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DISCLAIMER

The opinions in this publication reflect the views of the workshop, interview and survey participants and do
not necessarily reflect those of Wise Lord & Ferguson or the Department of Economic Development.
Careful consideration has been given to all the data and no recommendations have been suggested from
the Consultants. Data has been cross-checked with participants at the focus groups. All interviewees were
aware that their comments were being transcribed.

Please note the content of this report is based on the participants’ comments. Occasionally there may be a
comment that is inaccurate. This does not reflect on the person providing the comment, only that the
comment is the person’s understanding of current policies from their perspective



REPORT STRUCTURE

This report ‘A Tasmanian “People with Workforce Potential” (PWP) — Improving Participation in the
Tasmanian Labour Force’ begins with an Executive Summary, which covers the purpose of the report and
the overall findings and details on the context of the brief and the parameters of the external consultancy.
Then the relevant definitions, conceptual framework, and research process are outlined. This multifaceted
process enables an assessment of the demographic groups, regions, workshop and focus group data, in-
depth interview material and survey form information. The personal accounts of People with Workforce
Potential (PWP) labour force experience prior to non-participation and their future expectations of work are
also included.

The report then considers the actual and perceived barriers, challenges and needs articulated by the
service providers and PWP in the three regions. Finally, the summarised data from barriers, challenges and
needs is integrated with the future opportunities described by service providers and PWP. An opportunity
model and its impacts are examined.

Case studies from the in-depth interviews have been used in this report to illustrate the personal
experiences and perspectives of the many PWP in Tasmania. Similarly quotes have been used throughout
the report to indicate how people describe their own circumstances and viewpoints.



EXECUTIVE SUMMARY

In the context of recent improvements in the State’s economy, alongside lower than national rates of labour
force participation, the Department of Economic Development sought consultants to investigate the
underlying factors that influence and impact on the capability of people who are not participating in the
labour force, but who want to work, to find employment. Conducting qualitative research with non-
participants was seen as a valid further contribution to existing research agendas.

The project objectives were stipulated as the following:
e |dentify possible barriers and disincentives, which may be perceived or actual, to Tasmanians
wanting to participate in the labour force
e |dentify avenues for alleviating or overcoming barriers to labour force participation, and
e Explore opportunities for increasing participation in the Tasmanian labour force

People who are not in the labour force are divided into two groups, those marginally attached to the labour
force and those not marginally attached to the labour force. The consultants were aware that many people
experience periods of short employment followed by unemployment over the course of a year. The PWP
involved in this research were all classified as not being in the labour force, and were looking for work, at
some time during the research period.

For the exploration of this issue, four main stakeholders were identified. These were:

1. People with Workforce Potential (PWP) or non-participants. The term PWP is used to highlight
the way in which people who are not in the Labour Force talked of themselves and of their future
I.e. as having potential.

2. Employers. The scope of this research did not include employers as contributors to the findings,
although they are major stakeholders in the challenge of increasing Labour Force participation.

3. Service providers. A diverse range of service providers contributed to this research including from
the employment, education, health, family and community sectors.

4. Government. Representatives from Local, State and Federal government took part in the
research.

The research process focused on exploring Labour Force participation in the three regions — Southern,
Northern and Mersey Lyell — with a clear emphasis on clarifying barriers, challenges, opportunities and
needs for demographic groups in each of the regions

Consultation, in the form of qualitative focus groups and individual interviews, was conducted with 172
research participants, including 93 Service Providers and 79 PWP. This provided an in-depth examination
and dialogue on the pathways and processes people experience in losing work or being unable to enter or
re-enter the labour force.

Participants did not view themselves and their relationship to employment, government, service providers
and employers purely in terms of a singular identity. Issues were seen as not being solely demographic,
class or gender specific. People explained their story of not working or losing a job in more than
demographic terms — more than because they are mothers or because they had an injury at work or a lack
of relevant training. For PWP these factors had a relationship to each other and they saw themselves as
‘individuals’ over and above demographic similarities that they might share with other people in the
workshops.



EXECUTIVE SUMMARY (CONT)

In the conceptual framework used for this research, most barriers are present in or come from the labour
market and the broader societal environment and are not intrinsic to particular individuals or groups. They
are external restraining factors. The most significant barriers to PWP would appear to be their ability and
eligibility to access current support services available to people in transition in the labour market, as well as
the prejudices that they encounter that are the product of the values, beliefs and assumptions — or attitudes,
of employers and organisations that are, or may be, best placed to offer the support that they need.

Challenges are seen as factors which are held by, or are internal to, PWP and which also act as restrainers
to action or success in the labour market. Although challenges were seen as being internal — and the
primary responsibility of the PWP — support was seen as imperative to contend with the nature of the
challenge. Part of the mindset change is for PWP to see some of the barriers that they have described as
external to themselves as challenges that they need to, and are able to, deal and cope with themselves.

Service providers and PWP identified the main needs in terms of developing greater confidence, self-worth,
achievement and independence. For PWP there was a real need to contribute to community through
employment and for more information on options and Labour Force possibilities. From the service
provider’s perspective developing more adequate structures and systems for Labour Force participation was
considered to be a main need.

Opportunities were couched in terms of the external drivers of change that attract PWP and create solutions
to the barriers and challenges they face. Realising that the relationship between their own organisations
and PWP is currently very limited, service providers indicated this was a key opportunity to develop. PWP
were more aware of the personal, identity and social aspects that would improve with labour force
opportunity.

Combining a suite of strategies within this deep support structure complements the OECD’s evidence of
those activation strategies that are most successful for long-term unemployed people who are receiving
benefits. Individuals want honest assistance to meet the multiple challenges of finding employment “Deep
support provides ongoing relationship based on advocacy, mutual respect, trust and the acute alignment of
interests” (Zuboff, 2004). This creates an opportunity for intensified support for all PWP, including a range
of measures such as assisting with pre-employment, job applications, networking skills, assessing attitudes
about work, interview preparation, advocating for clients with service providers and potential employers and
on-the job support following placement.

The idea is to focus on solutions that best meet the needs of PWP. Service providers realised that they had
very little practical experience in working with PWP who are not receiving any government support. Many
talked of the need to increase their sector's capacity to adequately address the complexity of working
together to incorporate PWP into their core business or client group.

Deep support is about building momentum by using long and short term strategies to assist PWP by tapping
into their talent and their ability to access labour market opportunities through the development of their
networks, their social skills and their attitude to work and working. PWP need deep support to enable them
to build relationships with those Service Providers offering Current Support Services and to build and
maintain working relationships with their future employers.



BACKGROUND

The Tasmanian economy has experienced considerable improvement on a range of economic indicators,
and is now experiencing its best economic conditions in decades. Employment trends have grown
substantially over the past four to five years.

The trend labour force participation rate has experienced consecutive improvement throughout 2005 and at
December 2005 was 2.5% higher than in December 2004. However despite the recent improvement in the
labour force participation rate, Tasmania continues, at 60.1% in November 2006, to experience a lower rate
than the national level of 64.8% in the same time period. While a lower labour force participation rate in
itself may not necessarily be a problem the underlying factors are important. Labour force participation,
which is constrained by poor incentives, low labour skills or barriers and disincentives, impacts at both an
economic and a social level.

Research on Tasmania’s labour force participation and long term unemployment indicates that there may be
particular demographic groups that are experiencing greater challenges to participating in the labour force
or finding employment.

In the context of these recent economic improvements in the State economy, alongside Tasmania’s lower
participation rate, the Department of Economic Development sought consultants to investigate the
underlying factors that influence and impact on labour force participation.



PROJECT SCOPE

The consultants were commissioned to conduct consultations with PWP and relevant services, agencies,
peak bodies and community organisations, presenting their views in a written report.

The brief states that the project aims to explore barriers to persons seeking employment in Tasmania and
opportunities for overcoming these barriers.

The project objectives were stipulated as the following:

e |dentify possible barriers and disincentives, which may be perceived or actual, to Tasmanians
wanting to participate in the labour force;

¢ |dentify avenues for alleviating or overcoming barriers to labour force participation;

e Explore opportunities for increasing participation in the Tasmanian labour force; and



LABOUR FORCE PARTICIPATION

ABS Labour Force Participation definition

The Australian Bureau of Statistics (ABS) looks at some of the characteristics of those people who are not
classified as being in the labour force (Persons Not In the Labour Force publication, catalogue no. 6220.0).
The group who are not in the labour force are divided into two groups, those marginally attached to the
labour force and those not marginally attached to the labour force.

a) No marginal attachment to the labour force

This group includes those who did not want to work and also those who were not actively looking for work
nor were available to start work within four weeks.

b) Marginal attachment to the labour force

People in this category have first been classified into 2 broad groups, those who were not actively looking
for work but who were available to start work in the next four weeks, and those who were actively looking for
work but who were not available to start work in the week they were surveyed. In Tasmania, it was
estimated that there were around 24,000 people who were marginally attached to the labour force. This is
arguably the group with the most potential to return to the labour force.

Actively looking but unable to start work in week of the survey

Of the 24,000 people who were marginally attached to the labour force in Tasmania, around 2,100 of them
were actively looking but were not available to start work in the week of the survey.

Not actively looking but available to start work in the next four weeks

This group was estimated to be around 21,900 in Tasmania and has been classified in two groups by the
ABS. They are discouraged jobseekers of whom there were estimated to be 2,200 and “other” of whom
there were 19,700. At the national level, 32.2% are not available due to family reasons, including caring for
children, and caring for a relative with ill health. Approximately 43.4% are not actively looking for work for
personal reasons, which included their own ill health, physical disability or pregnancy, or attending an
educational institution.

Of the discouraged job seekers, the main reasons given by them for why they were no longer actively
looking for work were that they were considered too old by employers, there were no jobs in their locality or
line of work, or that they lacked the necessary skills or experience. In Tasmania the number of discouraged
jobseekers, at 2,200, had reduced considerably since the survey was run in 2003, for example, when there
were around 4,200 discouraged jobseekers in the State (DEWR, 2007).

The consultants were aware that many people experience periods of short employment followed by
unemployment over the course of a year. The PWP involved in this research were all classified as not
being in the labour force and looking for work, at some time during the research period.



STAKEHOLDERS

Key Stakeholders
For the exploration of this issue, four main stakeholders were identified. These were:

1. People with Workforce Potential (PWP) or non-participants. The term PWP is used to highlight
the way in which people who are not in the labour force talked of themselves and of their future i.e.
as having potential. This is not to underestimate the range of barriers and challenges PWP currently
face, rather it serves as an example of how, despite these factors, people who were not
participating aimed to work in the future.

