cells in 
the table represent occupations which appear in both columns – that is, where growth is 
expected both in volume and percentage terms. 

Table 6.4: Top 15 occupations by projected employment growth, volume and percentage, 
2010–11 to 2015–16, South West region

Volume Yearly average % change

Code Occupation No. Code Occupation % p.a.

33 Construction trades workers 557 41 Health/welfare workers 3.7

42 Carers/aides 506 25 Health professionals 3.5

25 Health professionals 442 27 Legal/social etc. 
professionals 3.4

31 Engineering/ICT etc. 
technicians 433 31 Engineering/ICT etc. 

technicians 3.4

23 Design etc. professionals 409 42 Carers/Aides 3.0

13 Specialist managers 404 23 Design etc. professionals 3.0

24 Education professionals 362 26 ICT professionals 3.0

73 Road/rail drivers 344 22 Business etc. professionals 2.6

32 Auto/engineering trades 
workers 341 73 Road/rail drivers 2.6

22 Business etc. professionals 303 82 Construction and mining 
labourers 2.5

34
Electrotechnology/
telecommunication trades 
workers

293 33 Construction trades workers 2.5

82 Construction and mining 
labourers 280 51 Office managers/program 

administrators 2.5

71 Machinery/stationary plant 
operators 250 34

Electrotechnology/
telecommunication trades 
workers

2.4

55 Numerical clerks 224 13 Specialist managers 2.4

14 Hospitality/retail/service 
managers 222 11 Chief executives/general 

manager 2.3

Source: Centre of Policy Studies, Monash model projections 2012.
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Notably, significant demand is forecast for various health workers, including carers and aids. 
The occupations with the highest projected growth rates over the five years are health and 
welfare workers (3.7% per annum) and health professionals (3.5% per annum).

High forecast growth in construction is reflected in growing demand for construction trades 
workers and design professionals, as well as mining and construction labourers. In terms 
of the number employed, construction trades workers are projected to show the largest 
increase, with more than 500 additional jobs forecast in this occupation.

A number of occupations relating to information technology also feature, including ICT 
professionals, engineering and ICT technicians and telecommunications trades workers. 
This is in line with stakeholder feedback on the rollout of the NBN which is likely to result in  
a stronger need for IT specialists. 

Employment growth by level of qualification
The Monash model also allows employment projections to be converted to estimates of 
employment by level of qualification. These are shown in figure 6.4 for the South West to 
the year 2015–16. These are based upon trends in both employment by occupation, and in 
qualification levels within occupations. The projections confirm what is evident in much of the 
analysis above, that labour market developments in the South West are disproportionately 
generating demand for workers with high skill levels, notably at the diploma level and above. 
Demand for persons with no post school qualifications is projected to decline over this period.

Figure 6.4: Estimated employment growth by level of qualification, South West,  
2010–11 to 2015–16

Source: Source Centre of Policy Studies, Monash model projections 2012.
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Key findings
This chapter highlights sections of the South West labour market, defined in terms of 
occupational categories, in which unmet demand currently exists or is likely to exist in the 
near future. At the aggregate level, the region’s labour market is already very ‘tight’ by 
historical and national standards, with an unemployment rate in the vicinity of 5%. 

Strong future employment growth in an occupation does not necessary mean that this 
demand will not be met by supply responses. Supply issues are discussed in detail in 
chapter 7, after which priority occupations are determined in chapter 8. 

Nonetheless, the demand pressures highlighted above still signals the need for planning to 
facilitate supply adjustment. In particular, three salient developments are identified which are 
generating demand pressures within the region:
• Growth in the mining sector within the State is attracting workers away from other 

industries, leading to high demand for construction trades workers and engineering related 
trade workers and technicians.

• Demand for health and education workers is increasing due to the growth in the population 
and the ageing of the population.

• A strong and ongoing shift in demand towards higher level, professional skill sets.

The hospitality sector represents another area in which employers face difficulty in filling 
positions. This issue did not emerge as a constraint in projections of employment growth17, 
but are highlighted in RSMS migration data and in regional consultations. 

17   Note that the Monash forecasts are for levels of equilibrium employment at each point in time. They do not reflect the dynamic nature of 
the labour market in reaching such equilibrium. Recruitment demand will be much higher when turnover (replacement demand) is also 
considered, and this is reflected more fully through the vacancy and employers’ recruitment experiences data.
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Regional workforce supply

Introduction
One of the major challenges facing the South West amidst its current strong economic 
growth profi le, is meeting the current and future demand for labour. As outlined in chapter 2, 
the major factors impacting on labour supply are:
• growth in the working age population; and
• changes in the labour force participation rates and intensity of participation among the 

working age population.

Generally speaking, there are three main mechanisms which underpin these broad drivers:
• education and training – impacts upon labour force participation rates and intensity of 

participation among the working age population;
• attraction of new employees either from other sectors, locations or from within disengaged 

groups – contributes to growth in the working age population and labour force participation 
rates; and

• retention of existing employees – also contributes to growth in the working age population 
and labour force participation rates.

Effectively dealing with current and future labour supply issues will require a focus on all 
three of these drivers.
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Education and training
One of the primary means of dealing with labour supply issues is through the education and 
training system. Census 2011 data provides a current snapshot of engagement in education 
and training across the South West region (table 7.1).

Table 7.1: Count of persons by the type of educational institution they attend, South West, 2011

Type of educational institution Bunbury 
SA3^

Augusta-
Margaret 

River-
Busselton SA3

Manjimup 
SA3

South 
West

Western 
Australia

Pre-school 1466 670 316 2452 32 444

Infants/Primary:

 Government 5811 2435 1605 9851 129 336

 Catholic 1694 801 488 2983 33 599

 Other non-government 1032 757 70 1859 25 668

 Total 8537 3993 2163 14 693 188 603

Secondary:

 Government 3393 1282 958 5633 64 001

 Catholic 920 548 162 1630 29 739

 Other non-government 947 598 90 1635 29 786

 Total 5260 2428 1210 8898 123 526

Technical or further educational institution:*

 Full time student: 667 235 122 1024 18 647

 Part time student: 1283 617 290 2190 29 697

  Full/Part time student status not 
stated 27 9 6 42 502

 Total 1977 861 418 3256 48 846

University or other tertiary Institution:

 Full time student: 630 247 80 957 63 751

 Part time student: 702 318 124 1144 27 790

  Full/Part time student status not 
stated 5 – – 5 440

 Total 1337 565 204 2106 91 981

Other type of educational institution:

 Full time student 99 32 31 162 4271
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Type of educational institution Bunbury 
SA3^

Augusta-
Margaret 

River-
Busselton SA3

Manjimup 
SA3

South 
West

Western 
Australia

 Part time student 320 157 46 523 9026

  Full/Part time student status not 
stated 8 4 – 12 242

 Total 427 193 77 697 13 539

Institution not stated 7141 2847 1173 11 161 183 341

Total attending education 24 679 10 887 5245 40 811 649 836

Total attending tertiary 
education ~ 3314 1426 622 5362 140 827

Total population  
aged 4 years + 83 446 38 555 20 113 142 114 2 126 497

Total population  
aged 15 years + 73 129 32 584 16 897 119 902 1 836 539

% of population  
aged 4 years + in education 29.6% 28.2% 26.1% 28.7% 30.6%

% of population aged  
15 years + in tertiary education 4.5% 4.4% 3.7% 4.5% 7.7%

Source: ABS Census 2011, *Includes State Training Providers, ^Bunbury SA3 excludes Waroona,  
~Tertiary education refers to university and technical training

Without adjusting for dual enrolments across educational institutions in the region, the 
Census snapshot suggests that nearly 41 000 people in the region were attending some 
form of educational institution in 2011 – from primary to tertiary level. This accounts for 
around 29% of the regional population aged four years and upwards, which is slightly below 
the State average (31% of the population aged four years and over attended some form of 
educational institution across Western Australia according to Census 2011).

It is difficult to analyse the types of institutions as 27% of respondents (11 161 people) in the 
South West indicated that they were attending an educational institution but did not state the 
type of institution.

Year 12 completion 
Census 2011 data suggests a relatively low level of educational attainment in the region 
(see chapter 4 – Education). However, data on the employment of school leavers prior 
to year 12 completion is not available meaning there is little evidence to suggest that the 
employability of school leavers prior to year 12 completion is diminished. However, available 
data (for public schools, excluding private independent and catholic schools) does suggest 
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that a high proportion of students who do complete year 12 in the region generally tend to 
secure employment (figure 7.1). Among the seven largest public secondary schools in the 
region18, on average, 50% of students surveyed moved directly into employment (including 
apprenticeship and traineeship) following completion of year 12 in 201119.

18    Seven largest include Australind, Bunbury, Busselton, Newton Moore, Margaret River, Manjimup and Collie Senior High Schools – 
together account for approximately 70% of total public secondary school enrolments in semester 1, 2012.

19    Department of Education 2011, Year 12 Destinations Survey.

Figure 7.1: Destinations of year 12 graduates from the seven largest public secondary 
schools in South West^, 2011

This is in sharp contrast to metropolitan secondary schools where, in general, only around 
15% of year 12 students move directly into employment following completion of schooling. 

The relatively high rate of employability among those who complete year 12 in the region  
is likely to reflect the ‘close-knit’ nature of local communities where employment  
opportunities can often be based on social and family networks. In addition, discussions  
with regional stakeholders revealed that many secondary school graduates also tend to  
seek to work with local employers for a period of time before pursuing further training or 
higher education opportunities, particularly if those opportunities are outside of the region. 
Finally, the region’s tight labour market may also be contributing to stronger demand for 
school leavers among employers.

Source: Department of Education Year 12 Destinations Survey 2011, ^Australind, Bunbury, Busselton, Newton 
Moore, Margaret River, Manjimup and Collie Senior High Schools.
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18    Seven largest include Australind, Bunbury, Busselton, Newton Moore, Margaret River, Manjimup and Collie Senior High Schools – 
together account for approximately 70% of total public secondary school enrolments in semester 1, 2012.

20    Department of Education, http://www.det.wa.edu.au/curriculumsupport/vetis/detcms/school-support-programs/vet-in-schools/contact-us.
en?oid=Article-id-6992790

While this level of employability for school leavers is broadly positive, the importance of 
further education and training is also critical in terms of building the skills base of the region.

Access to career guidance
An issue raised during regional consultations which may explain this trend to employment 
rather than further education and training following schooling in the region, is the perceived 
lack of quality career counselling in local schools.

Stakeholders indicated that career counselling in local schools is currently ineffective in 
directing students into appropriate career pathways. In many cases, it was suggested that 
this left students to rely on informal social or family networks for career information.

According to the Department of Education20, the first point of contact on career guidance in 
schools is the VET Coordinator (VC), although their prime role is the implementation of the 
‘VET in Schools’ program rather than career guidance more generally. Some schools also 
have a Workplace Learning (WPL) Coordinator (who may be a different person to the VC), 
and the Department of Education notes that if the VC or WPL Coordinator is unable to assist 
then the next point of contact is the Enterprise and Vocational Education Coordinator at the 
Department’s Regional Office.

However, regional stakeholders noted that local VCs and WPL Coordinators are often 
teachers themselves and many do not have formal training in career development. 
Therefore, many have limited knowledge of industry, employer and occupational needs and 
trends, which hamper the quality of guidance offered.

Training and higher education demand
Another key feature of secondary education in the region is the apparent appetite among 
students for vocational education and training over higher education (ie university). For 
example, according to the Year 12 Destinations Survey, in 2011 only 16% of year 12 
students at the largest seven public schools in the region18 indicated that they would 
undertake further study at a higher education institution. This is in contrast to around 50% of 
metropolitan based students heading to university at the completion of year 12.

However, around 40% of year 12 graduates at the seven largest public secondary schools in 
the region indicated they were to enter a form of training as either an apprentice or trainee, 
or were to undertake a ‘TAFE-level’ course or other form of training.  

Although the Year 12 Destinations Survey cannot account for those students who undertake 
university or other further studies following a ‘gap year’ of work or leisure, the relatively low 
demand for tertiary studies is also confirmed by the fact that a only 45% of year 12 students 
in the largest seven South West public schools sought to acquire an Australian Tertiary 
Admissions Rank (ATAR) in 2011. The ATAR is the primary criterion for entry into most 
undergraduate university programs in Australia. Meanwhile, over half of the students chose 
to pursue school based certificate II qualifications or higher.
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Figure 7.2 also substantiates this apparent stronger appetite for vocational education and 
training in the region, with 2.7% of the South West’s population aged 15 years or more 
currently engaged in technical training, while only 1.8% are engaged in university level 
studies. Across Western Australia, 5% of the population aged 15 years or more are engaged 
in university level studies, while 2.7% are enrolled in technical training.

Figure 7.2: Proportion of population aged 15 years and over attending university or  
technical education

Source: ABS 2011, Census Community Profiles.
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The relatively low proportion of students seeking higher education in the South West 
presents an opportunity to increase the number of students engaging in university studies. 
This will be particularly important in terms of meeting the critical professional occupations in 
demand in the region, as highlighted in chapter 6.

Local consultations revealed that a key barrier that may be contributing to the trend of low 
demand for higher education in the South West is the limited number of course offerings 
available in the region.

Higher education characteristics
Although feedback suggests that the range of course offerings in the region may be limiting 
demand for higher education in the region, the South West maintains good access to 
tertiary education. For example, several other regions in the State have no higher education 
institutions directly present, however, two universities are located in the South West itself – 
Edith Cowan University in Bunbury and Margaret River Education Campus which is operated 
in conjunction with Curtin University.

Higher education is a key consideration for workforce development in the South West given 
that a strong and ongoing shift in demand towards higher level skills has been identified in 
the regional labour market (see chapter 6 – Employment growth by level of qualification).
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Margaret River Education Campus
The Margaret River Education Campus is a joint initiative of the Margaret River Senior High 
School, Department of Education, South West Institute of Technology, Curtin University and 
Edith Cowan University.

Given much of the region’s education and training resources are based in Bunbury, the 
campus plays an important role in providing access to education and training courses to 
areas of the South West outside of the main Bunbury population centre. One of the activities 
within the campus is the Curtin University Centre for Wine Excellence, which comprises 
a teaching winery, chemistry laboratories, sensory evaluation and research laboratories, 
classrooms and resource centre.

A number of courses from the South West Institute of Technology (SWIT) are also provided 
at the campus, including aged care, horticulture, hospitality, tourism, small business 
management, viticulture and other wine industry related training21.

However, the existing campus is not currently operating at capacity22, which could reflect the 
limited higher education course offerings at present (only wine and viticulture), with university 
enrolments tending to suffer in line with broader industry trends in that sector.

21    South West Institute of Technology, http://www.swit.wa.edu.au/aboutswrc/collegestructure/collegecampuses/Pages/margaretriver.aspx
22    Capes Higher Education and Training Forum Round Up Report and Task Force Recommendations, Friday 4th February 2011.
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Edith Cowan University South West
With the main focus of the Margaret River Education Campus currently upon viticulture and 
winemaking, the Edith Cowan University (ECU) Bunbury campus is the key higher education 
institution in the South West.

ECU South West is the largest university campus in Western Australia outside the Perth 
metropolitan area. The campus is part of a broader educational precinct comprising SWIT 
and the Bunbury Health Campus, which includes St John of God Hospital and South West 
Area Health Services23.

The university has maintained approximately 600 to 650 full time equivalent (FTE)24 
enrolments over the past five years and had total enrolments of 1015 in 201125. The 
university currently offers seven programs of study in the South West across various courses 
and qualifications. These are highlighted in table 7.2.

Table 7.2: Programs of study offered at ECU South West

Program area Courses/Qualifications

Arts •  Bachelor of Arts

Business •  Bachelor of Business
•  Graduate Certificate of Business (Management)
•  Graduate Diploma of Business (Management)
•  Master of Business Administration

Science •  Bachelor of Science (Coastal environmental science)
•  Bachelor of Science (Surf science)

Education •  Bachelor of Education (Primary)
•  Bachelor of Education (Primary to Middle)
•  Graduate Diploma of Education (Primary)
•  Master of Education

Nursing •  Bachelor of Science (Nursing)

Social work •  Bachelor of Social Work

University preparation courses •   Prepares students for university level study by teaching 
required skills for academic success with emphasis on 
independent learning

Source: Edith Cowan University 2012.

23    An office of the Rural Clinical School of Western Australia is also based at the campus (an office is also located in Busselton). The Rural 
Clinical School was established in 2002 with the explicit goal of attracting more doctors to regional, rural and remote practice. In 2007, 
the Rural Clinical School successfully incorporated medical students from the University of Notre Dame Australia (UNDA) and signed a 
Memorandum of Understanding with UNDA to establish the Rural Clinical School of Western Australia as one collaborative, rural clinical 
school in the State.

24    Full-time Equivalent (FTE) is a measure of staff resources expressed in terms of the number of full-time staff who would be required in  
a full year to perform equivalent duties.

25    ECU 2011 Pocket Statistics, http://www.ecu.edu.au/IRS/assets/reports_and_bulletins/2011_Pocket.pdf
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As shown in figure 7.3, it is evident that education, nursing and social work are the key 
delivery areas of the university and have been over the past five years. Education is by far 
the largest delivery program in terms of equivalent full time student load.

The ECU nursing program is also popular, with the ECU South West Campus recognised as 
having the most sophisticated nursing facilities in regional Western Australia26. The nursing 
program also benefits from close collaboration with the SWIT, the Bunbury Health Campus 
and Manea Secondary College. For example, students completing a Certificate IV in Health 
Science Foundations or the Diploma of Enrolled Nursing at SWIT are able to continue on to 
a Bachelor of Science (Nursing) at ECU.

The core program delivery areas of the university in 2011 according to equivalent full time 
student load27 is shown in figure 7.3.

Source: Edith Cowan University 2012.

Figure 7.3: ECU South West, equivalent full time student load (EFTSL) enrolment by program 
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26    http://www.ecu.edu.au/future-students/study-areas/nursing-and-midwifery
27    One Equivalent Full-time Student Load (EFTSL) represents the workload of a student undertaking a standard annual programme.

Although education and nursing are core delivery areas and align with occupational 
demands in the region, there is nonetheless a deviation in the other areas of higher 
education program delivery in the region. Many of the professional occupations identified 
as in demand in the South West (chapter 6) are not catered for at ECU specifically or are 
currently low areas of student take up (for example, computer technology). This creates an 
opportunity to better align higher education delivery at the campus with the key professional 
occupations projected to be in demand. 
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However, it is recognised that new university courses in particular take time to develop and 
risks exist until sufficient economies of scale are developed to ensure courses are financially 
viable. Indeed, these risks are often magnified in smaller catchment regions such as the 
South West compared to metropolitan areas.

Therefore, greater links with metropolitan based universities may need to be forged, 
including offering short courses related to critical occupations or developing regional options 
which allow generic first year university study at regional campuses with opportunities for 
transfer to metropolitan campuses in subsequent years. 

However, face to face attendance at university is only part of the higher education delivery 
profile in the region. It is notable that although ECU had total enrolments of 1015 in 201125, 
Census data suggests that over 2000 people in the region were attending a university in 
2011. As this entire residual is unlikely to be made up by enrolments at the Margaret River 
Education Campus, it may be indicative of the extent to which higher education is being 
undertaken in the region on an external study basis.

25    ECU 2011 Pocket Statistics, http://www.ecu.edu.au/IRS/assets/reports_and_bulletins/2011_Pocket.pdf
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Therefore, another method to increase engagement with higher education in the region is 
through raising awareness of external study options and support for this format of study. 

The quality of online external delivery of university courses has improved significantly 
in recent years with better instructional design and learning materials and improved 
responsiveness of teaching staff. However, common barriers faced by regionally based 
external study students remain, including the cost of computer hardware and software and 
bandwidth limitations28. To this extent, the Western Australian Community Resource Centre 
(CRC) Network29 may prove particularly useful in improving student access to computers and 
the internet.

Training characteristics
Figure 7.2 showed that almost 3% of the regional population aged 15 years and over 
are currently enrolled in courses of study with technical or further educational institutions 
(including State Training Providers). This is in line with the proportion across the State  
as a whole.

South West Institute of Technology 
The South West Institute of Technology (SWIT or Institute) is a State Training Provider and is 
the main training provider in the South West. In the 2011 financial year, the Institute catered 
for the training needs of over 7000 students across its six campuses – Bunbury, Busselton, 
Collie, Harvey, Manjimup and Margaret River. The Bunbury campus is the administrative 
centre and is located within the broader educational precinct comprising ECU South West 
and the Bunbury Health Campus. The Institute offers 250 qualifications and 26 accredited 
courses through various pathways, including:
• publically funded vocational education and training through nationally  

recognised qualifications;
• articulated pathways to university programs;
• apprenticeship and traineeship training;
• commercial and customised training; and
• entry and bridging courses.

The study areas offered at SWIT generally span six core program areas30:
• automotive, metals and engineering;
• building, construction and furnishing;
• commerce;
• environment, land and science;
• health, community and personal services; and
• hospitality, arts and educational services.

28   “Learning Online:  Benefits and Barriers in Regional Australia”, by S Kilpatrick and H Bound, NCVER, 2003.
29   Formerly known as Telecentres, Community Resource Centres are located in more than 100 communities across Western Australia.  

The Centres are all incorporated, not-for-profit organisations that are independently owned and operated by the community. Together, 
CRCs form the Western Australian Community Resource Network which is supported by the Department of Regional Development and 
Lands’ Community Development Division.  Funding via the State Government’s Royalties for Regions program allows CRCs to provide 
greater access to services in their regions and undertake community and capacity building activities.

30   South West Institute of Technology, 2011 Annual Report, Page 9.
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Table 7.3 provides a snapshot of the top 10 areas of training delivery at SWIT in the 2011 
financial year according to student curriculum hours (SCH).

Table 7.3: South West Institute of Technology training profile, FY2011, top 10 delivery areas, 
by student curriculum hours 

Program group description 2011 SCH achieved 2010 SCH achieved

1  Education and childcare 296 000 218 827

2  Building and construction 146 624 139 346

3  Office and clerical 140 805 152 525

4  Health 140 415 125 970

5  Automotive 103 007 91 981

6  Metals and mining 93 611 112 354

7  Adult literacy/ESL 83 570 87 730

8  Electrical trades 66 798 53 124

9  Computing 65 310 65 745

10  Recreation sports and entertainment 62 235 61 682

Total profile delivery 1 884 089 1 795 891

Total non-profile delivery* 185 585 190 645

Total institute delivery 2 069 674 1 986 536

Source: South West Institute of Technology 2011 Annual Report, *Non-profile delivery includes competitively 
allocated training both State and non-State funded; domestic and international fee for service delivery; and 
delivery for credit transfers and recognition of prior learning.

Education and childcare is the largest delivery area in terms of SCH, accounting for over 
14% of total hours in the 2011 financial year. The program areas of building and construction, 
office and clerical and health are the next largest with each accounting for around 7% of  
total delivery.

It is evident that many of these key broad delivery areas correspond to several of the critical 
para-professional and trade occupations required in the region (see chapter 6), including 
training related to education, health, automotive trades, metals and mining, electrical trades 
and computing.

However, other occupations – particularly those related to hospitality, transport and logistics, 
and farming – do not appear to be major areas of demand. This suggests that an opportunity 
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exists to better promote and raise awareness of critical occupations in the region and provide 
clearer pathways into training opportunities related to those critical careers. 

Promoting awareness of courses related to critical occupations is particularly important in the 
context of SWIT, as the Institute’s wide course offering means that it is largely able to provide 
training qualifications in many of the critical occupations required within the region. 

Bunbury Regional Trade Training Centre
The new Bunbury Regional Trade Training Centre (BRTTC), funded by the Australian 
Government as part of the Trade Training Centres in Schools Program, aims to develop joint 
shared trades training facilities on three school sites.

It aims to improve student access to trade training facilities meeting industry standards; 
improve the quality of schooling offered to secondary students undertaking vocational 
education and training pathways; improve the retention of students to the end of  
year 12; and assist young people to make a successful transition from school to work/further 
education or training.

The joint shared facilities are to be located on three school sites. In each case capital works 
will involve new construction and equipment required for the respective industry areas. Site 
‘A’ will be constructed at Eaton Community College and will initially offer courses in building 
construction and electrical trades. Site ‘B’ will be constructed at Bunbury Catholic College 
and will offer engineering (metals) and plumbing and gas fitting. Site ‘C’ will be constructed 
at Manea Senior College and will offer allied health services. Each site is designed to be 
flexible to accommodate new and emerging skills shortage areas based on the needs of the 
region. Students enrolled at each of the 14 schools in the cross-sectoral consortium will have 
access to training places at the three sites.

In addition to similar existing trade training centres in the South West, the proposed BRTTC 
is expected to provide students with more diverse post school pathway options. Completing 
this training while at school is also anticipated to provide the students with greater literacy 
and numeracy support under the supervision and guidance of teachers. 

Vocational education and training
The Department of Training and Workforce Development’s vocational education and training 
(VET) enrolments data collection provides a snapshot of training delivery in the region from 
a range of providers and funding sources31. Figure 7.4 indicates that in 2011 there were 
almost 11 000 students in the region (excluding dual enrolments) enrolled in VET according 
to the scope of the Department’s VET enrolments data collection31. The level of education 
undertaken was predominantly in certificate II and III qualifications. 

31   At the simplest level, the general scope of the VET enrolments collection is: (1) all VET and Adult and Community Education (ACE) 
enrolments that the State Training Authority (STA) has a legislative right to collect; (2) All other VET enrolments that are funded by 
or through the STA (funding leverage); and (3) Training of prisoners reported by the Department of Corrective Services. The data 
specifically excludes (1) Fee for service (student/employer funded) enrolments of all non-government providers; (2) enrolments of 
Commonwealth Government department providers (eg. CentreLink) that fund VET independent of the STA; (3) Enrolments of State 
Government departments that receive their own budget appropriations for VET and are therefore not funded by the STA (e.g. Police, 
SES, CALM, DCS prison officers etc.); (4) Enrolments of non-STP providers that are directly funded by Commonwealth agencies where 
funds do not pass through the STA; and (5) ACE enrolments other than for State Training Providers.    
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However, figure 7.4 also shows an increasing trend in enrolments for certificate IV level 
qualifications over the past five years and a corresponding decline in enrolments for  
non-certificate level courses. 

The main funding source for the nearly 11 000 VET enrolments was the National Training 
Agreement (NTA) Scope32. This was the funding source for almost 75% of the students in 2011.

Source: Department of Training and Workforce Development VET enrolments data collection 2012.

Figure 7.4: VET students in training in the South West, by level of education31
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Table 7.4 provides a summary of the 20 most popular VET courses in the region across the 
scope of the data collection in 201131. Enrolments in the top 20 vocational courses accounted 
for just over 30% of total student enrolments. Table 7.4 also shows the number of enrolments 
in those same top 20 courses in the four previous years to illustrate the degree to which 
student demand has changed over time.

32   Delivery claimed under the terms of the national VET funding arrangement between the WA State Training Authority (STA)  
and the Commonwealth.
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Table 7.4: Top 20 VET qualifications in the South West in 2011 and corresponding enrolments 
in 2007–10, various training providers and funding scope31

VET Qualification 2011 2010 2009 2008 2007

1  Certificate I in Construction / General Construction* 368 347 358 375 376

2  Certificate II in Business (BSB20107) 363 270 241 275 284

3   Certificate I in Work Preparation (Community Services) 308 287 120 105 21

4  Certificate III in Education Support 245 190 n.a. n.a. n.a.

5  Certificate III in Business Administration 241 265 211 285 259

6  Certificate III in Horticulture 219 221 236 131 109

7  Certificate III in Aged Care / Work* 211 208 204 148 155

8  Certificate I in Business 210 255 267 311 251

9  Certificate III in Visual Arts and Contemporary Craft 206 320 273 319 284

10  Diploma of Nursing (Enrolled/Division 2 Nursing)* 200 134 84 78 95

11   Certificate III in Financial Services (Accounts Clerical) 197 223 186 201 211

12  Certificate II in Business (D130) 192 270 241 275 284

13   Certificate IV in Visual Arts and Contemporary Craft 191 65 62 81 106

14  Certificate III in Electrotechnology Electrician* 184 112 48 189 146

15  Certificate I in Engineering 170 69 140 72 55

16   Certificate III in Automotive Mechanical Technology 159 179 230 238 163

17  Certificate IV in Training and Assessment 158 152 164 96 45

18  Certificate III in Children’s Services 156 122 133 150 164

19  Certificate IV in Education Support 148 57 n.a. n.a. n.a.

20  Certificate II in Horticulture 148 214 189 37 311

Source: Department of Training and Workforce Development VET enrolments data collection 2012. 

*Indicates adjustments have been made to enrolment numbers to reflect minor name changes in courses  
over time. 