Mark Peel found in his book The Lowest Rung (2003) that people who would be “best characterised
as disadvantaged” referred to themselves as ‘ordinary’. In a similar way many PWP who live with
little financial means, have little, sporadic or no employment background and educational history
saw themselves as ordinary people who haven't yet had opportunities or ‘chances’ to activate their
potential in a labour force environment.

Overall, PWP are not actively involved in many aspects of ‘everyday’ life. Many of them are not
economically active citizens as they are not engaged in employment, do not access government
and community sector services and are not generally involved in any social participation activities.

2. Employers. The scope of this research did not include employers as contributors to the findings,
although they are major stakeholders in the challenge of increasing labour force participation.

3. Service providers. A diverse range of service providers contributed to this research including from
the employment, education, health, family and community sectors.

4. Government. Representatives from Local, State and Federal government took part in the
research.

The connections, relationships and future working practices between these four stakeholders were
discussed throughout the workshops and in-depth interviews.
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PROJECT OVERVIEW

The research process focused on exploring labour force participation in the three regions — Southern,
Northern and Mersey Lyell — with a clear emphasis on clarifying barriers, challenges, opportunities and
needs for demographic groups in each of the regions. Representatives from a wide range of organisations
that provide services to all demographic groups were invited to workshops in each of the regions. The aim
was to understand the views about possible barriers, challenges, opportunities and needs held by those
best suited to play a role in assisting PWP to enter or re-enter the labour force. A second and equally
significant expectation of the service providers workshops was the assistance that they would provide in
enabling the consultants to contact representatives of the target group, PWP.

The Process

v \ \ \ \

e Project Plan e Stakeholder e Stakeholder o Stakeholder ¢ Draft Report
¢ Purpose Recruitment Recruitment Recruitment ¢ Final Report
e Methodology ® Service e Service e Service e Project
o Stakeholders Providers Providers Providers Completion
® Process Worksho.p Workshop Workshop
e Timing e People with e People with ® People with
* Outcomes Workforce Workforce Workforce

Potential Potential Potential

Workshop Workshop Workshop

Workshops and Focus Groups

The research process was designed to allow for and create continual opportunities for service providers and
PWP to reflect on what had been said and to develop their enquiry to the next level, so that each step built
on the one before it. The second half of the focus groups with PWP was specifically designed as a learning
experience to help with their preparation for re-entry into the labour force.

All focus groups were facilitated by Gil Sawford and Ellie Francis-Brophy. Extensive notes of participants’
comments were taken. Participants were involved in each exercise and their opinions and issues were
recorded. These were on display to the group throughout the workshop or focus group to ensure true and
accurate collection of data and to enable participants to reflect on what had been said in previous exercises
in order to make connections between key topics covered and to evaluate their findings.

Service Providers Workshops

Three regionally based focus groups with 93 service providers from 45 organisations (see Appendix 3) were
held in Hobart, Launceston and Ulverstone (see appendix 2). Relevant service providers were identified in
consultation with DED as well as through a comprehensive campaign of snowball emailing and networking.
Given the nature of the issue, the aim was to include as many different services and agencies as possible
who work with any groups or individuals outside the labour force. Services were asked to ‘forward-on’ the
invitation to attend the regional focus groups to their own networks and contact lists.
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PROJECT OVERVIEW (CONT.)

Services and agencies were invited by email to attend a regional focus group, and upon registering their
interest, were forwarded a reading about labour force participation and its definition. Service providers were
asked to also assist in identifying and recruiting people who could be interviewed and/or attend a focus
group at their service or facility. Unfortunately, while non-labour force participation was seen as an
important issue by service providers, very few had any connection with people in this category. Many
expressed their concern that their service or agency still views this group of people as outside their core
business or not part of their organisation’s remit of funding or mission.

During the service provider workshops the challenge of raising the participation rate in Tasmania was
explored in the context of the growth in the number of Tasmanians in employment of over 10% in the past
five years — from around 200,000 to over 220,000. There was little understanding at any of the three
service provider workshops, even among participants from the employment sector, where and how this
growth had occurred and its implications for future growth. Service providers had little to offer on the current
state of the labour market in Tasmania and whether there was an opportunity or need for a similar increase
over the next five years, which could have the effect of raising the participation rate in Tasmania closer to
the national average.

People with Workforce Potential

A total of 79 PWP were either interviewed or attended focus groups. Focus groups took 3 hours and
individual interviews lasted up to an hour. Five focus groups were held with PWP in Launceston and
Hobart. These focus groups were developed by the consultants in conjunction — and often intensive liaison
— with service providers and included:

1. Ravenswood Community Garden (Launceston)
2. Ravenswood Neighbourhood House (Launceston)
3. MRC (Launceston)
4. Men’s Shed (Hobart)
5. TAFE (Hobart).
Interviews

In-depth personal and telephone individual interviews were conducted with 15 PWP from all the regions.
These participants had long work histories and the majority had post-school qualifications and/or equivalent
work experience and recognition of their skills. Both the workshops and the interviews addressed the same
issues.

For many people the loss of employment is a traumatic experience and is strongly linked to loss of status. A
number of interviewees commented that they had friends in similar circumstances to themselves who were
unable to readily talk about their experiences — they were ‘angry’, ‘bitter’ or embarrassed about not working.
This highlights that this group is not only marginally attached to the labour force but to all service provision.

There were significant unexpected difficulties for service providers and research contacts in recruiting
potential participants. Many thought that they would be able to draw together a group of their own clients or
contacts to attend a focus group or interviews but, during the course of the research, were unable to refer
any PWP to the consultants. These included: residents attending neighbourhood houses; recently
graduated University students; youth sector; aged sector; organisations working in mental health; local
government; Federal and State government agencies; disability sector; education and training sector and
volunteering sector. Research on poverty indicates that there are significant numbers of people who are the

12



PROJECT OVERVIEW (CONT.)

"invisible poor.” In a similar way, it can be assumed that there is a hidden or invisible group of non-
participants who are severely disconnected from services and the labour market.

In order to explain and promote the research process and its aims as widely as possible, the consultants
also:

e Held telephone conversations with agencies — some to encourage attendance or outline the project
or request assistance in identifying PWP
e |[nitiated discussions with other interest groups who did not attend the consultations

e Attended Neighbourhood House regional meetings, Online Access meetings and meetings with
Federal and State agencies to invite potential interviewees to contact the consultants and to enlist
the support of services who might have been able to find a group of their clients to host a focus

group

® Conducted media interviews on ABC Radio about the research. This was more successful than
relying on agencies’ knowledge and contacts in finding a cross-section of people around the State
not participating but actively seeking work.

Surveys

Surveys were completed by all PWP who attended either a focus group or an individual interview. The four
page survey included one page of basic information similar to census data like sex, age, marital status,
postcode, ATSI, number of people in family, last work etc. Other questions were used as conversation
prompts and included questions on how people spend their time (in the past, present and anticipate in the
future); labour force expectations in terms of earnings, hours and how they would spend their earnings;
attitude towards the availability of work and the skills employers require; types of help needed to get a job
and current difficulties in getting work.

Regions

There was representation from all PWP demographic groups at the workshops but there was not
representation of all groups in each of the three regions. Service providers from a cross-section of sectors
attended workshops in Hobart, Launceston or Ulverstone including: employment agencies, local
government, Federal and State government agencies, non-government organisations, advocacy and
community groups, educational institutions, health sector services, youth and family/community services,
migrant and indigenous services.

South - Hobart

Service providers in the South showed some hesitancy to the research process of ascertaining
what was known about PWP - their barriers, challenges, needs and opportunities — and realised
they have a lack of knowledge and contacts with this group of people. Because of this, some
service providers described the process of learning together and explaining their perspective or
involvement with PWP as challenging.

North - Launceston

Service providers were collegial and willing to learn as a group and explore what they knew about
PWP and treated the process as a learning exchange opportunity — from swapping business cards

13



PROJECT OVERVIEW (CONT.)

and contacts to relating information to the group about how their service works and what
opportunities and needs their organisation has, to date, identified.

North West - Ulverstone

Service providers on the North West Coast exhibited significant connectedness to their community.
They had a real understanding of the complex needs within their community and a desire to learn
about labour force participation in order to apply the shared knowledge from the workshop back to
their community and clients.

The service providers in Launceston who were able to arrange a focus group from their existing clients were
noticeably connected and working very closely with their clients on other difficult issues with ramifications for
employment (for example, the Migrant Resource Centre in Launceston has an almost daily link to their
clients and was able to work with the consultants in organising a focus group). These service providers saw
the focus groups as a learning opportunity for their clients and their own organisation. For them it was less
about information gathered and much more about an exchange of ideas and views that might open up new
ways of addressing the significant barriers facing their clients. These service providers also had active
managers who were developing programs and handling an array of complex, entrenched problems with a
client group who trusted and respected them and their assistance.

Despite the connectedness demonstrated in Ulverstone, the two opportunities to conduct focus groups with
PWP did not eventuate because of resourcing issues within the service (‘we’re not funded to do this”).
More importantly, the PWP identified were not able to bridge the weak link between themselves and the
consultants. They were fearful of the unknown, resulting in them not being able to complete the connection
- even when it had been set up for them.

One client group were women who were trying to re-enter the labour force, and the support they needed to
make the connection with the consultants and maintain it, wasn’t available to them. The service providers
commented about these difficulties: “/ would have needed to spend an hour with each individual in order to
convince them that it was in their best interest to attend”. These client groups were less concerned about
the bona fides of the research or the credentials of the consultants, rather their concern was about their own
feelings of self-worth. The service provider concerned later advised that the clients were fearful they were
going to feel ridiculed like they did at school and felt vulnerable about the validity of their situation.

Across the regions there were significant similarities at the individual level in peoples' situations,
characteristics and level and type of needs. In each of the regions there were examples of all the main
demographic groups, however in each region, workshops were not held with the same target groups (e.g.
workshops were not conducted with MRC clients in each area or women re-entering the labour force in each
area etc). Most of the service providers could only think about PWP as single factor groups rather than
heterogenous.

Demographic Groups

PWP involved in this project cover a comprehensive range of demographics. The PWP who attended
interviews and focus groups fit most traditional demographics (see Appendix 1) with representation from:
low skilled men and women; people with a disability; refugees and Culturally and Linguistically Diverse
(CALD) people; involuntary retirees and professional males; rural non-skilled men; young unskilled men and
women; and women returning to work after children.