31   At the simplest level, the general scope of the VET enrolments collection is: (1) all VET and Adult and Community Education (ACE) 
enrolments that the State Training Authority (STA) has a legislative right to collect; (2) All other VET enrolments that are funded by or 
through the STA (funding leverage); and (3) Training of prisoners reported by the Department of Corrective Services. The data specifically 
excludes (1) Fee for service (student/employer funded) enrolments of all non-government providers; (2) enrolments of Commonwealth 
Government department providers (eg. CentreLink) that fund VET independent of the STA; (3) Enrolments of State Government 
departments that receive their own budget appropriations for VET and are therefore not funded by the STA (e.g. Police, SES, CALM, 
DCS prison officers etc.); (4) Enrolments of non-STP providers that are directly funded by Commonwealth agencies where funds do not 
pass through the STA; and (5) ACE enrolments other than for State Training Providers.    
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The Certificate I in Construction was the most popular VET course in 2011 followed by 
Certificate II in Business and the Certificate I in Work Preparation (Community Services) with 
enrolments of over 300 students each. In general, the demand profile for many of the most 
popular VET courses in 2011 has remained steady over the past five years.

However, some courses have seen significant growth in demand over this period, 
including the Certificate I in Work Preparation (Community Services), Certificate III in 
Horticulture, Diploma of Nursing (Enrolled/Division 2 Nursing), Certificate IV in Visual Arts 
and Contemporary Craft, Certificate I in Engineering and the Certificate IV in Training and 
Assessment.

It is evident that eight of the top 20 courses identified in table 7.4 directly relate to the 
region’s high demand occupations identified in chapter 6. These are highlighted in mid-green 
in the table. This again underscores the opportunity that exists to better promote and raise 
awareness of the occupations in demand in the region and provide a clear education and 
training pathway for individuals to qualify and fill those occupation roles in high demand.

Apprenticeships and traineeships
The Training Records System (TRS) is an administrative tool used by the Department of 
Training and Workforce Development to support the ongoing management of apprenticeship 
and traineeship training contracts.

Extracts from the TRS provide a snapshot of the total number of South West based 
apprentices and trainees in training33 with an employer. Figure 7.5 shows these point-in-time 
results over the past five years to December 2011.

Source: Department of Training and Workforce Development, Training Records System 2012.

Figure 7.5: South West based apprentices and trainees in training with an employer,  
by level of education
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33   ‘In-training’ is a snapshot count of apprentices and trainees with a training contract at a point in time.
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The total number of apprentices and trainees based in the region and in training with  
an employer decreased from almost 3300 as at 31 December 2010 to 3094 as at  
31 December 2011.

Furthermore, most of those residing in the South West and in training tended to be 
positioned in a South West based organisation itself (approximately 90%). Figure 7.6 
provides a snapshot of those based in the South West and in training with a South West 
based employer, according to sector.

Figure 7.6: South West based apprentices and trainees in training with a South West based 
employer, by sector

Source: Department of Training and Workforce Development, Training Records System 2012.
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Figure 7.6 confirms that the building and construction sector is the largest employer of 
South West based apprentices and trainees, followed by automotive trades and metals and 
manufacturing. Wholesale, retail and personal services are also large employers of trainees. 
However, it is evident that the numbers of apprentices and trainees in these top four sectors 
have followed a declining trend over the past three years.

This is likely to reflect deteriorating economic conditions in some of those sectors 
(construction and retail in particular). However, the growing attraction of lower skilled and 
highly paid fly-in fly-out opportunities in the resources sector may also be contributing to  
the declining take up of apprenticeships and traineeships in sectors with traditionally large 
in-takes.

Table 7.5 provides an outline of the top 20 qualifications undertaken by apprentices and 
trainees based in the South West region with an employer as at December 2011. Although 
this data set is not directly comparable to the Department of Training and Workforce 
Development’s VET enrolments data collection (table 7.4), it is evident that the qualifications 
being undertaken under this subset of training (for example, as apprentices and trainees in 
training with an employer) more closely match the types of high demand occupations for the 
South West identified in chapter 6. 

For example, qualifications in Certificate III in Transport and Logistics (Road Transport), 
Certificate III in Hospitality (Commercial Cookery) and Certificate III in Hospitality are popular 
qualifications being undertaken with employers, but do not appear under the Department’s 
broader VET enrolments data collection (table 7.4).

This is likely to reflect the high demand for these qualifications among industry, given 
the ‘in training’ snapshot is a count of apprentices and trainees with an employer training 
contract. Therefore, trends in this data are useful as a broad indicator to track the types of 
qualifications in demand by industry.

To this extent, qualifications such as the Certificate III in Automotive Mechanical Technology, 
Certificate III in Electrotechnology Electrician, Certificate III in Surface Extraction Operations 
and the Certificate II in Process Plant Operations have displayed strong growth over the past 
five years in terms of training with an employer (see table 7.5 – qualifications related to high 
demand occupations are highlighted in mid-green). 

School based apprenticeships and traineeships
Only 54 of the 3094 apprentices and trainees based in the South West and in training with 
an employer as at 31 December 2011 were public school based.

The low proportion of school based trainees and apprentices in training with an employer 
are consistent with concerns raised by stakeholders in the region over the quality of school 
based VET. Feedback suggested that students were not learning adequate skills in school 
based programs, as teachers did not possess the right skills required by industry and 
because employer based learning time was limited.
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Table 7.5: Top 20 qualifications in 2011 of South West based apprentices and trainees in 
training with an employer, and corresponding enrolments in 2007–10

VET qualification Dec–11 Dec–10 Dec–09 Dec–08 Dec–07

1   Certificate III in Automotive Mechanical 
Technology 235 238 263 265 193

2   Certificate III in Electrotechnology 
Electrician 234 172 80 33 –

3   Certificate III in Engineering – 
Fabrication Trade 160 179 198 227 216

4   Certificate III in Engineering – 
Mechanical Trade 148 128 141 173 166

5  Certificate III in Carpentry and Joinery 142 160 170 231 236

6  Certificate III in Hairdressing 97 99 107 114 110

7   Certificate III in Transport and Logistics 
(Road Transport) 87 135 106 23 –

8   Certificate III in Hospitality (Commercial 
Cookery) 82 86 84 103 104

9   Certificate III in Surface Extraction 
Operations 66 6 – – –

10   Certificate II in Process Plant 
Operations 56 31 12 53 39

11  Certificate III in Retail 56 80 72 42 –

12  Certificate II in Retail 53 55 46 48 –

13  Certificate III in Plumbing 51 40 1 – –

14  Certificate III in Business 50 61 60 53 49

15   Certificate II in Meat Processing 
(Abattoirs) 47 66 34 14 56

16  Certificate III in Hospitality 47 40 22 – –

17  Certificate II in Business 40 34 40 39 51

18   Certificate III in Bricklaying/Blocklaying 37 62 45 55 72

19  Certificate III in Driving Operations 35 1 – – –

20   Certificate III in Meat Processing  
(Food Services) 34 90 78 12 –

Source: Department of Training and Workforce Development, Training Records System 2012.
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This often resulted in students being passed and deemed qualified by schools in certain 
trades despite their learned skills being out of alignment with employer needs. This was 
reportedly having the effect of reducing the attraction of employing graduates of school 
based training schemes. Equally, feedback was also received suggesting a lack of 
understanding on the part of employers regarding their role as on the job trainers and role 
models with apprentices and trainees that are indentured to them.

This highlights an opportunity to improve the quality of school based training in the region 
through initiatives such as improved professional development of teaching staff, greater 
‘on the job’ time for students with employers, more qualified State Training Providers or 
private registered training organisations. The proposed establishment of the BRTTC may 
assist in this process (see chapter 7 – Training characteristics). Additionally, development of 
employers themselves in managing apprentices and trainees may also assist in addressing 
this issue.

Employer engagement with apprenticeship and traineeship system
The Training Records System (TRS) showed that there were 3094 apprentices and trainees 
based in the South West and in training with an employer as at 31 December 2011. Nearly 
90% of these apprentices and trainees (2750) were posted with South West employers.

As an approximation of the level of business engagement with apprentices and trainees,  
the ratio of employing businesses to apprentices and trainees suggests there were almost 
0.5 apprentices and trainees for every employing South West business in 2011.

Feedback received during consultations suggested that the complexity of the training system 
meant some employers were unaware of how to access the system, its costs and benefits or 
their roles and responsibilities in taking on an apprentice or trainee.

This suggests that there is an opportunity to increase training delivery in the region by better 
educating firms about the training system and access to it.

Notably, some 33% of businesses in the region as at June 2011 were small businesses 
(employing 1 to 19 people), which may explain the low take up of apprentices and trainees. 
Information asymmetry means small business are the most likely to be unaware and 
uninformed about the training system, yet their large number in the region presents a 
significant opportunity to grow the take up of apprenticeships and traineeships.

This is particularly the case in the South West given that the majority of small businesses 
operate in sectors such agriculture, forestry and fishing; construction; and rental, hiring and 
real estate services. These are sectors where real potential exists for apprenticeships and 
traineeships. Therefore, there is an opportunity to promote and educate apprenticeships and 
traineeships to small businesses in the region and increase the training base.

Health services education and training
A key feature of the South West region is the relative strength of education and training 
opportunities related to health services. This is important in the context of the region’s 
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South West strengths in health services education and training

• ECU South West and SWIT are co-located in an educational precinct comprising 
of the Bunbury Health Campus, which includes St John of God Hospital and South 
West Area Health Services (Bunbury Regional Hospital) Nursing is the second 
largest area of delivery at ECU South West in terms of equivalent full time student 
load. The ECU South West is also recognised as having the most sophisticated 
nursing facilities in regional WA

• The UWA Rural Clinical School of Western Australia is based at the ECU campus

• The ECU nursing program collaborates closely with the South West Institute of 
Technology, the Bunbury Health Campus and Manea Secondary College

• Manea Senior College is the first secondary school in Western Australia to establish 
a Health and Medical Specialist Program for senior secondary students

• Health was the fourth largest area of training delivery at the SWIT in the financial 
year 2011, according to student curriculum hours

• VET enrolment data shows the Diploma of Nursing (Enrolled/Division 2 Nursing) as 
the tenth highest in demand VET qualification in the region during 2011, with strong 
growth recorded in enrolments over the past five years.

ageing population (see chapter 3 – Regional demographic trends), but it also presents an 
opportunity to further build on this strength and develop this into a major tool of education 
attraction to the region. Some of these key features are noted in figure 7.7.

Figure 7.7: South West strengths in health services education and training

Source: South West Institute of Technology 2012, UWA Rural Clinical School 2012, Manea Senior College 
2012, Department of Training and Workforce Development VET enrolments data collection 2012.

In addition to these education and training features, other existing arrangements also lend 
strength to health education resources of the region.

For example, the St John of God Bunbury and Bunbury Regional Hospital co-location at 
the Bunbury Health Campus is a unique model which sees strong cooperation between 
the two institutions to minimise duplication of facilities and increase the range of health 
services available34. The campus facilities are currently undergoing a $36 million upgrade, 
which includes a new comprehensive cancer centre, the first regional coronary care and 
angiography suites in Western Australia and an expanded renal dialysis unit35.

34   http://www.health.wa.gov.au/services/detail.cfm?Unit_ID=641
35   http://www.sjog.org.au/hospitals/bunbury_hospital/about/redevelopment.aspx
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The Val Lishman Health Research Foundation is also based in Bunbury. The Foundation 
aims to build a South West based health research industry through organisation, training and 
employment, with a goal of attracting and retaining quality health professionals in the region 
through career opportunity and prestige of research.

While a high degree of cooperation already exists between many of the institutions involved 
in health delivery, education and training in the region, these links could be more formally 
developed to establish a centre or program of excellence36 in health services in the South 
West. Formalising these links and existing strengths in health education and training in 
the form of a centre or program of excellence could help to establish the South West as a 
premier region for health and medical training, research and undergraduate practice. This 
would assist in addressing some of the shortages identified in health related professions in 
the region by attracting students and medical professionals to the region.    

Regional international linkages
Another area of education and training opportunity for the South West is to better coordinate 
and leverage its existing international linkages. At present, three towns in the region 
maintain, or are in advanced stages of establishing, formal sister city relationships with cities 
in Japan and China. 

Utilising these linkages to build educational ties between the cities and their respective 
overseas partners could assist local education and training institutions to gradually build 
their capacity and capability to cater for international students. A particular need identified 
is to build awareness and understanding of the State Training Provider system in overseas 
markets given such technical training institutions often do not exist in many of these markets. 
A formal strategy to retain overseas students in the local workforce upon qualification at local 
institutions could then assist in addressing labour and skills shortages.

Attraction and retention of employees
Despite the strong lifestyle opportunities available in the region, employers in the South West 
still face challenges in attracting and retaining employees. Only by attracting new labour and 
retaining a high proportion of existing labour, will the region be able to meet future labour 
force needs. 

This section summarises the main attraction and retention challenges and opportunities 
facing the South West. It draws extensively on the findings of the interviews with regional 
stakeholders.

Regional amenity
Chapter 2 outlines the concept of compensating differentials in labour economics, with  
individuals acting to maximise their utility, taking into account not only wages and employment 
prospects, but also the many other amenities associated with a region that affect wellbeing.

This is a critical consideration for the South West as it is known for its good climate and 
diversity of lifestyle, with developed regional cities such as Bunbury and Busselton, as well 

36   A centre of excellence refers to a team, a shared facility or an entity that provides leadership, best practices, research, support and/or 
training for a focus area. The focus area in this case would be health services study. The term may also refer to a network of institutions 
collaborating with each other to pursue excellence in this particular area.
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37   South West Development Commission, http://www.swdc.wa.gov.au/lifestyle.aspx

as world class beaches, forests and countryside living. The region also features established 
wine regions, high quality restaurants and a strong arts community. 

These features have credited the South West region as the most popular tourist destination 
in Western Australia outside Perth37. Consultations revealed that the region’s lifestyle 
and amenity were considered by local stakeholders to be its strongest assets in terms of 
workforce attraction and retention. 

This lifestyle appeal presents an opportunity for the region to leverage its popularity as a 
tourism destination and build its profile as a place to live and work.

In this context, a greater emphasis on employment based branding strategies over tourism 
based strategies may assist the region in attracting workers to the South West. The South 
West Development Commission’s existing ‘Better Than a Holiday’ strategy is a step in the 
right direction and could form the basis for building further promotional campaigns and 
marketing initiatives aimed at bringing people to the region specifically to live and work.

The young adult workforce
Using lifestyle and amenity as a tool to retain young adult workers in the region is more 
difficult, as the draw away from the South West is often based on personal desire to seek 
education, training, work or other social opportunities elsewhere.

However, one particularly pointed aspect of this for the South West relates to the region’s 
young adult population. Regional stakeholders reported a tendency for youth to leave the 
South West, a pattern which is confirmed by Census data. For example, the 2011 Census 
showed that 20–34 year olds made up 17.2% of the region’s population compared to nearly 
22% of the State’s population. In the 2001 Census this age cohort accounted for 19% of the 
region’s population which indicates a shrinking of this age cohort.

Despite this pattern of out-migration among young people, regional stakeholders did report 
a high likelihood of return among young people at later stages of life, often with partners and 
families. There is no inherent problem with this pattern of migration into and out of the region 
among the youth cohort. Indeed, in many cases it can prove beneficial as people bring new 
skills and experiences back to the region. However, some stakeholders reported the lack of 
vibrancy and entertainment opportunities in the region for young people as a key barrier to 
retaining this age cohort.

Expanding such opportunities to retain young workers will be critical for the South West 
given its ageing population profile, particularly in key occupations where a high proportion 
of workers are expected to retire in the next decade (see chapter 4). Funding for events 
is a key issue. Existing initiatives such as the ‘South West Events Program’, operated by 
the South West Development Commission are positive in this regard. The program invites 
organisations staging events to apply for grants, although only funding of up to $6000 per 
event is available.

87



Major events typically require significantly more funding and seeking greater business 
partnerships and sponsorships for major events may be useful avenues to explore.

The fly-in fly-out workforce
Another challenge in retaining workers in the region is the growth of the resources sector in 
Western Australia. This has seen increased opportunities for highly paid, fly-in fly-out (FIFO) 
employment with mining firms in the North West of the State. Busselton Regional Airport 
currently hosts FIFO flights, while South West Coach Lines also provides express coach 
services to Perth Airport designed for South West FIFO workers. 

Many stakeholders consulted, particularly employers, reported FIFO as having an adverse 
impact on the local labour force in that it is increasingly attracting workers away from local 
employers with wages that cannot be matched locally; often not even in the South West 
resources sector itself. While this was highlighted as an issue, anecdotal estimates suggest 
that only around 4% of the region’s workforce is currently engaged on a FIFO basis. 

Nonetheless, it is an issue that is likely to grow in future given the further growth and 
expansion expected in the North West resources sector. Additionally, accessibility to the 
North West is also being improved from the South West region, with plans to expand 
Busselton Regional Airport, while a new Manjimup airport is also earmarked for development 
to encourage fly-in fly-out activity from the town38. 

The FIFO challenge is a recent phenomenon for the South West and is unique in that, 
although it may be reducing the pool of local labour, it rarely draws workers and their families 
out of the region (out-migration from regional areas for reasons of employment is a traditional 
challenge for regional areas).

Rather, workers continue to reside in the region while working outside the South West and 
therefore the benefits of these, often lucrative, employment opportunities (and their multiplier 
effects) are enjoyed within the region. Reflecting this, no stakeholders consulted believed 
that any action should necessarily be taken to curb the growth of FIFO employment in the 
region. Rather, concerns were expressed over the perceived unrealistic expectations held 
by those aspiring to FIFO employment with regard to issues such as working hours, skill 
requirements, difficulty of work and impacts on family and social life. 

While the goal should not be to obstruct labour mobility, retention strategies such as 
workplace mentoring, a greater focus on career development and flexible working hours may 
help to reduce the flow of workers from local employers to FIFO employment, despite the 
large wage differentials. 

Moreover, with the South West itself having a strong and growing mining base (see chapter 3 
– The South West resource economy) as well as strong lifestyle attraction, the growth of the 
resources sector in the north west and other regions also presents an opportunity to prepare 
a coordinated local response for the region, to effectively compete to attract workers from 
these other mining areas. This will be critical to meet labour and skills needs created by 

38   “Council votes for new Manjimup airport”, ABC News, Jul 8, 2011.
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the growth in the South West resources sector and its supporting industries. In particular, 
occupations such as civil and electrical engineering professionals and managers have been 
noted as high demand occupations (see chapter 6).

In this context, some of the local mining companies consulted indicated little difficulty in filling 
vacancies. Many advertised exclusively in the north west which resulted in a strong response 
from job seekers due to their promotion of the lifestyle benefits of the South West. One 
mining company reported staff turnover rates as low as 1% per annum. This is despite the 
often lower wages on offer in the South West mining sector and is reflective of the amenity 
benefits of living in the South West.
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Workplace mentoring and career development
With the growth and development of both the north west and local resources sector, many 
South West employers outside the mining sector reported increasing levels of difficulty in 
competing for labour on the basis of wages. Moreover, high turnover results in the loss of 
corporate knowledge, decreased productivity and increased costs of hiring and training.

This is an experience repeated across the State in recent years, as the resources sector has 
attracted workers from various regions and sectors of the economy creating general labour 
and skills shortages. This has caused many employers to utilise other non-wage strategies 
to help retain staff. 

However, regional consultations revealed a relative lack of such strategies among  
employers in the South West, in particular with regard to workplace mentoring and career 
development strategies. 

Workplace mentoring
Mentoring has been identified as a valuable staff retention tool. It improves relationships 
between different employees and the organisation by enabling structured and continuous 
dialogue and feedback between and among employees. Importantly, this often results in 
increased affinity to employers and co-workers among mentored employees, helping to 
increase chances of retention.

Mentoring in the workplace is especially beneficial for those that employ young apprentices 
and trainees. This is particularly salient for the trades related occupations highlighted in 
chapter 6 as being in high demand.

Young employees may struggle with adapting to the workplace as it is often the first time 
they have experienced the environment after leaving school. This issue was highlighted by 
regional stakeholders in the context of apprenticeships, with reports of a decline in onsite 
‘apprentice masters’, who traditionally performed the role of mentors to apprentices. 

Career development
Career development strategies are also useful as a retention tool. Career development 
essentially aims to link the interests of the organisation and the individual to create mutual 
long term goals that help drive the organisation forward. Identifying mutual goals assist in 
increasing employee motivation as individual and organisational goals are clearly aligned 
and employees have a picture of long term opportunities to grow and develop along with  
the organisation.

In addition, career development strategies increasingly support multiple career choices of 
importance to the organisation. These career pathways can range from growing ‘in place’ 
and lateral shifts for technical or specialist roles, to more traditional leadership development, 
flexi-time, job sharing and other employee defined arrangements. Importantly, this approach 
appeals to the increasingly multicultural, multi-generational workforce with diverse values 
and needs.
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Career development is a particularly important tool for regional employers to develop in 
order to combat the perception among some employees that migration outside of the region 
is inevitably required to achieve their career goals. While this may be the case in some 
occupations and industries that are relatively small or non-existent in the region, in many 
cases structured career development and planning can help individuals see a clear pathway 
to achieve career aspirations with existing employers.

Implementation of strategies and knowledge sharing
Feedback received during the course of consultations suggested that the apparent low take 
up of strategies such as workplace mentoring and career development in the South West is 
not necessarily due to a lack of information on how to develop such strategies, but rather in 
their practical implementation. This is particularly the case for small and medium enterprises 
given the time and cost involved.

Practical assistance in implementation in the form of local workshops and forums will help to 
reduce these barriers and assist local businesses establish such strategies to retain workers.

More broadly, the region may also benefit from hosting regular knowledge sharing forums 
which facilitate dialogue between employers and other relevant groups on attraction and 
retention strategies. This approach has proven useful in the Perth metropolitan area to assist 
employers. For example, the Chamber of Commerce and Industry of Western Australia 
hosted a Workforce Participation Forum in November 2011 sponsored by the Department of 
Training and Workforce Development.

The forum featured key business leaders with the aim of providing practical insights and 
solutions to assist employers find, attract and retain workers specifically from untapped 
sections of the population. The discussion of ideas and experiences between businesses 
allowed participants to gain insight and lessons learned on the reality of utilising new 
workforce strategies. 

Career development in the hospitality sector 
Career development is particularly important in the context of hospitality careers in the South 
West region. Regional stakeholders reported difficulty in retaining staff in the hospitality 
sector, often due to the perception of the sector as predominantly a short term, stop-gap 
form of employment before moving onto long term careers. This is an important challenge to 
overcome in the South West given the economic contribution of the hospitality and tourism 
sectors to the region’s economy (see chapter 3 – Other key sectors – tourism).

There is a need to further develop and promote long term career opportunities in the sector 
within the region. Opportunities such as management fast-tracking programs for talented 
individuals, temporary secondments to larger establishments outside the region to gain 
experience and development of a centre or program of excellence39 in hospitality in the 
region may all assist in building the sector’s profile for long term careers.

39   A centre of excellence refers to a team, a shared facility or an entity that provides leadership, best practices, research, support and/or 
training for a focus area. The focus area in this case would be health services study. The term may also refer to a network of institutions 
collaborating with each other to pursue excellence in this particular area.
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Figure 7.8: South West population aged 45 years or more, number and as percentage of  
total population
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The base infrastructure for a centre of excellence may already exist in the region, with the 
SWIT Epicure Training Restaurant located within the Bunbury campus site. The award 
winning training restaurant for students studying hospitality and commercial cookery is an 
essential part of the training program. Students are required to participate in every aspect of 
managing the restaurant. Recent extensions to these facilities have enhanced its capacity to 
deliver training to the hospitality sector.

The mature age workforce
As outlined in the regional demographic trend information in chapter 3, the population of the 
South West has a more mature age profile than the rest of Western Australia. Census 2011 
confirmed that 40% of the region’s population are aged 45 years or more compared to 37% 
of the Western Australian population. The 45 years or more age cohort consists of people 
who are fully or semi-retired at present and those who will reach retirement age in the next 
15 to 20 years. WAPC projections suggest that over 44% of the region’s population will be in 
this age cohort by 2026 (figure 7.8). 

Furthermore, chapter 4 contains Census 2011 data which suggests an issue of an ageing 
skilled workforce in parts of the region within occupations such as managers, professionals 
and trades/technicians. Some of these occupations also appear as high demand 
occupations in the region for the period 2013 to 2016 in chapter 6, particularly with regard to 
construction and engineering.
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The current age profile of the region and workforce has important implications for attraction 
and retention strategies. 

In terms of retention, the challenge for local employers is to balance the work responsibilities 
of this age cohort with their changing lifestyle expectations and desires. In particular, this 
may require flexibility in the form of job sharing arrangements, increased opportunities for 
part time or casual work or appointment to roles with less seniority or different responsibilities 
than their skills and experience may necessarily warrant (ie a ‘sea change’).

As well as retaining mature aged workers, an additional opportunity for the region relates 
to convincing the mature aged population expected to migrate to the South West to join the 
region’s workforce. This is particularly important as, according to WAPC forecasts, those 
aged 55 years and over are expected to constitute 32% of the regional population by 2026. 

Given the region’s lifestyle and amenity, it is possible that a large proportion of the mature 
aged migrant population may be seeking to retire fully in the region. Therefore, promotion of 
relevant job opportunities will be critical to encourage engagement with the local workforce.

As outlined above, adopting more flexible working arrangements to cater to the needs of this 
workforce will assist in attracting such workers into local jobs. However, a number of other 
initiatives will also assist.

For example, educating local employers on the benefits of employing mature aged workers 
will help expand the range of opportunities on offer to this cohort and maximise employers’ 
chances of employing the best person for a job. Mature aged workers are often able to draw 
on a wealth of accumulated experience and knowledge, have well developed networks and 
interests and experiences that can add value to an organisation.

Abolishing current barriers in the training system that disallows individuals with an existing 
qualification from enrolling in a traineeship may also assist in expanding the range of 
opportunities available to the mature aged cohort. This is particularly important for those 
mature aged persons seeking a ‘sea change’ in work away from their career skill sets to new 
employment initiatives. 

Finally, providing greater volunteer opportunities to engage those who are perhaps not 
motivated by the financial or economic benefits of work but rather by a desire for greater civic 
and community contribution will also be important. In particular, this could be useful in filling 
the current gaps identified in the region in workplace mentoring and career development and 
guidance in workplaces. 

Engaging the mature age population in the training system
The expected growth in the mature aged population of the South West also provides a 
particularly important opportunity for the training sector to address potential future gaps in 
lecturers in specialist training areas and critical trades.
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As demand for persons with trade related skills increases in the resources sector, it 
will be important to ensure that future training capacity in the region in key trades is not 
compromised.

In this context, the growth in the mature age population of the South West presents an 
opportunity for the local training sector to capitalise on the skills profile of this population by 
supporting the take up of Certificate IV in Training and Assessment as means of promoting 
lecturing locally as an option for the semi or fully retired.

Housing affordability
A key concern expressed by regional stakeholders in terms of attraction of staff is the lack  
of affordable housing in the South West. Housing affordability and accessibility is a key factor 
in workforce attraction, particularly in attempting to recruit labour from outside the region.

Table 7.6 outlines median house prices in selected sub-regions of the South West where 
more than 15 house sales were recorded during 2011. It is evident that property prices in 
most parts of the region weakened in 2011 and that the South West did not experience as 
significant an increase in prices over the past 10 years compared to the Perth metropolitan 
area or other regions of Western Australia (mainly the Pilbara). Accessibility in terms of 
the number of sales is also broadly positive particularly in the larger population centres of 
Bunbury, Busselton and Australind.
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Table 7.6: Median house prices in the South West and percentage change over time

Median price ($000s) % Change

Suburb/Region Houses 
sold in 2011 2010 2011 1yr 5yrs 10yrs

Bunbury 517 $370.0 $365.0 -1.4% -0.3% 10.2%

Busselton 283 $450.0 $420.0 -6.7% -0.9% 9.8%

Australind 193 $387.2 $400.0 3.3% 0.4% 10.1%

Margaret River 99 $520.0 $445.0 -14.4% -1.3% 8.4%

Collie 82 $285.0 $250.0 -12.3% 4.6% 15.0%

Manjimup 48 $275.0 $255.0 -7.3% 5.5% 12.2%

Bridgetown 42 $370.0 $312.5 -15.5% 0.0% 12.6%

Harvey 32 $298.0 $277.5 -6.9% 1.5% 13.2%

Capel 22 $354.5 $340.0 -4.1% 0.0% 9.5%

Augusta 18 $425.0 $455.0 7.1% 0.7% 9.3%

Boyanup 16 $380.0 $347.7 -8.5% -0.1% 11.0%

South West 1352 $374.1 $351.6 -6.0% – –

Perth Metro 18 487 $495.0 $485.5 -1.9% 1.1% 155.5%

WA Country 6590 $385.0 $380.0 -1.3% 0.0% 165.7%

Source: Landgate WA 2012.

Rental costs, as outlined in table 7.7, are also below the Perth metropolitan area for 
both houses and multi-residential units. Median rents are shown according to the area 
classifications for the South West adopted by the Real Estate Institute of WA (REIWA).

Table 7.7: Median weekly rents in the South West, March quarter 2012

Area Median weekly rent  
(all houses)

Median weekly rent  
(all multi res.)

Greater Bunbury $345.00 $295.00

Busselton Urban $310.00 $290.00

Augusta-Margaret River $330.00 $280.00

Average South West $328.33 $288.33

Perth Metro $420.00 $380.00

Source: Real Estate Institute of WA August 2012.
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In order to appreciate housing affordability issues, it is necessary to consider regional 
incomes. Census 2011 data shows the median weekly household income in the South West 
was approximately $1115.00 at the time of the Census, while median incomes in the Perth 
metro region were approximately $1455.00 per week.