14



PROJECT OVERVIEW (CONT.)

After assessing barriers, challenges, needs and opportunities PWP face across all demographic groups, it
was apparent that there was greater similarity across groups than attitudinal or characteristic differences
between them. A number of demographic groupings experience similar issues or features e.g. transport
issues, low educational attainment and loss of self-esteem.

Primarily, PWP talked of the need for meaningful work in terms of personal needs e.g. in order to build their
self-esteem and dignity and to feel like they are part of a working group and community. PWP were either
frustrated or astutely aware that they were not receiving ongoing, direct assistance and support to find
employment and to be able to sustain it.

Service providers and community groups were asked to identity who they thought were PWP and what
social demographic attributes they possess (see Appendix 1).

Interview and focus group participants were required to be not working and classified as not being in the
labour force. Many PWP were in and out of transitional, casual employment and were not working at the
time of the focus groups.

Participants did not view themselves and their relationship to employment, government, service providers
and employers purely in terms of a singular identity. Issues were seen as not being solely demographic,
class or gender specific. People explained their story of not working or losing a job in more than
demographic terms — more than because they are mothers or because they had an injury at work or a lack
of relevant training. For PWP these factors had a relationship to each other and they saw themselves as
‘individuals’ over and above demographic similarities that they might share with other people in the
workshops. This meant that people listened to each others’ stories, found common ground within them and
larger stories that transcended linear readings or causal interpretations of how people came to be not
participating in the labour force.

15



INTRODUCTION AND CONCEPTUAL FRAMEWORK

Project Scope Framework

The conceptual framework centred on understanding and evaluating both the internal and external factors
that influence an individuals’ capability to enter and re-enter the labour force at a time in their lives when
they are feeling vulnerable and disempowered, and lacking in motivation. This was considered in the
context of Kurt Lewin’s Force-field analysis, applied to factors that either drive or restrain the ability of PWP
to make labour force transitions, whilst recognising that restraining factors to PWP may be driving factors for
people who feel empowered and are highly motivated.

Drivers

Needs Opportunities

Internal External

Challenges Barriers

Restrainers

Workforce Participation — The Conceptual Framework

This framework enables the identification of the Barriers, Challenges, Needs and Opportunities facing PWP.
(see Appendix 2)

Needs and Challenges are internal factors that impact on a person’s capability, motivation, anticipated
benefits and level of choice in their relationships and transactions in the labour market.

The external factors are the Opportunities for and the Barriers to employment. These factors comprise the
labour market constraints and pressures ‘outside of PWP.

Most Barriers are present in or come from the labour market and the broader society and are not intrinsic to
particular individuals or groups — they are external restraining factors for individual PWP.

Sometimes the distinction between an issue or situation that is a Barrier (external restrainer) and a
Challenge (internal restrainer) and between a Need (internal driver) and an Opportunity (external driver),
becomes blurred. A Barrier, Challenge or Need for a PWP becomes an Opportunity for a service provider,
for government or for an employer. This distinction can be further compounded when the perspective also
changes to and from PWP and service providers. This research recognises the inherent complexity of this
issue and has attempted to address these factors individually before drawing them together in the
opportunities analysis. (see Appendix 2)
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INTRODUCTION AND CONCEPTUAL FRAMEWORK
(CONT.)

Resources

Access to and the availability of a range of internal and external resources was seen throughout the
research to have a significant impact on the ability of PWP to conduct labour market transactions, leading to
employment.  These resources include Structural, Material, Networks, Social, Attitude, Skills and
Knowledge.

Structural

Material A'ttltUde
Resources Skills

Networks Knowledge

Social

Workforce Participation Resources

Internal factors also included an appraisal by service providers of the relationship and impact of people’s
Attitude, Skills and Knowledge (ASK) in positively assisting or negatively detracting from finding and
maximising employment opportunities.

The ASK framework was used as it is recognised that it is the mix of these three factors that determines an
individual's employability and they are the key factors that employers use in making employment related
decisions.

Attitude is described as the values, beliefs and assumptions people have, and make, about an issue or
themselves in relation to that issue — for example, in this case, the attitudes PWP have about themselves,
the labour market and key stakeholders in relation to employment opportunities, growth and existing jobs.
Personal and organisational development programs and processes are the primary means of building and
changing values, beliefs and assumptions.

Skills are the set of practical job related abilities to perform a task. They are the mix of manual, verbal and
cognitive capabilities that an individual brings to the accomplishment of workplace tasks and roles. An
understanding of the transferability of skills is one of the key challenges faced by PWP, service providers
and employers. Formal and informal training programs are the predominant means to build labour force
skills.

17



INTRODUCTION AND CONCEPTUAL FRAMEWORK
(CONT.)

Knowledge is the conceptual content and understanding that is brought to bear on labour force processes,
relationships, opportunities and challenges. Formal and self-directed education is seen as the primary
means through which knowledge is acquired.

Attitude, Skills and Knowledge (ASK) is therefore the major resource or currency that individuals use in their
labour market transactions.

There are four other sets of resources that are factors in the labour force participation environment that
impact on the success of PWP in accessing and being successful in finding work.

Social resources include interpersonal skills, socioeconomic group and background (e.g. one group talked
about Postcode discrimination in job seeking). Material resources include financial, housing, car
ownership and the possession or access to other material things relevant to job seeking. Structural
resources include public transport infrastructure and the prevalence of local business and industry.

Network resources in a job seeking sense are those personal connections that individuals have that
enable them to find new opportunities.

Network theory is about connecting the dots. It considers how individuals and groups connect with each
other. Stanley Milgram’s (1967) observation that any two Americans are connected by a mere six steps or
intermediaries — “six degrees of separation” — serves as a useful starting point for this project. Utilising this
idea, service providers and interviewees were asked to send the focus group invitation to every strong and
weak tie they had. Anecdotal evidence showed many service providers received more than two invitations.

We can assume in Tasmania we are connected by two degrees of separation to thousands of people, and
by three degrees to hundreds of thousands. Another important concept in network theory is the “strength of
weak ties” — Mark Granovetter’s finding that the most valuable information is often exchanged by people
from otherwise unrelated social networks (1973).

It is not the densely connected and interlocking ties that open up new opportunities or ways to solve
problems. It is more the presence of occasional weak ties between individuals who frequently didn’t know
each other that well or have much in common (Watts, 2003: 49). Granovetter wrote of the correlation
between weak ties and job hunting noting casual acquaintances were far more useful than close friends in
finding work because they give new information and access to people that were previously unknown or
inaccessible.
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BARRIERS

Introduction
Most barriers are present in or come from the labour market and the broader societal environment and are
not intrinsic to particular individuals or groups. They are external restraining factors.

There was a range of barriers that were identified by both service providers and PWP as the most
significant factors affecting the ability of PWP to gain employment. Barriers have been grouped in themes
rather than issues raised from either service providers or PWP as there were significant similarities across
groups. These barriers include: employer discrimination and prejudices; perception of disabilities;
intergenerational barriers and related attitudes to work and working; access and cost of child care;
availability of public transport and cost of own transport; changing labour market pressures like increases in
casualisation; ineligibility to access employment services; and service providers structural and
organisational barriers.

Being given ‘a go’

For PWP the most significant barriers in terms of employers was “getting them to give us a go” and “getting
a foot in the door.” They relayed stories of the difficulties in progressing to interview stage and, when
interviewed, thought the employer was unable to see them as genuine possibilities for employment.

Service providers saw these barriers as an inability on behalf of employers and services to be able to
understand and take account of the situation PWP were in and the difficulties they have in managing the job
seeking process.

Many people commented that employers were not, on the whole, good at managing diversity and difference
in staff members within their organisations. Others thought that much of the work available — low paid
positions and traineeships — does not match the skills of some PWP.

Kibe has lived in Launceston for four years with her husband and 13 year old daughter, since arriving as a refugee
from Ethiopia. Neither Kibe or her husband have worked since they arrived in Launceston and although many of
their friends have left for the mainland for work, they are committed to stay here as they feel it is the best place to
bring up their daughter.

Kibe's husband is on a Work for the Dole scheme and Kibe is not eligible for any sort of job seeking assistance apart
from looking on the computer data base.

In spite of her difficulties, Kibe maintains a positive attitude and after a short conversation it is clear that she would
make a good employee. She desperately wants to work — “| will do anything — washing dishes. cleaning — anything”.

Kibe’s command of English is a challenge that she is constantly meeting through attendance at the Migrant Resource
Centre and a range of Certificate 2 courses.

Her English language skill is also the greatest barrier that she faces in finding work as it seems to be the reason
(excuse?) given for her lack of success in the labour market.

Although she is finding ways to overcome the English language challenge, she has found it impossible over the past
four years to overcome the English language barrier.

When asked what help does she think she needs, her response is “I just need a job — any job”.
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BARRIERS (CONT.)

Prejudices

Ageism in its traditional and newer guises (either PWP were ‘too old’ at 50 or ‘too old’ at 25), racism,
intolerance of difference, lack of employers’ understanding and experience of working with and employing
people with disabilities or people with mental health issues were cited at all workshops and focus groups
across the regions as barriers to employment. This was seen as being compounded by a general lack of
community awareness of these issues, despite the growing number of people and families being affected by
them.

Service providers described PWP as “a client group we don’t engage with at the moment” and this is a clear
indication of the prejudices that PWP face. PWP talked about negative attitudes and stereotyping by
employers and service providers which lead to a lack of trust and understanding. Together with a perceived
lack of tolerance and flexibility and risk aversion on behalf of employers, this creates an insurmountable
barrier for many PWP.

“This is a small community — many of them have burned their bridges” - Service provider
“They expect you to step aside for a younger worker” — Older PWP

“Employers are too picky” - Younger PWP.

Disability
Service providers talked of the lack of labour force understanding and flexibility for PWP with disabilities —
despite labour force legislation. Employers’ views and practices were seen as, at best, rigid, and at worst
discriminatory in their screening process of potential employees. There was seen to be an unwillingness to
adapt some labour force environments or processes to support the employment of more people with
disabilities.

A particular barrier for PWP with disabilities who want to return to the labour force was cited as fear of
liability, resulting in employers being reluctant to take on the risk of employing them because of the effect on
insurance premiums.

PWP with health needs or a disability clearly stated that they experience difficulties in convincing
prospective employers that their disability (e.g. recovering from an illness, workplace or other accident,
having a moderate or mild disability) does not prevent them from working. People with a disability felt that
they are seen more for what they can’t do, rather than for what they can do and least of all for the potential
for what they might be able to do in the future. Research shows that people with disabilities are more
reliable, have good productivity rates and superior attendance records to other employees (CIPD, 2001).