This suggests median house and multi-residential rental costs take up around 30% and 26% 
respectively of weekly median incomes in the South West. This is broadly in line with the 
Perth metro area, where house rental costs made up 29% of weekly median incomes and 
rentals of multi-residential units made up 26% of incomes.

Meanwhile, house prices in the South West stood at a multiple of 6.1 times annual  
median income in 2011, compared to a multiple of 6.4 times median incomes in the Perth 
metro region. 

This analysis shows that, despite the general expectation for housing affordability in regional 
areas to be more favourable than metropolitan areas, the South West housing affordability 
parameters are similar to the Perth metropolitan area. It can therefore be concluded that 
housing affordability is an issue for the South West. 

However, there are pockets of housing markets in the region – such as Bunbury, Collie, 
Manjimup and Harvey where affordability is more positive due to lower than average median 
house prices and relatively high incomes (in the case on Bunbury).

Overseas migration
Overseas migration is also an important tool of attracting labour to the region. Strong 
economic growth in the region has seen demand for labour outstrip supply, with resultant 
low rates of unemployment (see chapter 4). Employers in the South West have increasingly 
turned to overseas migration to meet the resultant labour gaps.

Source: South West Development Commission 2012.

Figure 7.9: Number of regional certifications for overseas migration to the South West
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South West employers generally maintain good access to the migration system, with the 
South West Development Commission previously acting as a Regional Certifying Body 
for the Department of Immigration and Citizenship. As from 24 September 2012, regional 
certifying responsibilities were transferred from regional development commissions to the 
State Migration Centre. Figure 7.9 shows the number of regional certifications for overseas 
migration to the South West over the past 10 years.

Figure 7.9 shows a general upward trend in the number of certifications over time, particularly 
in the most highly utilised visa category in the region, the Regional Sponsored Migration 
Scheme (RSMS)40. The spike in certifications in 2011–12 is likely to reflect both strong 
demand for labour, as well as changes to the RSMS visa regulations from 1 July 2012.

As outlined in the migration demand information in chapter 6, the most popular occupations 
sought by employers in the region under the RSMS over the past five years include chefs, 
cooks, motor mechanics, and metal fabricators (figure 6.2).

While no significant negative feedback was received on the operation of the RSMS from 
regional stakeholders, the new provisions from 1 July 2012 were yet to be tested at the time 
of consultations and may have some impact on the flexibility and accessibility of the system 
for local employers41.

A particularly challenging amendment for Western Australian regional employers is the 
announcement on 12 September 201142 for Perth to be given regional status under the 
RSMS. As a result, employers located in Perth and surrounding areas will be able to  
access the scheme to recruit and sponsor skilled workers to aid skills gaps in the 
metropolitan region.

This is an important development for the South West as it allows Perth based employers to 
now compete for the pool of overseas workers that would, under previous RSMS provisions, 
be required to live and work in regional areas under the RSMS visa scheme. 

Migration in the meat industry
In addition to changes to the RSMS, regional stakeholders in the agricultural and food 
sectors also highlighted a number of issues in relation to overseas migration, which was 
perceived to be a barrier to accessing labour from overseas.  

40   Under the Direct Entry stream of the RSMS, employees must meet a range of criteria, including nomination by an approved employer for 
a skilled position in their business in regional Australia, be younger than 50 years of age, meet the skills and qualifications requirements, 
and meet English language requirements. Additionally, the employer itself must meet Direct Entry criteria, including having a genuine 
need to fill a skilled position, offer of a skilled position that is full time and ongoing for at least two years, remuneration at the market rate 
(that is, the equivalent of an Australian resident employed in the same job), and the position must be classified as a Skill Level 1 to 3 
occupation in the Australian and New Zealand Standard Classification of Occupations (ANZSCO).

41   For example, the Department of Immigration and Citizenship (DIAC) introduced new criteria for Regional Certifying Bodies from  
1 July 2012 , including the need to demonstrate genuine need in the employer’s business for the nominated position. It must also be 
demonstrated that a position also cannot be filled by an Australian citizen or permanent resident who is living in the same local area 
as the nominated position, while the terms and conditions of employment must also the same as those that would be offered to an 
Australian citizen or permanent resident who is performing the same tasks in the same location.

42   http://www.migration.wa.gov.au/rsms/Pages/RegionalclassificationforPerth-12September.aspx
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In particular, the meat sector, which is a key industry for the South West (see chapter 3 – 
The South West rural economy), raised concerns about the practical implementation of the 
Meat Industry Labour Agreement Visa43. Some of the visa requirements are found to be 
highly onerous on local employers and applicants and are considered to be out of alignment 
with the generally low skill nature of some roles and responsibilities within the meat industry.

For example, the visa requires applicants to have an English language proficiency level of 
at least International English Language Test Score (IELTS) Band 544 (test score of at least 
5 in each of the 4 test components of speaking, reading, writing and listening). Alternatively, 
applicants must have participated in at least 500 hours of English language tuition classes 
provided by an accredited training institution. Homework and recognition of prior learning 
(RPL) does not count towards the minimum of 500 hours.

Migration in the broader agricultural sector
Other issues raised by stakeholders in the agricultural sector in relation to migration 
referred to the need for greater coordination in advertising and promotion of seasonal job 
opportunities in the region. Some stakeholders highlighted that seasonal workers, particularly 
backpackers, play an important role in plugging labour gaps within their businesses. 
Additionally, farming related occupations are also expected to be in high demand in the 
region over the period 2013–16 (chapter 6).

At present, promotion and information on work opportunities for seasonal job seekers is 
diffused across various employment agencies and job sites. Additionally, some employers 
rely mostly on word of mouth among backpackers and other seasonal workers to attract new 
temporary labour each season.

Stakeholder feedback suggested that this process is better coordinated in other states where 
seasonal job opportunities in sectors such as horticulture are more readily available to job 
seekers. Better coordination in organising and promoting seasonal work in the region may 
increase the attraction of the South West for those seeking temporary work. 

However, positive feedback was received from stakeholders regarding the Pacific Seasonal 
Worker Pilot Scheme, which concluded on 30 June 2012. The pilot scheme was replaced 
by the Seasonal Worker Program, which commenced on 1 July 2012 building on the Pilot 
Scheme. The objective of the Seasonal Worker Program is to contribute to the economic 
development of Pacific Island countries and East Timor45 and offers a reliable, returning 
workforce to Australian employers who have a demonstrated unmet demand for labour.

43   As part of the Meat Industry Labour Agreement, the Minister for Immigration and Citizenship approved access to this subclass of visa, 
which provides a pathway for overseas ‘Skilled Meat Workers’ who have been working at meat processing establishments in Australia  
for at least four years on a subclass 457 (Long Stay) visa to apply to stay in Australia permanently subject to eligibility requirements.

44   IELTS is the International English Language Testing System which tests English proficiency across the globe. IELTS has four parts – 
Listening (30 minutes), Reading (60 minutes), Writing (60 minutes) and Speaking (11–14 minutes). The total test time is 2 hours and  
45 minutes. There is no pass or fail in IELTS. Candidates are graded on their performance, using scores from 1 to 9 for each part 
of the test – Listening, Reading, Writing and Speaking. The results from the four parts then produce an Overall Band Score. Band 5 
corresponds to a ‘Modest user’ , who has partial command of the language, coping with overall meaning in most situations, though is 
likely to make many mistakes and should be able to handle basic communication in own field.

45   East Timor, Kiribati, Nauru, Papua New Guinea, Samoa, Solomon Islands, Tonga, Tuvalu and Vanuatu were invited to participate in the 
Seasonal Worker Program from 1 July 2012.
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The Seasonal Worker Program will initially be implemented in the horticulture industry, 
although a small scale trial is operating for three years to 30 June 2015 in the broader 
agriculture industry (in particular cotton and cane operations); fishing industry (in particular 
aquaculture); and with accommodation providers in the tourism industry. The trial aims to test 
the feasibility of a seasonal labour mobility program in these industries.

As a new program of migration, eligible parts of the agricultural sector may benefit from 
greater promotion and awareness of the Seasonal Worker Program.

Finally, some regional stakeholders also expressed concern over the tendency for 
migration requirements and critical occupation listings to focus on the skills attainment and 
qualifications of the individual rather than on competency in key occupational requirements. 

For example, key criteria for an occupation to be part of the State priority occupation list 
(SPOL) include a requirement for specialised skills that require extended learning and 
preparation time, and that the occupation have clear education/training pathways or 
qualifications where the skills learnt clearly match the requirements of the occupation.

However, such requirements are not always appropriate for occupations in the agricultural 
sector, such as farm managers. In these occupations, skills and competency tend to be 
gained through practical experience rather than training and qualification. For example, 
some stakeholders confirmed that although highly capable and experienced farm workers 
and managers had been identified among overseas backpackers within their temporary 
workforce, there were limited options available to them to recruit these workers on a longer 
or more permanent footing through the migration system.

National Broadband Network and ICT
Information communications and technology and the rollout of the National Broadband 
Network (NBN)46 also create new opportunities for the South West to attract new skilled 
labour to the region. The South West has been a strong advocate of early rollout of the NBN 
to the region and has also undertaken a number of key initiatives to promote the benefit and 
use of information technology in the region.

For example, in 2011 the South West Development Commission undertook a detailed impact 
assessment of the NBN on the region to quantify the additional benefits of early rollout of the 
infrastructure to the South West. It is expected to provide new opportunities for job creation, 
new industries and add value to existing industries in the South West, with an estimated 
gross added value of $193 million to the local economy and 839 full time positions in the first 
year of NBN access. This is expected to increase to over $4 billion of gross added value by 
2030 and create more than 13 000 full time positions47.

46   The National Broadband Network is a next-generation high-speed broadband network. The program aims to provide every Australian 
with faster, more reliable broadband access, and is expected to help make Australia one of the world’s leading digital economies.  
NBN uses three key technologies – optic fibre, fixed wireless and next-generation satellite.

47   National Broadband, Pipelines to Prosperity – Why We Need to Get Connected, South West Development Commission. 
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Such strong job creation will require a targeted strategy to train and attract workers with 
the right skills in order to fully realise the projected added value from the rollout of the NBN. 
The timeframe for this is short, as rollout of the NBN to parts of the region is expected to 
commence from December 2013 (table 7.8).

Table 7.8: Estimated rollout dates for National Broadband Network, selected towns/cities, 
South West

Town/City Estimated commencement Estimated completion

Harvey December 2013 December 2014

Australind December 2013 December 2014

Bunbury March 2014 March 2015

Bridgetown June 2014 June 2015

Collie September 2014 September 2015

Manjimup December 2014 December 2015

Pemberton March 2015 March 2016

Donnybrook March 2015 March 2016

Busselton June 2015 September 2015

Capel June 2015 June 2016

Source: National Broadband Network September 2012.

Additionally, the region already hosts several key technology based firms48, whose presence 
and expertise in the region can be leveraged to help capitalise on the expected benefits of 
the NBN for the local workforce and economy. The City of Bunbury is also a supporter of ICT 
infrastructure, having developed a Smart Community Strategy in 200449 which recognises 
the potential for enhancing the quality of life and wellbeing of the community through the 
strategic application of ICT. The focus of the strategy has been on initiatives to promote the 
uptake of information technology by the community, position Bunbury as the ICT services 
centre for the South West and to improve the competitiveness of local businesses.

Part of this strategy included the construction of the $11 million Bunbury library and data 
centre in 2008. The data centre hosts the Australian Centre for Digital Innovation (ACDI) – 
which is a venture between Vue Group and ISA Technologies. The ACDI develops digital 
content and creates animated films and motion picture special effects.

48   This includes VUE Group, a multi-media company; ISA Technologies, a specialist information technology company; Geographe 
Enterprises, a technology focused manufacturer; and Integracom, a professional training and consultancy service to the Security and 
Telecommunications industries.

49   http://www.bunbury.wa.gov.au/index.php?pageId=26
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Additionally, the City of Bunbury together with the South West Development Commission 
and Bunbury Chamber of Commerce and Industries are also currently in the process of 
rolling out of Wi-Fi technology throughout the Bunbury city centre50. 

These initiatives and the long standing value placed on ICT within the region position the 
South West well to leverage the implementation of the NBN and market itself as a regional 
technology hub. This presents an opportunity to develop a dedicated plan to educate, 
train and attract IT professionals and technicians to the region and build on existing ICT 
infrastructure.

Key findings
The South West region has significant strengths in relation to workforce supply. In particular, 
the region maintains good access to educational institutions in primary, secondary, university 
and training contexts. University access in some key study areas is better than in many  
other regions.

Additionally, in terms of attracting workers from other parts of the country and overseas, the 
South West has significant amenity and lifestyle advantages. 

Several other strengths have also been identified which should be fostered to further develop 
the local workforce. This includes building on its tourism popularity to promote the region as 
a place to live and work. This will be particularly important in ensuring the region continues to 
attract overseas migrants following recent changes to migration laws which are expected to 
see regions compete more with metropolitan Perth for skilled migrants.

Developing existing regional strengths in education and training in both the health and 
hospitality sectors, leveraging international linkages with sister cities and planning for growth 
in ICT related businesses and jobs will also help develop the region and its local workforce.

However, the South West also faces challenges in workforce supply. Educational attainment 
among the local population is low relative to the rest of Western Australia, while engagement 
with higher education institutions within the region is also comparatively low.

Addressing these challenges is pertinent in the context of coping with potential structural 
changes in the economy and overcoming shortages in high demand professional 
occupations identified in chapter 6. Equally important is ensuring that training delivery in the 
region is also better aligned with high demand para-professional and trades occupations. 

Further significant growth in FIFO in the region – while beneficial from an income perspective 
– could also have adverse effects on the ability of local employers to attract and retain staff. 
To this end, employers need support in implementing new strategies to attract and retain 
staff, including better workplace mentoring and career development programs. Indeed, with 
good coordination and planning, there exists a significant opportunity for the South West to 
counter the trend to FIFO and capitalise on its own local mining boom by attracting labour to 
the local mining sector.  

50   The West Australian, “Free wi-fi in Bunbury delayed”, By Adam Orlando, October 25, 2011.
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Finally, perhaps the most significant workforce participation challenge facing the South West 
is its ability to better engage mature age workers in the local workforce. This age cohort 
is expected to grow significantly in the region over the medium term. Employers’ ability to 
effectively tap into this pool of potentially highly skilled and experienced workers will go some 
way toward meeting anticipated labour gaps. 
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Priority occupations 2013–16

Introduction
A core number of priority occupations are proposed for the region where evidence has been 
found of demand/supply pressures for the period 2013–16. The regional priority occupations 
list (RPOL) for the South West is developed based on qualitative and quantitative research 
undertaken as part of this project.