‘I broke my back so | have issues with pain but | am able to carry out most tasks... I still look after my
family home and two young teenagers...I am still very able... It would be a matter of an employer not
thinking | was too great a risk.”

PWP who previously worked but had recently found themselves excluded from the labour force because of
an injury have difficulty in seeing their disability as a factor that might prevent them from working. They
realised that they couldn’t do the same activities as in previous jobs but thought redirecting their skills would
still mean they have employment options:
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BARRIERS (CONT.)

“I used to be a chef. But since the car accident | can’t pick up anything over 10 kilos. | also have
pain shooting up my legs if I sit for too long so I need to find a job where I'm out and about. I'm good
with people and | need to be able to get this across to an employer.”

Some PWP with a disability described how they felt they were faced with multiple barriers — e.g. that the
restructuring of their previous employers’ organisations had led to voluntary retirement which had been
encouraged as they had suffered a workplace injury and this later impacted on, and was a potential risk to,
their future employment.

There is evidence that the disadvantage from disability continues to outweigh the benefit from Government
support initiatives and as such, disability remains a major barrier to labour force and community participation
(Gleeson, 1998). Hinton (2006) also found a strong correlation between disability and economic hardship
caused by a number of factors including lower labour force participation rates, low incomes, low educational
attainment and restricted employment opportunities and also the additional costs associated with the
disability.

Fiona had a serious car accident three years ago when travelling home from work, when her car
was struck by an oncoming car which was on the wrong side of the road.

Fiona had worked for 20 years in the restaurant and catering industry and at the time of the
accident was running a restaurant with her husband.

Fiona is unable to return to her previous work as a chef as she is not capable of the physical work
involved.

She is attending the TAFE Pathways program and is starting to regain her confidence to join the
workforce again.

Fiona can see that she needs to find a completely different way of working to what she has been
used to over the past 20 years. Even though the TAFE program is helping her to rediscover some
of her old skills and attitudes, she is not able to visualise or articulate the type of work that she
feels capable of or desires to undertake.

Although there are times when she feels ready to return to work, Fiona acknowledges that she will
need help to “get her head around” the type of work she will pursue and she may initially need to
work from home in order to have the time and space to come to terms with her future work options.
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Intergenerational issues

Service providers mentioned intergenerational unemployment as a long-term barrier in peoples’ attitude
about work, their skill base and levels of support to draw upon. They felt there were difficulties in breaking
the generational cycle and the lack of role models and regular daily engagement with ‘the world of work’
within their family was seen as an ongoing barrier. Service providers thought employers had attitudinal
barriers against intergenerational unemployed people.

Employment and service providers in Launceston noted that:

“It's not easy for our clientele. In the long-term unemployed group, there hasn't really been a lot of
change.”

“Those on the books are still not getting work. They can’t pass an interview. Once they get a job
they’'ll be fine. It doesn’t matter what training we've given them. It’s getting the job that is difficult.”

Throughout the research process PWP did not express intergenerational issues as a factor in their labour
force participation. Research from Scutella and Wooden (2006) found that consistent with a wealth of
previous research, unemployment is found to be associated with lower levels of well-being, but there
appears to be very little additional disadvantage that stems from being both unemployed and living in a
jobless household.

Childcare

Most women who attended the consultations saw both the lack of available childcare and the costs of
childcare as a barrier. PWP who were parents and single parents thought there were limited employment
opportunities available within school hours.

The paucity of childcare services for children in the later Primary years and for people living in remote areas
is a further barrier to parents who want to return to the labour force.

Service providers in Ulverstone noted that the employment in the mining industry means men are
commuting to work and “many women are almost living like single mothers. It is impossible for them to work
when they have children”. Although for these women, who had access to financial resources, the sense of
disconnection from work and social life was still significant.

Transport

Transport infrastructure and service provision continues to be structured around the “standard” working day
or around school hours. For jobs which start early or finish late, or for split shifts or part-time work, the
public transport system is inadequate.

PWP and service providers in each region described how not having a vehicle and/or drivers licence makes
people reliant on others and/or an inadequate public transport system for any future employment. People
from rural areas and those on the urban fringe with labour force potential were most vocal about these
difficulties and this was confirmed by service providers and in conversation with staff from the Core
Passenger Transport Review.
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Changing Labour Force

PWP thought that the labour force is changing in a wide range of areas from HR practices to technology.
Across the focus groups, people talked of new management practices, new labour force arrangements and
the increased push towards using temporary or casual, low-paid employees. They thought this presents a
greater risk of poor skill development in low paid jobs leading to vulnerability of being made unemployed
and falling in and out of transition employment, making it more difficult to secure a permanent position.

People talked of the increased instability of work and the unscrupulous practices of some employers. Some
PWP had first-hand examples of losing work when employers took advantage and misused government
incentives to employ unemployed people - only to not keep them on in the long-term:

“When | was signing the contract...I realised they only wanted people who receive a Centrelink
benefit...because Government pays them to employ them...I was absolutely disgusted. | was so
angry that | had been in that workplace for two years and done the right thing and they took
advantage of the system.”

“‘Everyone on Centrelink benefits gets a case manager...on top of their allowance they get money to
Start a new job, like taxi fares, boots, retraining, some things for a new job. | don't get anything. It's
wrong when | get put out of a job that I'm good at and the government is going to pay for their wages
even though within a month or two they leave the job.”

Additionally, a high percentage of those PWP who were not well resourced in skills, knowledge and
networks felt that the Work Choices laws presented a significant barrier to their future employment
prospects.

Access to employment services

Basic job search assistance provided through the Job Network is not available to PWP. As such, PWP and
service providers talked of them “doing it alone.” Without personal networks, not being able to access these
services is a significant barrier to finding employment.

“We are not interested in these people — there is no money attached to them” — Job Network Service
provider

“..the employment agency said that...they get more payments if they get a job for long-term
unemployed people...they virtually told me they don’t help people like me. So I bit the bullet and went
to get the dole. | signed up to get assistance. | was so ashamed. | used to put my hand over my
head as | entered the office. | didn’t want anyone to see me...they put me in a resume writing course,
| asked what was wrong with my resume, they said ‘nothing, it’s one of the best resumes we've
seen’...l didn’t see what the point was...I wouldn’t toe the line and go to this course. They sent me
along to a couple of jobs that | wasn't suitable for...I was on the work for the dole and for three
months | was making a stone wall... it is as though you can’t rock the boat and they were ‘punishing’
me. | would have attended any real training that might have helped to get any sort of job”
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]

‘A friend of mine who has a small one man business as a car mechanic employs his ex-girlfriends
father who should be on a disability pension...he went through the same process...and was So
humiliated he came off Centrelink support. He gets $75 per day cash for 2 days and lives off the
$150 a week. He lives in virtual poverty, he should be on a disability pension, it is unfair and unjust.”

Even after long periods of not working, PWP are not eligible for government assistance such as Case
Management, fares assistance to attend interviews, equipment allowance, employer subsidies or other
support mechanisms to help with the transition to work. Most PWP are not materially well resourced and do
not have their own car and capital to fund one-off expenses.

Training programs

Many recognised that there are more training programs available but barriers exist in accessing them (e.g.
time of training, location of training, cost/expenses). Others thought that the training that is offered is not
relevant to existing job opportunities or taught at an appropriate level.

Service providers’ organisational barriers

Many services reiterated that they face barriers in helping PWP because of the way in which their service
currently neglects them as a client group. These services fail to manage the needs of both employers and
PWP in ways such as developing more flexible work arrangements that could include child care and family-
friendly working environments, adequate transport, suitable hours and training.

“Finding these people — who are they, where are they, how do we contact them and create ongoing
contact” — Service provider

Not having appropriately trained staff or specialists to work with PWP was seen as a barrier. Many
mentioned the need for more specialised employees in Job Networks, more outreach services and staff to
coordinate across councils, child care centres, playgroups, neighbourhood houses and seniors’ groups.
The lack of consistent service delivery was seen as a barrier to assisting PWP in a meaningful way.

Multiple barriers

Several providers believed that many PWP are potentially the ‘hardest to help’ client base with multiple
barriers and needs to be simultaneously addressed. Given the high prevalence of many of these barriers
for PWP, it is not surprising that multiple barriers are commonly experienced.

Potential barriers to work are seen as having a greater impact on a person’s likelihood of finding

employment if they are combined — the more barriers a person has, the less likely he/she is to be working
and to find work.
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Summary

This section identifies the key barriers that have actually or have been perceived to restrain the employment
opportunities available to PWP. It was found that most PWP face a combination of barriers that interfere
with their current experiences of finding employment. Barriers are external restraints that often concern the
ways in which discriminatory attitudes of employers affect PWP and other external issues like childcare and
transport that are influenced by government policy and accessibility. A strong base of evidence in Australia
exists that employers’ attitudes constitute a barrier to employment for mature age labour force participants
(Allen Consulting, 2005: 17).

The barriers mentioned by both service providers and PWP are well documented in literature about
unemployment and labour force participation as impediments to work. In this literature, poor health status is
often mentioned as a barrier to employment. This barrier was not raised by either group of participants.
However, what was observed at the focus groups was that those PWP who did have health or disability
issues did not see them as barriers to ‘doing’ work, only as barriers to ‘obtaining’ work.

In addition to the “usual suspects” of barriers to employment such as disability and the changing labour
market, the most significant barriers to PWP would appear to be their ability and eligibility to access current
support services available to people in transition in the labour market, as well as the prejudices that they
encounter that are the product of the values, beliefs and assumptions - or attitudes, of employers and
organisations that are, or may be, best placed to offer the support that they need.

Leanne is in her early forties and is looking for work that suits her family’s needs. She has three

young children and has searched for the past two years for any work that might enable her to balance
family and work needs. With her youngest daughter starting kindergarten this year Leanne has spent
the last four months intensively looking for evening work or work between 9am-2pm two days a week.

“There is just not a lot available that matches my needs. Before the kids | worked in a number of sales
jobs and I'm not fussed about what | do. My husband will always be the one who earns most of the
money. I'd just like to be able to earn something so that we can be more comfortable, buy something
extra when we need it and begin to save and plan ahead more,” says Leanne.