This evidence is validated from the analysis presented above where a particular 
occupational pressure point is related to or appears across a number of the key information 
sources examined in the plan for the region. These include: 
• key sectors in the regional economic structure;
• regional labour market structure and supply considerations;
• current DEEWR survey and job vacancy information;
• RSMS migration certifi cations over the past two years;
• occupations noted by stakeholder during consultations; and
• short and long term projections from the Monash model.

While there will be further refi nements required as part of the ongoing review of the regional 
workforce development plans, table 8.1 provides a starting point for priority occupations.

This table takes into account the relevant workforce development plans of the Western 
Australian training councils. The councils advise that many of the occupational pressure 
points in the State are largely common to the South West.

Table 8.1: List of priority occupations for the South West region

Six digit 
ANZSCO Occupations Validation sources

121216 
121312 
121313 

Mixed crop farmer
Beef cattle farmer
Dairy cattle farmer

• Monash modelling
• Stakeholder consultations
• Labour market and supply considerations

133111 
133211 
135112 

Construction project manager
Engineering manager
ICT project manager

• DEEWR surveys
• Monash modelling
• Stakeholder consultations
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Six digit 
ANZSCO Occupations Validation sources

141111 
141311 

Manager in restaurant/cafe/caterers
Manager in hotel/motel/pub/tavern/bar

• Key sector to economic structure
• DEEWR surveys
• RSMS migration data
• Stakeholder consultations

233211 
233311 
233611 

Civil engineer
Electrical engineer
Mining engineer (excluding petroleum)

• Key sector to economic structure
• DEEWR surveys
• Stakeholder consultations

242211 Vocational education teacher • Monash modelling
• Labour market and supply considerations
• Stakeholder consultations

251211 
251214 
253111 
254412 
254418 

Medical diagnostic radiographer
Sonographer
General medical practitioner
Registered nurse (aged care)
Registered nurse (medical)

• DEEWR surveys
• Monash modelling
• Stakeholder consultations
• Labour market and supply considerations

261211 
261212 

Multimedia specialist
Web developer

• Monash modelling
• Stakeholder consultations
• Labour market and supply considerations

312212 
312312 

Civil engineering technician
Electrical engineering technician

• DEEWR surveys
• Monash modelling
• Stakeholder consultations

321111 
321211 
321212 
322311 
322313 
323212 

Automotive electrician
Motor mechanic (general)
Diesel motor mechanic
Metal fabricator
Welder (first class)
Fitter and turner

• DEEWR surveys
• RSMS migration data
• Monash modelling
• Stakeholder consultations

331111 
331212 
334111 

Bricklayer
Carpenter
Plumber (general)

• Key sector to economic structure
• Monash modelling
• Stakeholder consultations

341111 
342315  

Electrician (general)
Electronic instrument trades worker 
(special class)

• DEEWR surveys
• Monash modelling
• Stakeholder consultations
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Six digit 
ANZSCO Occupations Validation sources

351311 
351411 

Chef
Cook

• Key sector to economic structure
• RSMS migration data
• Stakeholder consultations
• Labour market and supply considerations

423111 
423211 

Aged or disabled carer
Dental assistant

• Key sector to economic structure
• DEEWR surveys
• Monash modelling
• Stakeholder consultations

511111 
511112 
512111 

Contract administrator
Program or project administrator
Office manager

• Key sector to economic structure
• Stakeholder consultations

531111 General clerks • Key sector to economic structure
• Stakeholder consultations

712111 
712912 
712918 

Crane, hoist or lift operator
Bulk materials handling plant operator
Train controller

• Key sector to economic structure
• DEEWR surveys
• Monash modelling
• Stakeholder consultations

733114 Tanker driver • DEEWR surveys
• Monash modelling
• Stakeholder consultations

831211 
831212 
831311 

Slaughterer
Meat boner and slicer
Meat process worker

• Key sector to economic structure
• Stakeholder consultations

841211 
841214 
841512 
841511 
841611 

Fruit or nut farm worker
Vegetable farm worker
Dairy cattle farm worker
Beef cattle farm worker
Mixed crop and livestock farm worker

• Key sector to economic structure
• Stakeholder consultations

851311 Kitchenhand • Key sector to economic structure
• DEEWR surveys
• Stakeholder consultations
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Regional SWOT analysis 

Introduction
This chapter analyses the region’s strengths, weaknesses, opportunities and threats 
(SWOT) as they relate to the region’s economy and employment characteristics, labour 
attraction and retention issues and education and training features.

The SWOT analysis is developed by drawing on evidence from:
• background literature and policy;
• an analysis of regional economic and employment dynamics;
• considerations of workforce demand at the sectoral and occupational levels;
• an assessment of labour supply including education and training, attraction and retention; 

and
• consultations with regional stakeholders.

The SWOT analysis is vital as it helps to identify key issues in the South West with regard 
to workforce development. These issues are then the focus of recommended actions in the 
workforce plan. 
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Regional strengths

Table 9.1: Assessment of regional employment, attraction and retention and education and 
training strengths

Economy and employment Attraction and retention Education and training

1   High rates of regional 
economic growth leading 
to generally low rates of 
unemployment across the 
region (although pockets of 
high unemployment areas and 
population segments exist).

1   High levels of regional 
amenity (lifestyle, 
weather, community 
closeness).

1   Full range of education and 
training institutions available 
and accessible in the region 
– primary, secondary, tertiary 
and training (~50 public and 
private schools, ~25 public and 
private secondary schools, 
one university campus, one 
State Training Provider, ~24 
private registered training 
organisations).

2   Diverse regional economic 
base (mining/manufacturing, 
agriculture and tourism) allows 
for steadier growth profile and 
more variety in employment 
opportunities.

2   High propensity for 
young locals in particular 
who leave the region to 
eventually return.

2   Growing enrolments among 
South West based employers 
in some key apprenticeship 
and traineeship areas, 
including those related to 
automotive, electrical and 
hospitality.

3   Several high value 
development projects planned 
for the region across various 
sectors (mining, manufacturing, 
energy, transport, tourism and 
health).

3   Access to good quality 
health services (13 
hospitals, Aboriginal 
medical services, six 
community/public health 
centres, five mental 
health service units).

3   Strong regional education  
and training focus in health 
related services delivery (South 
West Institute of Technology, 
Edith Cowan University 
Nursing Program, the 
University of Western Australia 
(UWA) Rural Clinical Schools, 
Val Lishman Health Research 
Foundation, Manea Senior 
College Health and Medical 
Specialist Program).

4   High levels of accessibility. 
Excellent road links between 
Perth and South West regional 
centres. Growing air links 
(Busselton airport expansion 
and Manjimup airport proposed 
expansion) and port access 
(Bunbury Port expansion).

4   Effective migration 
program to the region 
featuring growing 
migration levels under 
the Regional Sponsored 
Migration Scheme 
(RSMS).
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Economy and employment Attraction and retention Education and training

5   Relatively high proportion 
(~40%) of year 12 school 
leavers find employment upon 
finishing school. Few depend 
on unemployment benefits 
(~6%).

5   Mining base and 
lifestyle strengths lends 
competitive advantage 
to South West resources 
sector in terms of 
recruiting from the north 
west (and low turnover 
rates).

6   ‘Early mover’ on information 
and communications 
technology (ICT) development 
– regional institutions have 
actively promoted ICT take 
up and development (for 
example City of Bunbury and 
South West Development 
Commission on the Bunbury 
data centre, National 
Broadband Network Impact 
Assessment, wireless access 
in Bunbury, presence of IT 
firms in South West).

6   Strong tourism 
engagement across 
the region fosters good 
awareness of regional 
strengths and benefits 
outside of the region.

7   Strong global reputation for 
tourism, quality produce and 
gastronomy.

8   Highly attractive retirement 
location in particular, due to 
access to health care and 
regional amenities.

9   Three regional towns (Collie, 
Manjimup and Margaret River) 
nominated for ‘SuperTowns’ 
initiative with associated 
infrastructure funding and 
revitalisation programs.
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Regional weaknesses
Table 9.2: Assessment of regional employment, attraction and retention and education and 
training weaknesses

Economy and employment Attraction and retention Education and training

1   Economic vulnerability to 
seasonal fluctuations in key 
sectors of agriculture and 
hospitality.

1   Low incomes in the region 
make it challenging for 
local employers to attract 
and retain staff against 
high wages in Perth and 
north west resources sector 
(median annual income in 
South West = $58k; $76k in 
Perth).

1   Reported lack of good 
literacy and numeracy skills 
among the workforce and 
student population in the 
region.

2   Large portion of workforce 
engaged in relatively low 
paying and seasonal 
hospitality sector. 

2   High house prices and rents 
relative to incomes negatively 
impact housing affordability 
(median annual income to 
median house price = ~680% 
in South West; ~620% in 
Perth. Median weekly rent 
to median weekly income = 
~30% in South West; 29% in 
Perth).

2   Low levels of educational 
attainment, with only 38% of 
the South West population 
having completed year 12, 
compared to nearly 50% for 
the wider Western Australian 
population (according to ABS 
Census 2011).

3   Tendency among the 
workforce to view hospitality 
sector as short term/stopgap 
employment rather than a 
long term career – leads to 
difficulties in retention.

3   Youth and Aboriginal 
engagement in the South 
West workforce is hindered 
by a lack of transportation 
– few hold a drivers licence 
due to a combination of 
tighter licensing conditions, 
lesson costs and an inability 
to meet traffic fines and 
licensing costs.

3   Limited face to face 
university course offerings 
in the region, with main 
offerings focussing on health, 
primary teaching, nursing, 
accounting and social work. 
Remote access/online 
courses are undertaken but 
may be hampered by access 
to information technology.

4   Construction sector is 
particularly hard hit by the 
economic downturn and 
recent changes in legislation, 
leading to the construction 
workforce taking up other 
occupations (for example 
truck driving) and decline in 
apprenticeships take up.

4   Limited career advancement 
opportunities in the region 
(actual or perceived) lead to 
difficulties in attracting and 
retaining staff.

4   Employers in the region 
are generally unaware 
of processes, practices 
and responsibilities in 
accessing and managing 
apprenticeships and 
traineeships.
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Economy and employment Attraction and retention Education and training

5   Lack of workplace 
mentoring and formal career 
development programs 
among employers in the 
region (especially for some 
apprentices and trainees 
where retention rates are 
low).

5   Aside from sports, social 
and leisure opportunities 
the general vibrancy of the 
region is limited for young 
people.

5   Lack of quality career 
guidance in schools is 
leading to misinformed 
decisions being made over 
future education, training and 
employment opportunities 
among young people.

6   Pocket of ‘hard core’, long 
term unemployed persons 
exists in the region, mostly 
as a result of poor inter-
generational attitudes toward 
work and employment.

6   Retention of apprentices 
upon completion of an 
apprenticeship is difficult 
due to wage attraction of the 
mining sector. Apprenticeship 
completion rates are also 
low in some specific trade 
vocations due to people 
dropping out to pursue higher 
paid work opportunities, 
personal challenges or 
difficulty in achieving 
competency.

6   Retention of trainers/
lecturers within the local 
training sector is a challenge 
in some specialised trades 
due to higher wages in 
the resources sector. This 
impacts upon capacity and 
quality of training in critical 
trades occupations.

7   Export focus of key 
local sectors including 
manufacturing, agriculture 
and viticulture means the 
economy is sensitive to 
currency fluctuations.

7   Regional agricultural sector 
needs better coordination 
in terms of making known 
its seasonal calendar of 
work and employment 
for temporary/short term 
workers (contrasts with 
good coordination in the 
eastern states with seasonal 
work opportunities and key 
contacts easily accessible 
through tourism and 
employment agencies).

7   Quality of school based 
training in the region is 
a concern, leading to 
employers needing to re-train 
young workers but still pay 
wages at the appropriate 
certificate level. This acts 
as a disincentive to employ 
graduates of school based 
training programs in future.

8   Rather challenging approvals 
process for major current 
projects, new projects and 
project expansions.

8   Attraction and retention 
of workers in agricultural 
sectors such as meat 
process workers and 
farm managers is difficult. 
Migration of semi-skilled and 
unskilled labour into these 
sectors is often difficult under 
some labour agreements 
due to high standard English 
language requirements.

8   Training system reduces 
workforce engagement 
among mature-aged workers 
in some occupations by 
disallowing enrolment 
in traineeships among 
those with any existing 
qualifications – important 
barrier for the South West 
region with high and growing 
mature age population.
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Economy and employment Attraction and retention Education and training

9   Availability of temporary 
accommodation for seasonal 
workers is lacking and 
hinders an employers’ ability 
to attract and retain seasonal 
workforce.

9   Intra-regional transport is 
a challenge for the local 
Aboriginal population given 
difficulties in obtaining/
keeping driving licences.

10   Low levels of Aboriginal 
educational attainment 
in the South West (2006 
Census showed only ~16% 
of the region’s Aboriginal 
population had completed 
year 12).

11   Not a high level of 
awareness of the wide 
range of South West 
Institute of Technology 
courses on offer in the 
region.
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Regional opportunities 
Table 9.3: Assessment of regional employment, attraction and retention and education and 
training opportunities

Economy and employment Attraction and retention Education and training

1   Major new investment projects 
for the region offer further 
employment growth and 
opportunities (for example 
Bunbury waterfront, Wagerup, 
Bluewaters Power, Lanco and 
Yancoal).

1   High levels of regional 
amenity and a diverse, 
strong local economy 
provides opportunity to 
shift regional promotion 
and marketing from 
a tourism focus to 
a destination to live 
and work – intra/
interstate and overseas. 
Opportunity to leverage 
off SuperTowns initiatives 
in particular to promote 
improvements to local 
infrastructure.

1   The region’s existing education 
and training focus in health, 
combined with good existing 
health infrastructure (for 
example, Bunbury Regional 
Hospital and St John of God 
Bunbury) provide opportunity to 
coordinate local activities and 
establish a statewide ‘centre of 
excellence’ for health services.

2   Increasing international 
integration of South West 
industry sectors provides an 
opportunity for local enterprises 
to capitalise on emerging 
global practices, processes 
and technology.

2   Opportunity for local 
employers to compete 
with attraction to FIFO 
jobs by pioneering 
flexible work 
arrangements, non-wage 
forms of remuneration, 
temporary secondments 
to Perth to build career 
experience, work 
mentoring and support.

2   The region’s existing tourism 
and culinary reputation 
provides opportunity to 
coordinate local activities 
and establish a ‘centre of 
excellence’ in hospitality and 
food services.

3   Local resources sector 
growing, innovating and 
value-adding offering more 
specialised and niche job 
opportunities (for example 
Worsley Alumina, Talison 
Lithium and Simcoa).