Leanne lives in the Huon area and has access to a vehicle. Her husband is very supportive and looks
after their kids when Leanne was able to get any hours work. Leanne would hold a garage sale every
month and the occasional ‘shoe’ or ‘tupperware’ party to supplement the family income - but found this
type of selling very difficult when most of her friends are in similar circumstances.

“I've also got two kids in their twenties to a previous relationship and | was a single mum for many

years. At the time | worked wherever | could and it just seems there was more work around. Now,
because my husband is working, we had to weigh up the hours | might get in a job with the income
after paying for childcare during the day. As it turns out | didn’t get any part-time positions.

‘| was able to do some night packing at a local supermarket because of my daughter’s contacts but it
amounts to only a few shifts a month and would be difficult to juggle any more with my young kids.”
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Group Service Providers PWP
Generic ¢ Client group we don’t engage with at the moment ® Negative attitudes and stereotyping
¢ Finding these people — who are they, where are they, by employers and Service Providers
how to contact them and create ongoing contact ¢ Cost and availability of transport to
¢ Job Network — “We are not interested in these access Services and Programs and to
people - there is no money attached to them” get to and from work
e Transport — huge deficit in public transport to get to e Access to networks
and from work ¢ New IR laws
e Transport — needs to be affordable and timely, there ¢ Lack of employer flexibility
is nothing for people who are employed part-time e Lack of funding through Job
and need to get to work at different hours, only 8am- Network agencies
6pm ¢ Getting a face-to-face interview
¢ Child care — cost of, lack of, barriers to study and ¢ Competing with the unemployed,
work who get a wide range of assistance
® When people have been out of the labour force for subsidies from government
such a long time technology is a large barrier e Even after long periods of not
¢ New IR legislation: ridiculous skills level and low working are not eligible for any
pay government assistance — eg. Case
e Employers not employing people who may have manager, fares assistance,
past problems/issues etc equipment allowances etc.
e Workplace insurance problems barriers to
prospective employers
¢ Inflexible work hours
¢ [ onger hours expected
¢ Employers are saying people are poorly educated
¢ Growth in Labour hire — short term, - expectation
they already have the skills
Mature Age | o Ageism, Prejudice ® Closed or diminishing networks
® Perception of resistance to change e New IR laws
¢ Health issues — real and perceived e Expectation to step aside for
e Transport issues in remote areas younger workers
e The skills that women are gaining through home life | ® Assumptions regarding health, long-
are now not transferred into the labour force (you term commitment, ability to learn
need qualifications for low skilled jobs) new things etc
e Assumptions about narrow skill sets
People with a Workplace understanding of disability ¢ Discrimination
Disability .

Lack of workplace flexibility for disability

Less low skilled jobs available

Fear from employers

Stigma related issues and mindset of employers
People only see the disability

Transport issues

Mobility issues — lack of suitable training facilities
and employers willing to adapt workplace to cater
for needs

Discrimination — screening process

Workers compensation

Access

New IR laws mean less negotiation
rights

Workplace understanding of
disability

Employers not willing to risk
employing a disabled worker
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People with

e Access to assistance is limited

¢ Selection process

Eﬁﬁigg‘ ¢ Employer assumption that literacy/numeracy issues ¢ Red tape
difficulties relatfe .to intelligence .
¢ Inability to seek and apply for jobs — can be
mistaken for poor attitude
Incapacitated | o No safety net in casual employment
¢ Fear of liability (employers / insurance companies)
¢ Discrimination and stereotypes
¢ Seen for what can’t do rather than what they can do
e Transport requirements/needs
People who ¢ Generational (inherited) choice ¢ Closed networks
Choo‘iffz(s)t“izrk e Negative work experience e Stereotyped
choic ey, ¢ Desire to avoid maintenance, child support, tax etc e Perceived lack of skills relevant to
e Family and peer group influence the available jobs
People with e Lack of community understanding ¢ Lack of trust/understanding
mental. l}ealth e Lack of acknowledgement of mental health issues ¢ Poor reputation
conditions . .
e Negative stigma
e Lack of support
Carers e Lack of support ¢ See Generic
e Lack of understanding of current (unpaid) role
e The skills that women are gaining through home life
are now not transferred into the labour force (you
need qualifications for low skilled jobs)
¢ Lack of understanding of time restrictions, age and
needs of carers
Students e Part time flexible work e See Generic
¢ Can be sitting in “limbo”
Rural/Isolated

e Transport and access issues

¢ Limited opportunities/access to training

e Employment opportunities limited

Isolated if parents unwilling to travel

Child care availability is less than urban

Lack of facilities and resources

Lack of scope of different jobs

Community — decline in businesses and services
Mobile phone coverage limited

Access to further education

e Lack of local opportunities
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Parents and
single parents

Child care availability and cost
Limited work opportunities within school hours
Transport issues

e Lack of flexibility by many
employers

¢ Employers are out of touch — after
school care is needed

¢ Limited work opp within school
hours (9.00-3.00pm)

e Wages — worth it??

Indigenous

Culture differences/ sensitivities
Perception/prejudices and discrimination —
employers

Lack of trust

Access to services

Limited mentors

Training programs not suited to needs

e Lack of trust

Ex-Offenders

Discrimination/Prejudice

Record — relevance

Lack of pre-release access to Job Network Support
Disclosure/confidentiality

Small community — burning bridges

e Lack of trust

Culturally and | - Cultural difference ¢ Employers are not tolerant
Linguistically | _ | ack of tolerance ¢ Employers are risk averse
Diverse - Comprehension
- Skills recognition
- Transport/license
- Child care
- Housing
- New world issues
Relocated - Lack of labour market demand plus skills and e Lack of network
knowledge e No points of reference for employers
- Cost of living difference e Lack of labour market/skills in
- Transport — public demand & knowledge
® Prices — cost of living
e Transport — no trams/trains
¢ Social isolation — disconnection
between family and friends
e Lack of funding from a job network
agency
Young People | _ Transport ¢ Employers are too “picky”
- Support networks e Getting an interview
- Culture/behaviours

Lack of entry level positions
(Age) Discrimination — stereotypes eg may be seen
as unreliable

e Workplace relations act
¢ Too old/Too young
¢ Too qualified/not qualified enough
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Low Socio-
Economic
Groups

Limited access to services —
transport/childcare/shops/ medical facilities
Limited role models — generational unemployment/
lack of understanding re how to present and work
ethic

Training programs not suited to their needs
Discrimination — employers

Limited resources to look for work

Being given a go

Work Choices

Stereotyping

Discouraged

Attitude of employers to older group
Application process too complex

Lack of feedback and acknowledgement
Bad HR practices

Dehumanising support system

Lack of flexibility

Constant knock-backs

See Generic

Volunteers

No funding to support re-entry into labour force
Transport

Exploited

No direct training

e See Generic

Parents /
Grandparents

Access to child care/after school care /holidays
Lack of child care that caters for 12 year olds as
well as younger

Ageism

Marginal tax rates

The skills that women are gaining through home life
are now not transferred into the labour force (you
need qualifications for low skilled jobs)

e See Generic

Low skilled

Competing with high skilled workers

e See Generic

Self employed
— or want to be

e See Generic
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CHALLENGES

Introduction
In the conceptual framework used for this research, challenges are seen as factors which are held by or are
internal to PWP and which also act as restrainers to action or success in the labour market. The challenges
that PWP face have been identified in the major groupings, of Self-Esteem, Resources, Knowledge and
Skills, Attitude, Networks, Workplace Skills, Personal Issues, Self-Marketing, Choice and Balance and
Service Models.

Self-Esteem

Irrespective of the experience and level of resources available to them, all PWP were challenged by a need
to build self-esteem and self worth and to find a voice to enable them to make their way into the labour
force.

For some, building confidence about finding a job and their ability to succeed and cope with the
responsibility that comes with work presented a major challenge. For others with a history of mental illness
or a criminal record, overcoming stigma, depression, rejection and a feeling of vulnerability present
challenges which seem almost insurmountable. For younger people, peer pressure was felt to be holding
them back from taking the necessary steps into work or training.

With those PWP who are well resourced materially and in terms of experience, skills and knowledge, there
was a challenge to build on previous success, to learn how to use their transferable skills in different
contexts and to make new network connections.

“I still have something to offer — | am better than this”— Older PWP

For many PWP this lack of self-esteem manifested itself in an exhibition of fear — fear of failure, fear of
learning, fear of freedom and fear of the institutions that provide current support services. Some people
expressed fear of the future and were beginning to worry that they might never work.

Service providers thought many groups within the PWP demographic groups would have suffered significant
self-esteem issues since not working. Challenges occurred in creating sustainable programs or forms of
assistance that can address self-esteem issues in order to activate people’s interest in seeking work.

Resources

Having access to and possessing personal resources was seen as crucial for PWP to assist and empower
them in securing employment. Resources were discussed in the broadest sense including language,
literacy and numeracy and educational levels, access to transport, proximity to employment opportunities
and the CBD, financial resources to start working (PWP and service providers noted the costs associated
with a new job - buying work clothes, transport and child care costs etc) and supportive friends and family
who could assist in practical ways.

PWP faced challenges when their social, material and structural resources were low and their capacity to
improve them would take time and money, and this requires external support. Many PWP talked about not
being able to access work because they did not have a drivers licence and public transport services were
inadequate.
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Knowledge and Skills
Skills and knowledge are regarded to be the most important resources needed by job seekers in the labour
market and there is a wide range of current support services available to PWP in training and education.

The general skill and education levels of PWP are perceived to be low and many were found to devalue
education, mainly due to negative previous experiences, or not identity any personal necessity to improve
their current skills. Many faced language, literacy and numeracy challenges, had not developed effective
learning skills and were overwhelmed by the ‘paperwork pathway” that they needed to follow to take
advantage of current support services.

Without assistance and support, service providers thought PWP with little or no labour force experience
would continue to face the problem of not knowing how to adhere to a workplace culture. This was also
seen as a challenge to people who are re-entering the labour force after many years absence — whether
due to raising children, being a carer or after a long rehabilitation period. Challenges were identified as
existing in the level of commitment and reliability to turn up for work and be effective employees displayed
by some PWP.

Attitude

Service providers across the three regions said that attitude held many of the answers to the labour force
participation question. There was a perceived challenge and need to be addressed by PWP to reconsider
their attitude about how they relate to work, the workplace and employers.

“We need a cultural shift around the idea of work”— Service provider

An attitude that is aligned to an employer’s goals and ideas about how their staff might work together and
their business overall was seen as beneficial to PWP. Service providers identified an attitudinal challenge
centred on ways for PWP to develop more positive attitudes to work and working.