3   Expected strong growth 
in the South West 
population provides an 
opportunity for local 
employers to prepare 
recruitment strategies to 
fill labour gaps and grow 
enterprises, particularly 
among the mature age 
intrastate migrant cohort.

3   Large and growing retired 
or semi-retired population 
provides an opportunity to 
target this age cohort in 
education and training, both 
as teachers/lecturers, mentors 
and career development 
advisors.
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Economy and employment Attraction and retention Education and training

4   Rollout of National Broadband 
Network to parts of the South 
West from December 2013 
provides new opportunities for 
job creation, new industries 
and adding value to existing 
industries.

4   Growing FIFO in the 
region and associated 
regional airport upgrades 
provides opportunity 
for the South West to 
compete with Perth as 
an alternative ‘staging 
area’ for FIFO and 
related activity. For 
example opportunity to 
grow the local population 
base and new mining 
related training programs 
servicing the local 
and north west mining 
sectors.

4   Towns in the region have 
sister city arrangements 
and business development 
offices overseas, providing an 
opportunity to grow education 
and training exports from the 
South West, particularly in the 
existing areas of strength in 
education//training delivery 
within the region.

5   Large and growing retired 
and semi-retired population 
provides opportunity to utilise 
those with workplace skills 
in this age cohort to fill areas 
of occupational demand or 
become workplace mentors.

5   New university courses (such 
as engineering) targeting 
professional skills in demand 
provides an opportunity to 
close skills gaps and boost 
post-secondary educational 
attainment in the South West.
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Regional threats

Table 9.4: Assessment of regional employment, attraction and retention and education and 
training threats

Economy and Employment Attraction and Retention Education and Training

1   Increasing international 
integration of South West 
industry sectors leads to 
higher local economic 
volatility and more exposure 
to global risks and sentiment.

1   ‘Regional’ classification 
recently given to the Perth 
metropolitan area under 
the Regional Sponsored 
Migration Scheme visa 
category causes a significant 
drop in demand to migrate to 
the South West in future.

1   The local training sector 
struggles to retain teaching 
staff in the face of increasing 
competition from industry. 

2   Global demand for mineral 
resources in particular 
(such as coal, alumina and 
mineral sands) decreases, 
contributing to a sharp 
reduction in economic activity 
and employment demand.

2   Local employers fail to enact 
effective attraction and 
retention strategies resulting 
in further significant growth in 
the local FIFO workforce and 
significant reduction in the 
local labour pool.

2   Enrolments in local training 
courses increase in line 
with expected population 
growth, but without adequate 
investment in facilities and 
infrastructure (critical for 
trades related training in 
particular).

3   Major new investment 
projects planned for the 
region do not proceed due to 
a variety of possible reasons 
(funding, approvals, cost 
blow outs, labour constraints 
etc), lowering growth and 
limiting job creation.

3   Inability to effectively 
promote South West amenity 
and lifestyle and the region 
as a place to live and work 
sees South West lose out to 
Perth and other regions in 
competing to attract workers.

3   Inability to improve literacy, 
numeracy and educational 
attainment in line with 
expected growth in demand 
for professionals and para-
professionals in the South 
West leaves the workforce 
vulnerable to structural 
change and hinders the long 
term career advancement 
aspirations of locals.

4   Relatively high proportion of 
the South West population 
are within 10 years of 
retirement (12%) – inability 
to keep these workers 
engaged in the workforce or 
train/educate new workers 
could lead to severe 
skills shortages in some 
occupations.

4   Investment in economic 
(road, rail, port) and social 
(education, health, leisure) 
infrastructure in the region 
does not keep pace with 
expected strong growth in 
the population of the South 
West, placing pressure 
on existing services and 
reducing attractiveness of the 
region to live and work.

4   Inability of universities to 
gauge student and industry 
demand and offer relevant 
courses sees continued low 
levels of engagement in 
post-secondary education, 
outflows of students from the 
region to study elsewhere 
and an inability to meet 
growing professional needs 
in region.
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Economy and Employment Attraction and Retention Education and Training

5   Current downturn in local 
construction sector sees 
continued movement of 
existing construction workers 
to other industries/regions 
and continued reduction 
in apprenticeships. This 
can cause severe labour 
shortages when the building 
activity picks up.

Key findings
Table 9.5 below provides a summary of the key findings from the SWOT analysis. These key 
findings form of the basis of the action plan outlined in the next chapter. 

Table 9.5: Summary of key issues from South West regional SWOT analysis

Strengths Weaknesses Opportunities Threats

•  Economy and jobs 
growth

•  Diverse economy
•  Regional amenity 

and lifestyle
•  Accessibility of 
region

•  Social 
infrastructure, 
including education 
and training

•  ‘Early mover’ on 
ICT adoption and 
promotion

•  Housing affordability and 
availability

•  Low educational attainment
•  Low levels of workforce 

literacy and numeracy
•  Non-mining wages
•  Lack of choice of tertiary/

training courses
•  Attraction and retention of 
trainers and lecturers

•  Access to transport for the 
Aboriginal population

•  Lack of quality career 
guidance and mentoring

•  Negative perceptions of 
careers in hospitality

•  Lack of vibrancy and 
entertainment for young 
people

•  Low levels of employer 
engagement with training/
apprenticeship system

•  Regional promotion
•  New investment 

projects
•  National 

Broadband 
Network rollout

•  Centres of 
excellence – health 
and tourism/
gastronomy

•  Growing population 
(especially skilled 
mature age cohort)

•  FIFO capitalisation 
to benefit local 
economy

•  ‘Sister city’ and 
overseas business  
development 
relationships

•  Inability to meet 
expected growth 
in demand for 
professional 
occupations

•  FIFO growth at 
expense of local 
economy

•  Adverse global 
economic trends

•  Growing population 
and insufficient 
infrastructure 
investment

•  Competition for 
skilled migrants
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Action plan 

Introduction
This chapter presents the South West workforce development action plan. This plan is 
aligned against the key issues identifi ed in the regional SWOT analysis, which in turn is 
based on the data and information presented in this report. This includes:
• background literature and policy;
• an analysis of regional economic and employment dynamics;
• considerations of workforce demand at the sectoral and occupational levels;
• an assessment of labour supply including education and training, attraction and retention; 

and
• consultations with regional stakeholders.  

The basis of aligning the workforce plan with the outcomes of SWOT analysis is to further 
develop the local workforce and increase participation by:
• building on regional strengths;
• counteracting regional weaknesses;
• exploiting regional opportunities; and
• minimising regional threats.

Scope of the action plan
The action plan addresses key strategic workforce issues in the region by identifying a series 
of key actions needed to improve participation and develop the local workforce. Specifi cally, 
it is designed to be coordinated by the South West Workforce Development Alliance who will 
also oversee the implementation. Potential stakeholders include but are not limited to:
• South West Development Commission;
• Department of Training and Workforce Development;
• local, State and Federal governments;
• peak industry groups;
• regional employers;
• South West Institute of Technology; and
• Edith Cowan University, South West.

It is important to note that the action plan only includes points that have been deemed 
realistic and achievable and which are based on the evidence collected through this study. 
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It does not focus on major areas of, for example, national macro-economic or employment 
policy, but rather tackles issues that can be addressed within existing policy frameworks 
or with realistic policy modifications. It is divided into actions across three main areas in 
alignment with the SWOT analysis:
• economy and employment;
• attraction and retention; and
• education and training.

The action plan includes 25 priority issues and recommended actions required to  
address these issues. The likely lead agencies to carry forward the actions are also 
identified. The links to the strategic goals of Skilling WA (listed below) are provided. 
• Strategy 1.1 – Provide leadership in increasing participation in the  

Western Australian workforce.
• Strategy 1.2 – Provide incentives and support to encourage greater  

participation in the workforce.
• Strategy 1.3 – Facilitate removal of barriers to participation in the workforce.
• Strategy 2.1 – Implement the initiatives outlined in the Western Australian  

skilled migration strategy to deliver a responsive migration program for Western Australia.
• Strategy 3.1 – Promote and facilitate flexible and inclusive work practices  

and attraction and retention measures.
• Strategy 3.2 – Build diverse and vibrant communities.
• Strategy 4.1 – Increase participation in education and training.
• Strategy 4.2 – Increase skills development and utilisation in the workplace.
• Strategy 4.3 – Enhance the flexibility, responsiveness, capability and  

capacity of the education and training system.
• Strategy 5.1 – Develop an information framework to enable accurate and  

timely market analysis and labour supply and demand forecasting.
• Strategy 5.2 – Develop a workforce development planning and  

accountability framework for Western Australia.

Table 10.1 presents a list of priority actions for the South West region. 

The alliance and potential partners will refine and prioritise the recommendations based 
on the resources available. It is intended that the plan remains a flexible document, which 
addresses needs and issues as they arise and can be adapted to emerging economic, social 
and political realities. 
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Table 10.1: Action plan – list of priority actions for the South West region

Priority 
issue Recommended priority actions

Skilling 
WA –  

strategic 
goal(s)
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1.1  The South West Development Commission to develop a plan to establish the 
South West as an alternative fly-in fly-out (FIFO) base to Perth for the north 
west resources sector, examining issues such as air links, transportation to 
airports and local industry opportunities for servicing the North West mining 
sector.

3.2

 Lead agency: South West Development Commission

1.2  The South West Development Commission to formulate a coordinated 
regional plan to attract workers and families from the north west and other 
mining regions to the South West to capitalise on the future expansion of the 
local mining sector and the region’s lifestyle attraction.

3.1, 3.2

 Lead agency: South West Development Commission

1.3  The Multicultural Services Centre WA (Bunbury) to continue to provide 
services for eligible new migrant families to the region through support 
networks.

1.2, 1.3,  
2.1

 Lead agency: Multicultural Services Centre WA (Bunbury)
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 b
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2.1  Regional Development Australia (South West) to leverage off the existing 
work of the City of Bunbury and South West Development Commission 
on the Bunbury data centre, National Broadband Network (NBN) Impact 
Assessment and information and communications technologies development 
in the South West to:

 a   further investigate potential job and industry development benefits related 
to the NBN; and

 b   formulate a program to educate local businesses, schools, registered 
training organisations and students over the potential benefits of NBN 
technology.

4.1, 4.2

 Lead agency: Regional Development Australia (South West)

2.2  The South West Development Commission to seek partnership with VUE 
Group, Integracom and relevant registered training organisations to host 
expos focussing on information and communications technologies related 
training, job opportunities and National Broadband Network benefits.

4.3

 Lead agency: South West Development Commission
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Priority 
issue Recommended priority actions

Skilling 
WA –  

strategic 
goal(s)
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3.1  The South West Chambers of Commerce and Industry in partnership with 
the Department of Education, Employment and Workplace Relations and 
the Department of Training and Workforce Development to conduct regional 
forums and workshops to assist employers, especially small and medium 
enterprises, to develop and implement workplace mentoring and formal 
career development programs.

1.1, 1.2,  
1.3

 Lead agency: South West Chambers of Commerce and Industry 
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4.1 The FutureNow – Creative and Leisure Industries Training Council to:

 a  develop marketing and human resources strategies to counter the 
perception of the hospitality sector as a short term/stop gap employment 
option;

 b   formulate, develop and implement long term career options for workers 
in the hospitality sector (for example talent spotting and development 
programs, management fast-tracking and secondments);  and

 c   promote hospitality related employment opportunities more heavily within 
local schools.

1.1, 1.2,  
1.3

 Lead agency: FutureNow – Creative and Leisure Industries Training Council

119



Priority 
issue Recommended priority actions

Skilling 
WA –  

strategic 
goal(s)
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5.1  The Department of Training and Workforce Development to work with the 
South West Workforce Development Centre to raise the profile of the role of 
the Centre in the region.

1.1, 1.2,  
3.1

 Lead agency: Department of Training and Workforce Development

5.2  The Department of Training and Workforce Development to work with 
relevant stakeholders to inform local employers of the benefits of employing 
those groups traditionally under-represented in the workforce such as the 
mature aged, people with disabilities and carers.

1.1, 1.2, 
1.3, 3.1

 Lead agency: Department of Training and Workforce Development

5.3  The South West Workforce Development Alliance in partnership with the 
South West Workforce Development Centre to explore the feasibility of 
starting a ‘mentor network’ to engage retired and semi-retired persons on 
a voluntary basis to work with employers and employees in workplace 
mentoring.

4.2

 Lead agency: South West Workforce Development Alliance

5.4  The Department of Training and Workforce Development to negotiate with 
the Commonwealth Government to review the existing worker traineeship 
incentives to support the up-skilling of mature-aged workers.

1.3, 4.3

 Lead agency: Department of Training and Workforce Development
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6.1  The South West Development Commission to utilise latest census and 
Western Australia Tomorrow population data (showing strong current and 
future growth in South West) to lobby State and Federal Government and 
ensure funding for economic and social infrastructure increases in line with 
anticipated population growth of the region.

3.2

 Lead agency: South West Development Commission

6.2  The Department of Training and Workforce Development and South 
West Institute of Technology (SWIT) to work collaboratively to ensure that 
infrastructure requirements for the institute are addressed through the 10 
year Strategic Infrastructure Plan for SWIT in line with anticipated regional 
population growth and relevant critical occupations for the region.

3.2, 4.3

  Lead agencies: Department of Training and Workforce Development and 
South West Institute of Technology
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Priority 
issue Recommended priority actions

Skilling 
WA –  

strategic 
goal(s)
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7.1  South West Chambers of Commerce and Industry in partnership with 
Department of Education, Employment and Workplace Relations to work 
together to:

 a  create a regular forum for dialogue among employers, employees and 
recruitment firms to develop and share  new and best practice ideas on 
attraction/retention approaches (for example, flexible work arrangements, 
non-wage forms of remuneration, temporary secondments and workplace 
mentoring); and

 b  assist and educate local employers in the implementation of new 
attraction and retention strategies through targeted workshops.

3.1, 4.2

 Lead agency: South West Chambers of Commerce and Industry 
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8.1  South West Development Commission to initiate a project to:

 a   formulate a new branding strategy for the region which shifts the 
focus from tourism promotion to publicising the South West as a place 
to live and work (for example the ‘Live Work Mildura’ campaign in 
Victoria), including a focus on overseas markets to counter the regional 
classification given to Perth under the Regional Sponsored Migration 
Scheme; and 

 b   lobby State Government for funding to develop a new employment based 
branding strategy for the South West region.

3.1, 3.2

 Lead agency: South West Development Commission
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9.1  South West Chambers of Commerce and Industry in partnership with the 
South West Development Commission to lead the development of a web 
portal (by building on the existing ‘My South West’ or working within the 
existing South West Workforce Development Centre portal) to focus upon:

 a  promotion of and information on living and working in the region;

 b   coordinating and disseminating information for mature-aged job seekers 
and semi-retirees on potential casual/part time/voluntary positions in the 
region;

 c   coordinating and disseminating information on seasonal job needs in the 
South West;

 d   informing/educating local employers on apprenticeship and traineeship 
systems and access;

 e   informing/educating local employers on attraction and retention strategies; 
and 

 f  disseminating material for students on career guidance, development and 
advancement.

1.3, 3.2

 Lead agency: South West Chambers of Commerce and Industry 
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Priority 
issue Recommended priority actions

Skilling 
WA –  

strategic 
goal(s)
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10.1    City of Busselton to develop a business case focussing on the benefits 
to employment attraction/retention for the region in attracting programs, 
entertainment and leisure activities to the South West, with a view to 
seeking funding from major corporations in the South West.

3.1, 3.2

   Lead agency: City of Busselton (Events Capital of Regional WA Initiative) 
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11.1    South West Development Commission in partnership with the Department 
of Housing to:

   a  continue existing research work on the major housing cost drivers in the 
South West and the impacts on affordability; 

   b  examine existing and future housing needs and identify potential sites for 
new residential development and redevelopment; and 

   c  attempt to influence key cost drivers and government policy on housing 
supply in the South West through targeted lobbying.

3.1, 3.2

   Lead agency: South West Development Commission
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12.1    The South West Development Commission to lead an initiative to: 

   a   raise awareness of the South West as a place to live and work among 
migration agents, key migration markets and occupation groups and use 
case studies of migrants to the region in promotion activities; 

   b   raise awareness of the potential use of the Commonwealth Government’s 
Seasonal Worker Program and the proposed Regional Migration 
Agreements by local employers; and

   c   appoint a local body with responsibility for coordinating, collecting and 
disseminating information on seasonal job opportunities in the region.

2.1

   Lead agency: South West Development Commission

12.2    The Department of Training and Workforce Development to: 

   a    where appropriate, advocate to the Commonwealth Government for more 
flexibility for the migration of low skilled workers under existing labour 
agreements (for example, meat industry); and 

   b    work with regional development commissions in order to increase 
regional coverage in overseas promotional activities.

2.1

   Lead agency: Department of Training and Workforce Development
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Priority 
issue Recommended priority actions

Skilling 
WA –  

strategic 
goal(s)

13
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e 13.1    The Department of Training and Workforce Development through the 

Aboriginal Workforce Development Centre (Bunbury) to:

   a    promote and raise awareness of the existing mentoring options available 
to Aboriginal workers and employers; and

   b    educate and assist local employers to understand Aboriginal culture and 
create a workplace conducive to Aboriginal retention.

1.1, 1.2

   Lead agency: Department of Training and Workforce Development
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n 14.1    The Department of Training and Workforce Development through the 

Aboriginal Workforce Development Centre (Bunbury) to investigate the 
feasibility of instituting an Aboriginal driver education and training program in 
the South West.

1.3, 4.1

   Lead agency: Department of Training and Workforce Development
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15.1    Education providers and relevant State and federal government agencies 
work collaboratively to:

   a    consider leveraging off the existing national Smarter Schools and local 
Investing In Our Youth and L.E.A.F. initiatives to develop a school literacy 
and numeracy action plan for the region;

   b    leverage off other State and Federal Government programs aimed at 
supporting and encouraging pre-school reading activities for Aboriginal 
children; and 

   c    consider leveraging off the existing national Workplace English Language 
and Literacy (WELL) Program, and Language, Literacy and Numeracy 
Program to develop an adult literacy and numeracy action plan for the 
region.

1.3, 4.2

     Lead agencies: Department of Education, Association of Independent 
Schools of Western Australia and Catholic Education Office of  
Western Australia.
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16.1    Group Training South West (GTSW) to coordinate a project to increase 
awareness of the benefits of participating in post school education/
employment options, particularly in areas of high demand, by developing 
a coordinated approach to providing career guidance to both students and 
the general labour force. GTSW should include stakeholders such as the 
Department of Education, independent public schools, private schools, 
registered training organisations, South West Workforce Development 
Centre, South West Institute of Technology, universities and industry.

1.1, 4.3

   Lead agency: Group Training South West
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Priority 
issue Recommended priority actions

Skilling 
WA –  

strategic 
goal(s)
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17.1    Education providers and relevant State and Federal Government agencies 
work collaboratively to: 

   a    establish a local steering committee, including Aboriginal community 
representatives, to catalogue the various support programs available to 
school-aged Aboriginal students (local, State, federal and private sector) 
in the region;

   b     continue and expand existing networks to coordinate activities, pool 
resources where possible, identify and replicate successful approaches 
with an objective of increasing school retention and educational 
attainment among local Aboriginal children; and 

   c     continue to promote the active involvement of Aboriginal parents 
and carers in primary and secondary school educational processes 
through such avenues as school community partnership agreements or 
participation in cultural awareness training or other educational activities.

1.1, 1.2, 
1.3

   Lead agency: Department of Education (Western Australia)
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18.1    The South West Development Commission to:

   a    undertake a regional university course feasibility and demand 
assessment in conjunction with the three yearly review of the South 
West workforce development plan to investigate and address any major 
gaps in university offerings relative to the region’s critical occupations 
list and potential demand from overseas students. Subject to resources, 
the Department of Education Services may be able to assist in 
commissioning such work;

   b     build partnerships with Perth universities with an aim to develop targeted 
short courses in the region related to critical occupations and sharing 
lecturing staff on short term secondments; and

   c     work with Edith Cowan University South West Campus to encourage 
investigating the feasibility of developing a generic first year course in 
engineering that will be recognised by other Perth based universities for 
further coursework in subsequent years.

4.1, 4.3

   Lead agency: South West Development Commission
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19.1    The Department of Training and Workforce Development, in collaboration 
with the Department of Education and Training Councils, develop strategies 
that enable:

  a      schools, local businesses and registered training providers to improve 
the quality of and access to appropriate work placements for students 
undertaking school based training; and

  b     schools to work in conjunction with industry and registered training 
providers to support teachers in developing relevant industry skills, 
knowledge and experience.

4.3

   Lead agency: Department of Training and Workforce Development
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Priority 
issue Recommended priority actions

Skilling 
WA –  

strategic 
goal(s)
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20.1    South West Institute of Technology to develop a workforce plan to:

   a     ensure its future training capacity in the region can be addressed;  

   b     develop recruitment and retention strategies in specialist training areas;  
and

   c    capitalise on the expected growth of the mature-aged skilled population 
(in particular those with a Certificate IV in Training and Assessment) of 
the region by: 

   •  designing part time or job share lecturing positions;
   •  promoting lecturing locally as an option for the semi or fully retired; and 
   •   supporting take up of Certificate IV in Training and Assessment to 

prepare semi or fully retired workers for lecturing roles.

4.3

  Lead agency: South West Institute of Technology
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21.1    Relevant local government authorities (including City of Bunbury, Shire of 
Manjimup, Shire of Augusta-Margaret River and City of Busselton), working 
with local education and training institutions (such as South West Institute 
of Technology, Edith Cowan University Bunbury and Education and Training 
International) seek to capitalise on the region’s sister city relationships and 
business development ties with Japan and China by:

   a     formulating a plan to attract international students to the region to study 
and train;

   b     building career pathways for international students to remain and work in 
the region following the completion of their local education and training; 
and

   c   building the profile and understanding of the role of the South West 
Institute of Technology and other training providers in these  
overseas markets.

3.1, 3.2

   Lead agencies: Relevant local government authorities, including  
City of Bunbury, Shire of Manjimup, Shire of Augusta-Margaret River and  
City of Busselton
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t 22.1    The South West Development Commission to build on the region’s 

hospitality strengths and seek to partner with industry to promote 
excellence.

3.2, 4.3

 Lead agency: South West Development Commission
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issue Recommended priority actions

Skilling 
WA –  

strategic 
goal(s)
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23.1    The South West Workforce Development Alliance in collaboration with Edith 
Cowan University to identify key stakeholders in education, training and 
health sectors in the region to establish an initial coordinating committee and 
explore potential operating and funding models for a centre of excellence in 
health services.

3.2, 4.3

 Lead agency: South West Workforce Development Alliance
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y 24.1    South West Institute of Technology to promote the range of courses on 

offer at the institute, particularly courses relating to critical occupations, to 
increase educational attainment and meet critical skills gaps.

4.1

 Lead agency: South West Institute of Technology
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s 25.1    The Department of Training and Workforce Development, working with 
key stakeholders including relevant Australian Government agencies, 
to continue to educate local employers about the apprenticeship and 
traineeship systems, potential benefits, access to the system and their roles 
and responsibilities.

4.1, 4.3

 Lead agency: Department of Training and Workforce Development
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Appendix A: 
South West consultation list 

Extensive consultations were held with over 70 stakeholders as part of the development 
of this workforce plan. These included discussions in Harvey, Bunbury, Collie, Busselton, 
Margaret River, Manjimup and Perth. Table 12.1 provides a summary of the organisations 
involved in consultations.

Table 12.1: Summary of organisations engaged in regional consultations

Organisation Location

Department for Communities Bunbury

Bunbury Chamber of Commerce and Industries Bunbury

Bunbury Wellington Economic Alliance Bunbury

South West Chamber of Commerce and Industries Bunbury

V&V Walsh Meat Processors and Exports Bunbury

CME South West Regional Executive Offi ce Bunbury

FITS Training Service Bunbury

Group Training South West Inc. Bunbury

South West Institute of Technology Bunbury

South West Development Commission Bunbury

Regional Development Australia (South West) Bunbury

Curtin University Margaret River Education Campus Perth

Iluka Australia Pty Ltd (South West) Perth

Shire of Busselton Busselton

Busselton Chamber of Commerce and Industry Busselton

Agribusiness Research and Management Busselton

Great Southern Employment Development Committee Inc. Busselton
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Organisation Location

JET Consultants Pty Ltd / Jet Employment and Training Busselton

Shire of Augusta-Margaret River Margaret River

Augusta Margaret River Tourism Association Margaret River

Margaret River Wine Industry Association Margaret River

Margaret River Book Shop Margaret River

Business Improvement And Support Margaret River

JSW Training and Community Services Bunbury

PPD Training Bunbury

South West VETlink and Youth Connections Bunbury

JSW Training and Community Services Bunbury

The Community Work Centres Newton Moore Education Support Centre Bunbury

Great Southern Employment Development Committee Inc. Bunbury

Bunbury Cathedral Grammar School Bunbury

Dept of Planning Bunbury

Disability Services Commission Bunbury

Great Southern Employment Development Committee Inc. Bunbury

Department of Education, Employment and Workplace Relations Bunbury

Aboriginal Employment Challenge Bunbury

City of Bunbury Bunbury

Member of WA Parliament Collie

Shire of Manjimup Manjimup

Forrest Personnel Manjimup

Great Southern Employment Development Committee Inc. Manjimup

Shire of Collie Collie

Lanco Resources Australia (previously Griffin Coal) Collie

Simcoa Operation Pty Ltd Bunbury/Kemerton

Aboriginal Workforce Development Centre, Bunbury Bunbury

Aboriginal Medical Service Bunbury

ECU Bunbury Perth
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Organisation Location

Housing Industry Association Harvey

Department of Agriculture Harvey

Bunbury Port Authority Perth

Dental Nursing Australia Perth

Financial, Administrative and Professional Services Training Council Perth

Retail and Personal Services Training Council Perth

Logistics Training Council Perth

Creative and Leisure Industries Training Council Perth

Collie Chamber of Commerce and Industry Perth

Electrical, Utilities and Public Administration Training Council Perth

Engineering and Automotive Training Council Perth

Community Services Health and Education Training Council Perth

Building and Construction Industry Training Council Perth

Resources Industry Training Council Perth

Chamber of Commerce and Industry of WA Perth

Bannister Downs Dairy Perth

Food, Fibre and Timber Industries Training Council Perth

Additional consultations

Multicultural Services Centre WA Bunbury Perth

Department of Education Perth

Department of Education Services Perth
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Appendix B: 
Monash modelling

The Monash forecasts are produced by the Centre for Policy Studies (CoPS) at Monash 
University, using the Monash applied general equilibrium model of the Australian economy.  
Meagher, Adams and Horridge (2000) defi ne the Monash model as a top-down model. 

They note that the model consists of solving a top-down sequence of models, which starts 
from a macroeconomic scenario, proceeds to a computable general equilibrium (CGE) 
model and then proceeds to various labour market extensions.

The Monash model incorporates data from a number of published data sources, including 
the national accounts, input-output tables, capital stock statistics, income and expenditure 
surveys, foreign trade statistics and State accounts.

In addition to past data, the Monash model also incorporates informed opinion about future 
changes in the variables that are determined outside the system. Some of the expert bodies 
that provide informed opinion about future changes include:
1  Access Economics (which contributes information about the future state of the 

macro economy);
2  Australian Bureau of Agriculture and Resource Economics (which provide export prices 

and volumes for primary products);
3  Tourism Forecasting Council (which provides prospects for tourism);
4  Productivity Commission (which provides changes in protection implied by government 

industry policy); and
5  Centre for Policy Studies (which provides changes in technology and consumer tastes).

An overview of the Monash model is provided in fi gure 12.1. According to Meagher et al. 
(2000), there are fi ve main stages in the Monash forecast for demand for labour. In the fi rst 
stage, a macroeconomic scenario is developed from Access Economics’ Five Year Business 
Outlook. In the second stage, the forecasts for GDP and its components are converted 
into forecasts of output and employment by industry. As shown in fi gure 12.1, the informed 
opinions about future changes provided by the expert bodies are also incorporated during 
this stage. 
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In the third stage, the Monash regional equation system (MRES) is used to convert the 
national forecasts for output and employment into regional forecasts. The regionalisation 
process takes account of: 
1  differences in industrial structures;
2  region-specific industry effects;
3  population movements;
4  expected expenditures by regional governments; and
5  local multipliers.

In the fourth stage, the regional employment forecasts are converted from an industry to 
an occupational basis. Meagher et al. (2000) note that employment growth for a particular 
occupation can be decomposed into four components:
1  a component due to the growth in aggregate employment;
2  a component due to changes in the distribution of employment across industries (the 

industry share effect);
3  a component due to changes in the distribution of employment across occupations and 

industries (the occupational share effect); and
4  a component due to changes in the number of hours per worker.

In the final stage, the regional forecasts for employment by occupation (in persons) are used 
to determine the employment outlook for workers identified by age, sex, qualifications and 
hours worked per week. 
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Source: Meagher et al. 2000.

Figure 12.1: An overview of the Monash forecasting model
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For further information or to provide comment on the plan, 
please contact:

State Workforce Planning 
Department of Training and Workforce Development 
T: +61 8 6551 5000 
Email: rwd@dtwd.wa.gov.au