“Attitude was always the number one issue”

“It’'s all about attitude — employers feel that they can train for skills and educate for knowledge, but
not attitude” — Service provider

Considerable attention was given to the idea that PWP face particular challenges to change their current
attitude towards work and working. Some service providers stated that ‘there are difficulties in teaching
attitude.” This was seen as considerably more difficult when a PWP had no family history of employment
(i.e. intergenerational unemployment).

An example was cited where some young men “burnt their bridges” with an employer because their attitude
to work impacted on their behaviour — they started not going to work on Mondays and avoiding discussing
difficult issues they had with their employer. Not only did their attitude contribute to them losing their job,
they were also affected by the reputation they acquired because of their attitude:

“...because they didn’t approach their boss about their problems, they started having frequent days

off work until they just didn’t go back. This travels around the circuit fast and then they've got no
other work available to them because of their bad name.”
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Service providers identified challenges to help PWP set realistic expectations on themselves and on the
jobs available to them. This could mean thinking about and supporting PWP to work towards long-term
goals and a career path rather than rejecting lower skilled jobs outright. Other service providers believed
there could be changes in how generations (e.g. Baby boomers, Generation X and Generation Y) think
about work and how this presents challenges in assisting PWP.

People who are less well resourced and have a much more urgent need to find employment exhibited a
tendency to be defensive about the difficulties they face in finding work and taking ownership of their need
to re-evaluate their attitude.

PWP who had good work histories also exhibited a degree of defensiveness, which was often expressed as
“can’t they see that | still have something to offer’.

Almost universally, PWP in both focus groups and interviews tended to externalise their situation and its
resolution and had great difficulty in seeing that their own values, beliefs and assumptions posed as many
challenges for them as did the external labour market.

Some service providers were of the opinion that the “bar has been lowered” and that:

‘Employers are taking who they can get, whoever is available to them. But their attitude has to be
right though. If you've got the right attitude other things can be built onto it.”

Networks

PWP were seen to have limited networks with their community, service provider organisations and potential
employers. Some service providers thought that specific groups of PWP, e.g. people who have relocated to
Tasmania, may also have a lack of local knowledge which could affect their job prospects. Other service
providers acknowledged that lack of networks or local knowledge, as a challenge to employment, often
exists in connection to lack of personal resources or skills.

For older PWP who had spent considerable time in the labour force and had left for a variety of reasons,
there was a stark realisation that their former networks had dissipated. They were particularly challenged
by the need, their desire and their ability to begin to use their previous connections as weak links to open up
new network opportunities or to create new networks from scratch.

Many PWP realise that they are out of the loop and have weak community and employment networks and
formal and informal contacts. They believe that this directly affects their ability to get a job and develop
appropriate opportunities to participate economically.

There was a strong realisation within the PWP who contributed to the project that they are ‘out of the loop’.
They were aware that they have weak, if any, community and employment networks and formal and
informal contacts. PWP with greatest resources (i.e. educational levels, social skills and finances) were
most aware of the effects of this and thought it was a key barrier in preventing them from stepping into
appropriate employment.

Some PWP had, after involuntary early retirement or redundancy, left Tasmania for a holiday or to
undertake work interstate, only to discover on return they had very few contacts to assist them find
appropriate employment. As might be expected, the greater the period out of the labour force the more their
contacts had dissipated and they felt unable to reconnect with networks in their previous employment area.
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CHALLENGES (CONT.)

People were surprised how rapidly their strong ties within an organisation or industry became weak and how
their weak ties into other organisations had all but vanished. These PWP, in many cases, were not
desperate enough (low exigency) for work to develop new networks or to see new ways of thinking as to
how they could apply their capabilities across into new fields (attitude effects).

PWP, within the sample, who have a low educational background and little or no work history, had no real
concept of the value of ‘networks’. Many thought that jobs went to “people in the know”. This group lacked
an understanding and practical experiences in developing and building ties with people. They talked of
needing to “know the right people” but lacked skills in how to make this happen. Some young men talked of
having ‘burned bridges” in their city or community by previously losing a job or having a criminal history.
They felt unable to establish networks when their past is still seen as important. Again, this reinforces the
difficulties they face in being disconnected from the labour market and in living in areas of consolidated
disadvantage.

Nicholas is a refugee from the Sudan who came to Launceston four years ago with his family — he
has five children and his wife works for an NGO in Launceston.

After some time without work after his arrival, Nicholas decided that he needed to improve his
English and his education, and he enrolled in a Bachelor of Business degree, majoring in
Accounting. - he is now in his final year.

Nicholas’ priority has always been to find suitable work and he would defer his degree and complete
it part-time if he found a job. He is very resourceful and he has a range of past experiences which
demonstrate his skills, attitude and persistence — qualities valued by any employer.

Nicholas is dedicated to keeping his family in Launceston, where his children are well settled and are
doing extremely well — his eldest son has represented Tasmania in an interstate sporting
championship where he won a best player award and Tasmania won the national title.

Nicholas describes his greatest challenges as his ability to contact suitable employers — “How do /
meet them, and how do | demonstrate my abilities to them? People have some doubt about what
you can do and if there is no reference point they don’t always believe”.

Nicholas is certain that “/ will be able to get what | want’, but says that he needs “support to show me
how to achieve my goals — | need introductions to people”.

Workplace Skills

Skills relating to the labour market and particular workplace requirements were seen by service providers to
present information and process challenges to PWP. PWP were seen to have unrealistic expectations of
the job market and to lack understanding of what an employer wants. This requires PWP to be able to
match their skills and experience to labour market needs and to particular job opportunities.
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CHALLENGES (CONT.)

Younger PWP were seen to have high expectations relative to their experience and abilities, whereas older
PWP were often seen to lack the skills relevant to the available jobs. This requires PWP to develop a better
understanding of their personal capabilities and limitations and then to meet the challenge of applying this to
opportunities as they present themselves.

For PWP who had relocated to Tasmania and for recent migrants, there is a further challenge in
“understanding and accepting that things are different here.” This may require adjustment to expectations
and support to adapt to different cultural norms.

Personal issues

PWP were seen to often have a range of personal and/or behavioural issues that present challenges to their
readiness and ability to find and keep employment. These challenges were described by service providers
as including drug behaviours, mental health issues, depression, anxiety or social phobias.

These personal issues were seen by service providers to have a significant effect on self-esteem and often
lead to social isolation and disconnection from family and friends and the support mechanisms that they can
provide.

Self-Marketing

PWP repeatedly talked about the difficulty in “getting a foot in the door” and finding ways to have their
potential recognised by employers. This presents a real challenge for PWP in the processes they use to
market themselves.

Many spoke of the difficulty they faced in articulating the value of their previous experience and the skills it
gave them that could be transferred to a different role. Others talked about the challenges of re-engineering
themselves into new contexts and ways they could reposition themselves in order to connect with
employers.

Andrew is in his mid 50’s and has had an interesting career which has taken him to many parts of Australia
and New Zealand. He spent most of his career working in Agronomy as a technician and advisor in animal
and plant husbandry and disease and pest control. For 10 years up until 2006, he was self employed as a
communications technician until market forces resulted in him becoming “self-retrenched”.

With a wide breadth of experience, Andrew is articulate and has an engaging manner and would be an asset
to a wide range of employers across the NW Coast, where he lives. Andrew says that he has “had my career

— | am looking for life-support now” and is looking for 3 or 4 days work a week, using his technical skills and
says that he has about “15 years to go” before he stops working. Andrew wants to spend the other 3-4 days
a week working on ‘home improvements” around his property.

Andrew talked about the difficulty he has making contacts either back in agriculture or in some of the growth
industries on the NW Coast such as exploration and mine development — “/ only have ‘slight contacts’ with
people and have been trying for weeks to contact a person in Sydney whose company is doing work here on
the coast - people don'’t know you and it is hard to get them to listen to what you have to offer.”
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CHALLENGES (CONT.)

PWP who were less well resourced were challenged in developing strategies to overcome resume gaps and
‘postcode discrimination’, whilst people with a disability described the difficulty they face in convincing
employers of their ability, rather than focusing on disability.

Choice and Balance

Many PWP have difficulty in reconciling the competing demands and choices that returning to the labour
force presents to them. For some, this revolves around how they use their time — caring for others,
volunteer and family commitments. Whilst for others, it is about the value of returning to work. Many are
unable to see the link between taking a low pay initial job and the possibility of using this as a stepping-
stone to higher pay and increased job satisfaction.

“I am unskilled and | am choosy.”

Service providers spoke about this difficulty with choice and balance being exacerbated by a lack of
flexibility on the part of many PWP.

Service Models

Service providers spoke about the challenge presented by many PWP who have little confidence in the
potential of the current support services to provide the level and type of assistance programs that were
needed. There was a lack of connection between PWP and service providers, with many PWP who are
ready to work not being aware of the services available to help them to find a job.

Summary

Overwhelmingly, PWP stated that not being employed has significantly reduced their self-esteem, self-
confidence and motivation to keep looking for work. Some PWP talked of how this reduced self-esteem has
impacted on their mental health and the inability to look for work.

“‘I'm completely unmotivated. The lack of jobs and the rejection all add up...”

“The hardest thing about getting a job is gaining the courage to apply for jobs, attend interviews and
believe in myself enough to sell myself to employers.”

Service providers had a comprehensive understanding of the challenges that many PWP attempt to deal
with and change. Although these challenges were seen as being internal — and the primary responsibility of
the PWP — assistance was seen as imperative to contend with the nature of the challenge and for PWP to
learn new ways of coping e.g. help to overcome low self-esteem or support to work on personal issues and
habits.

PWP raised fewer challenges. The impacts on self-esteem were seen to significantly reduce peoples’
resilience and motivation to continue looking for work. Some PWP were aware that they faced educational
challenges in not having completed school, or further study after school.

There was a tendency for PWP to externalise personal challenges. Thus internal challenges were
discussed as barriers. Part of the mindset change is for PWP to see some of these barriers that they have
described as external to themselves as challenges that they need to, and are able to, deal and cope with
themselves.
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Tony is 60 and earns a good annual income from his investments. He'd like to earn another
$10,000 a year and thinks that might equate to working 4 hours a day. He and his wife have
recently moved to a coastal hamlet in the South of Hobart after living on the mainland. His last
job was three years ago.

Tony is frustrated that he hasn’'t been able to secure employment since his move almost two
years ago. For Tony, this is almost incomprehensible and he is confused about not being able to
find work.  “On the mainland | could get a job tomorrow doing part-time work, but here, in
Tasmania...you have a problem. | thought it would have been easier.” The set of values that
Tony is used to applying in his previous business environment in Melbourne are different to those
needed to find opportunities in the Tasmanian context.

Tony’s reasons for wanting to work are about his connection with people and feeling like he is
contributing to his community. “For me, work is about the contribution you make. | don’t need for
anything...working is not about the money. Boredom drives me crazy. The beautiful water view
at my home doesn’t sustain me.” While looking for work, he started volunteering at Mentor
Resources.

He had worked in business and financial services for many years and had owned his own
business. He feels like he could be of real value as a business consultant to small business
owners or in a mentoring role. ‘I could work with people needing different forms of financial or
business assistance but they can't afford to pay a lot for or use the service regqularly. | could offer
people services like creating a business plan, show them how to implement it and then go back
and visit them every three months to help with their immediate needs.”

Tony felt that the major barriers he faces to finding employment were employers’ attitude to his
age and his difficulties in networking and meeting people who could assist in finding him suitable
work. ‘I need the opportunity to put my case forward to potential employers. The biggest
challenge | face is having a chat with people ‘in the know’ and getting in front of people likely to
refer me onto work or a position. | think employers neglect people with excellent skills who are
financially well off and older than 50. They make the judgement ’l can’t see him fitting into my
little business’ and don’t give you the opportunity to make the decision.”
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Challenges

Group Service Providers PWP
Generic - Building confidence and self esteem e To overcome feelings of shame and lack of
- Matching skills and experience to labour worth
market needs and to particular job ¢ Overcoming vulnerability
opportunities e Dealing with stress
- isnifi;??(}ll)n;(nlcjie;z)e:ellpil;ltnﬁi;lizzvvfagjg}; . e Dealing with the stigma of being unemployed
: o e Getting a drivers licence or own car
B Lacdk (;f connkectlon —tPartlclp?nts Who are e Perceived lack of skills relevant to available
ready to work are not aware of services .
avail};ble to assist them to find jobs. . JI*E)(i)csus on and present abilities/skills to
- Need a cultural shift around the idea of ! P
work employers
- Itis all about attitude - employers feel like * Changing attitude about work, the workplace
. . and employers
they can train for skills and knowledge but . ’ L . w
. ¢ Build confidence about finding a job — “I
not attitude "
- Attitude was always the number one issue can.:.. .
— 20 years ago to today . Gettu.lg the right l.lelp. .
¢ Creating a good first impression
Mature Age - Independent learning skills e Fitting in to what is available
- Potentially lack of workplace skills e Confidence building
- Potentiz.ﬂly lack of life skills e Marketing yourself to employers
- gealtlfl (lissueskjll e “Re-engineering” self as valuable, wise
- Out of date skills worker
- No experience with customer contact e Maintaining networks
- Iﬂ:;lr(n(i)i gl;ltltlli u1r(<;1:evant to the available jobs e Overcoming rejection
S . . e Health
- Articulate value of previous experience e .
¢ Family commitments
e Willingness to change
People v.vith a | - Low expectation of self ¢ To build confidence
Disability - Limited resources to look for work e To convince self and employers of ability,
- Articulating skills to employers rather than focus on disability
- Understand personal capabilities and
limitations
I;COPIG Wigl - Workplace literacy differing from basic e Communication with employers
iteracy literacy e Getting i
g in the door
Numeracy _ o : _
difficultios Inability to seek and apply for jobs — can be

mistaken for poor attitude

Reduces opportunities and ability to voice
their opinions

Reduced self esteem

Fear of learning

Fear of institutions

Lack of social skills
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Incapacitated

Damage to self confidence, fear of impact
Effect on family — is reskilling required?
Effect on financial status

Recovering from injury or illness whilst
maintaining income

Competing with people who have
qualifications

e Competing with school leavers

People who ¢ Disconnection from community — reduced ¢ Reposition self
choo‘i?ftotwiork motivation e Expectation that others will understand and
clioe;ie): € ¢ Unrealistic expectations of job market relate to their situation
¢ Coping with their own lack of success
People with e Lack of self-esteem/confidence ¢ Depression from constant rejections
mental health | o A 1ered reality e Address attendance issues
conditions .. . . . .
¢ Limited communication skills (appointments/training)
¢ Drug behaviour and relationship to mental ¢ Building a good reputation
health
¢ Depression/anxiety
¢ Social phobias
e Fear of learning
e Fear of institutions
e Lack of social skills
Carers ¢ Sense of responsibility to person they care ¢ See Generic
for
® Preoccupation with care responsibilities
¢ Inability to be flexible
Students ¢ Practical experience/versus training on the e Lack of work ethic/organizing to get to work
job and being punctual
¢ High expectations ¢ Balance work and study
¢ Family pressure or parental expectations
e Lack of planning/job search/ interview
skills
¢ Lack of work ethic
Rural / More conservative e See Generic
Isolated

Fear of learning
Fear of institutions
Lack of social skills

Parents and
single parents

Wages — is it worth it after expenses?
Emotional detachment from family and
perceived effects

e Lack of skills/low self esteem

Gaps in Resume
Emotional detachment
Lack of skills

Low self esteem
Transport
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Indigenous

Shyness

Literacy and numeracy difficulties

Fear of learning

Fear of institutions

Lack of social skills

General education lower

Welfare dependency

Attendance at work and service — potential
issues

Not being recognised as being indigenous
Health concerns

Low self esteem

e Application process
e Welfare dependency

Culturally and
Linguistically
Diverse

Cultural difference

Mental health issues

Fear of learning

Fear of institutions

Lack of social skills

Understanding of Australian workplace
Understanding of job/career
Understanding of training requirements

¢ ] earning how things work here
¢ anguage barrier

Ex-Offenders

Attitude/Culture

Language, Literacy and Numeracy
Fear of learning

Fear of institutions

Lack of social skills

¢ Ability to connect with employers

® Drivers licence

¢ Address attendance issues
(appointments/training)

¢ Explaining resume gaps

Relocated e Lack of networks and local knowledge e Understand and accept that things are
¢ Salary difference different here
e Social isolation/ disconnection from family | ® Lower expectations
and friends
¢ Not accepting of new ideas and difference
¢ Reduced family support
¢ Financial implications
Young People | o High expectation versus abilities Looking good to the employer

Lack of understanding of what an employer
wants

Employability skills
Literacy/numeracy

Here for ‘now’ only

Don’t seek support

Overwhelming “paperwork” pathway
“Competition” from education

Peer group pressure

Inexperienced

Feelings of insecurity

Initial job-starting costs (clothing etc)

High expectations Vs ability

¢ Address attendance issues
(appointments/training)

® Low education levels
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Low Socio-
Economic
Groups

¢ Undervaluing of education due to negative
experiences

¢ Unsure of life direction — family resistance
— fear of success

¢ Dysfunction

¢ Disbelief in the system’s potential to help

e Fear of learning

¢ Fear of institutions

¢ Lack of social skills

e Transport issues

® Drivers licence

¢ Address attendance issues
(appointments/training)

¢ Overcome postcode discrimination

Discouraged

Lack of self esteem
Lack of motivation
Lack of belief
Perception of it being difficult
Lack of flexibility
Constant knock-backs
Depression
Drugs/mental health
Social phobias

e Fear of learning

e Fear of institutions

e Lack of social skills

e Lack of skills relevant to the available jobs
o Self belief

Volunteers

Time is already occupied
Desire

e Want to maintain volunteering while working

Parents /
Grandparents

Low confidence and self esteem

e See Generic

Self employed
— or want to be

See Generic

Low skilled

Inexperienced

Low self esteem; depression; low
motivation

e Fear of learning

e Fear of institutions

e Lack of social skills

“I’m unskilled and choosy”
Address attendance issues
(appointments/training)
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EXPERIENCE, EXPECTATIONS AND BENEFITS

On the survey form and in interviews, PWP were asked to indicate when they were last employed. Of the
people who completed this question, most finished working between 2002 and 2006. The remaining groups
were equally split between those who were last employed between 1996 and 2001 and those who were last
employed before 1995. A small number who attended the focus groups had never worked. Of these, most
were young people, some had a disability and all were socially and economically disadvantaged.

Some PWP wanted more hours a week in employment than they had worked previously, while others were
seeking a job with fewer hours than previous employment. One third of PWP wanted less than 20 hours a
week, one third wanted between 21 and 30 hours a week and a final third wanted full-time employment.

There were differentiating factors between the preferences of these three groups. Those whose needs to
find employment were less urgent tended to be well resourced and therefore more able to make a choice
about finding work quickly or working fewer hours. For these PWP the purpose of work centred on the
desire to be involved and contributing to community. The other main group who wanted part-time work
were parents, usually mothers. Some of these women who were seeking part-time work also needed work
only during school hours and had an urgent need for greater financial and other resources. While for other
women, whose partners were better remunerated, their motivation for part-time work was about their need
to increase self-esteem and connection with the ‘world of work’.

The third group were poorly resourced in terms of education, skills, work history, and material resources.
This group had a high urgent need for full-time work, with one participant stating “I'd walk over hot coals for
a full-time job at $20 hour.” There was a smaller group of PWP looking for full-time work and they tended to
be well resourced (in terms of the above factors). They were seeking more “career oriented” employment
prospects.

Benefits

As part of the focus groups and interviews PWP were asked to consider what the benefits would be of
greater labour force participation. The insights and benefits raised by PWP were no different to those that
employed people would mention — their understanding of the value of work matches those held in our
society namely, a sense of achievement, a sense of community connectedness and belonging; financial and
personal independence.

Achievement
A key theme for PWP related to how being employed creates a deep sense of personal
achievement:

“Getting somewhere in life”

‘I want to see if | can start and finish a job.”

Personal satisfaction, self-respect and independence

PWP saw the benefits that employment would provide in terms of developing a greater sense of
personal satisfaction because they are involved in meaningful work and feel purposeful. PWP
described this benefit as:
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EXPERIENCE, EXPECTATIONS AND BENEFITS (CONT.)

“...being happy and satisfied with what I'm doing”

“

...not being bored”

113

...having a reason to get up in the morning”

“

...a sense of achievement”

“

...Increased confidence and feeling good about myself because I'm doing something
useful”

“...a purpose to one’s work”
“...making a difference”

“...more empowered...having greater options...don’t feel like the mat is going to be pulled
out from underneath me again.”

PWP believe work fosters dignity and self-respect. Some people commented on the social
perception of work: “people look at you differently when you are employed”. Self-respect involved
building greater confidence, feeling proud of what one had achieved and “setting an example as a
good role model to our children.” It also served to help curb ‘the embarrassment of unemployment”
and “avoid the stigma of being unemployed.” Service providers also mentioned how, when working,
people would be viewed “differently” and also be seen for their “enormous untapped resources and
potential.”

Many people mentioned “getting along with workmates”, “potentially having a more active social life
and ‘people fitting in with a team”. Service providers talked of people connecting and contributing
and PWP learning and benefiting from their relationships with new peers.

”

Community connections

In interviews and focus groups people elaborated on how, to some degree, they felt that a key
benefit employment would trigger is a stronger connection to their community and wider society.
Being included in making a contribution, in decision-making and the resultant visibility as a valued
member of society were recognised in terms of belonging and community. PWP said:

“...a sense of belonging...our culture places so much emphasis on work, you need work to
fitin’

...something to contribute...a sense of community”

...seeing a future where I'm happy to be”

...enables you to have a say in terms of what is going on in the community”

...ty to fit in with community, being part of the community”

...you can make a contribution”

...feel part of a team, as though you belong somewhere”

...work helps us to stop living in our own disconnected space.”
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EXPERIENCE, EXPECTATIONS AND BENEFITS (CONT.)

Financial
Of the key themes raised by PWP, having greater disposal income was not seen as the most
important opportunity or result from work. Financial benefits were considered in two ways — making
a contribution to the economy and having greater personal income to save or spend:

‘Money doesn’t equal happiness but it means choice”

“(A benefit of work would be to) save up money for when I'm older”
“Greater security...you can save up and get a deposit for a house or a car”
“The ability to buy some treats for myself’

‘Making a contribution.. .feeling like you are doing something...helping the economy by
paying taxes and doing something at work.”

Health
Improved health outcomes were seen as a benefit that employment provides:

...'being happy with a new job and the balance of work life and my own life. Not being
stressed”

“...work contributes to health and mental health. It stops people stressing...not worried
about having no money and the effects of it’

“I'd have a greater peace of mind because of the security.”

Macroeconomic benefits

Service providers mentioned economic benefits with greater labour force participation in terms of
reduced expenditure on existing services for disadvantaged people; greater economic growth; and
positive flow-on effect with more economic benefits for the community.

Michael is in his mid-50s and says he is very happy with where he is up to in life. He describes his situation as one
of “semi-employment” as he picks up casual work, while still searching for the job he wants. He has not been
working in the past three months. He says he has had an “organic career. I'm passionate for social work. I'm not
going to go to university at this age. | need to find an employer who will recognise my life skills. I've worked in
consumer social justice issues most of my life and that’s where | want to remain.”

He has spent most of his career working with his wife on issues that mattered to how they lived and raised their
children. He described how his values have taken him on a journey and that he feels that now, in many ways, he
is in the prime of his life. “When you get to this age you trade in your ego. You've realised that there is much more
to life than pursuing your ego. For me it's about the accumulation of wisdoms between people of all ages. I'm
interested in finding ways to work with people in a more interdependent way.”

He thinks he is more discerning about work and won’t do the same physical or low paid jobs he used to do earlier
in his life. “The Prime Minister talks of us working until well into our 60s but employers still need to be educated
about the value of older people. Even if it is in @ mentoring capacity, older workers need to start to be used
differently.”
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NEEDS

Introduction
Needs were seen as internal drivers which motivate the ability of PWP to overcome their barriers and
access the opportunities in the labour market.

Achievement and Independence

Both PWP and service providers demonstrated a good understanding of the need for programs and
services which provide PWP with the encouragement and support to change attitude and build self esteem.
In workshops and interviews they expressed that in order to achieve their labour force potential PWP need
to develop a belief in their own ability, feel like they have a future and take action that leaves them feeling
proud of their achievements.

The need for PWP to increase their self-reliance was usually couched in terms of being independent from
and not having any future relationship with Centrelink and/or greater independence and ability to make
decisions for one self. Some PWP talked of how they choose not to receive Newstart because of the
ongoing difficulties and frustrations of working with Centrelink:

“It is increasingly irksome to deal with...all the letters...I've had to weigh up what does it mean to not
get $60 a week? ...I'm always asked to predict my eaming and if | have no idea, | have to handle the
consequences when they get shitty.”

Some PWP expressed this as a need for independence and to “get Centrelink out of my life”, while younger
people talked of their need for resources to enable them to move out of home.

For many of the PWP, the focus of their needs was the benefits that would flow from labour force
participation, including family benefits, improved social life, freedom, respite and health benefits. Others felt
that employment would give them greater confidence in the future by ‘knowing that the mat won't be pulled
out from under me.”

PWP need to know that their personal needs will be met through the job seeking process and they need to
be given the opportunity to develop their potential.

PWP also need a range of services in training, education and development to build attitude, skills and
knowledge, but most importantly they need ongoing support to find and maintain employment.

In order to build confidence and self-worth, PWP could see that they need to take responsibility to become
more active and this will fulfil their desire to feel proud of their achievements and “get somewhere in life”.

Contribution

PWP had a strong sense of their need to feel that they are making a contribution to their community. They
expressed a need to be part of the community, to help the economy and to also be role models for younger
people.

Service providers felt that PWP need encouragement and support to have the value of their contribution and
role recognised and for them to feel that they are doing something worthwhile.
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NEEDS (CONT.)

Information on Options and Possibilities

The need for support throughout the employment process — from careers advice to application, selection,
induction and retention was highlighted by service providers and supported in various ways by PWP. PWP
mentioned the need for job seeking skills, employability skills, improved knowledge of the labour force and
to be more discerning in looking for the right job.

Service providers also mentioned the need for information on business skills and regulation and legislation
relating to labour force participation.

Labour Force Possibilities

The need for working conditions which make it more viable and attractive for PWP to return to the labour
force was the major labour force possibility identified in the research. These included the need for flexibility,
work/life balance, more part time and casual work and work redesign.

Service providers saw a need for sympathetic workplaces where PWP could see the possibility of career
progression with long term plans and goals where people could feel part of a team and learn new skills in
areas such as computing. Particular emphasis was given to the need for greater support from employers to
enable PWP to change attitudes, learn workplace skills and build new networks.

Simon is 18 and completed year 12 in 2006. He had regular casual work throughout his last two
years of school, although he is not sure about his future career direction.

Simon has played team sports throughout his school years and although he is an average
student, his team skills are well developed through his sporting endeavours. Since finishing
school Simon has not felt like continuing his sport as he is not well motivated at the moment.

From time to time Simon picks up some casual work in a warehouse working as a packer and he

responds well to the work environment and the requirements of the workplace.

Simon has 4 or 5 close friends who regularly hang out together mainly playing computer games
and watching sport on TV. They have all decided that they do not want to be on the dole and
locked in to the constraints that this entails, and they consequently do not seek or get any career
or job seeker assistance.

Simon can see that he needs someone to talk to about work opportunities, setting goals and ideas
and help with doing what he needs to do to achieve his goals.

Structures and Systems for Labour Force Participation
Service providers in particular identified the need for improved structures and systems to assist PWP into
the labour force.

Innovative approaches to transport issues were seen as a vital need for PWP in rural and urban fringe
areas.
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NEEDS (CONT.)

Many thought that greater awareness of the needs of PWP across and between government agencies
would equate to greater integration and timely responses from community services, systems and support
programs designed to ensure PWP maintain progress towards employment.

Summary

Service providers and PWP identified the main needs in terms of developing greater confidence, self-worth,
achievement and independence. For PWP there was a real need to contribute to community through
employment. PWP have a need for more information on options and labour force possibilities to access job
opportunities. From the service providers perspective developing more adequate structures and systems
for labour force participation was considered to be a main need.
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Needs

Group Service providers PWP
Generic Knowledge that personal needs will | e Benefits to family
be addressed ' ® Being part of a team — belonging somewhere
Accgsmble and appropriate transport | e Being part of the community — making a contribution
Services e To get somewhere in life
Timely services and adequate time t0 | o Health benefits of working
rsnake pro}glress b b ¢ To be able to feel proud of achievements
upport throug (?Ut the process = ¢ Not having to rely or fall back on Centrelink
from careers advice, to application, .
. . . ¢ Helping the economy — pay tax
selection, induction and retention R
¢ Improved social life
¢ Knowing that the mat won’t be pulled out — greater
confidence in the future
e Self esteem
¢ Having self belief
¢ Feel like we have a future
e Take responsibility
e To get active
¢ To get a voice — express needs and desired changes
¢ Ability to balance work and family
Mature Age Like to be given the opportunity ¢ Being a role model for younger people
Want to work part-time/casual ¢ Building network connections
Greater support for employers to ¢ Suitable work — more discerning
change attitudes
Excessive support is required
People V.Vfth a Incentives, support and education of ¢ Belief in own ability
Disability employers to more readily take on
people with disabilities
People with Need job redesign by employers * See Generic
Iﬁ;‘:{;gé‘ Promote training in different formats
difficulties — not just newspaper (written) ads
Incapacitated Sympathetic work place
People who Encouragement and support in ¢ Looking for the right job
choos? to work recognising value of some e Making a contribution
— ‘lifestyle contribution
choice’
People with Ongoing support to find employment | ® See Generic
mental health and o maintain it
conditions

Support to ‘learn’; skills required for
workplace
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Carers

e Recognition of their value and role
¢ Support to find more flexible
employment

Freedom/Respite
Reassurance that adequate care is available

Students e Career planning e See Generic
e Opportunities to stay in Tasmania

Rural / e Innovative approach to transport * See Generic

Isolated

issues

Parents and
single parents

e Work life balance
¢ Need for flexibility (9.30 — 2.30)
work

e Reassurance that adequate care is available

Indigenous o Greater awareness of needs across e Job-seeking skills
agencies and providing more support
programs, matching employment
needs
Culturally and | e Family/support ¢ See Generic
Lm}%sztrls?“y e Recognition of desire to work and
start in low paid positions
Relocated * Support to connect to community * Building new networks
organisations and build networks and
weak ties with employment
opportunities
Young People | e Sense of career progression ¢ Job seeking skills
e Employers who allow for a few ¢ Employability skills
years away/overseas and then return ¢ Resilience skills
to a job e Computer skills
e Support through school to prepare ¢ Knowledge of the labour force
for work ¢ Possibility to move out of home
¢ Support networks
Low SOCi_O' ¢ Ongoing support to find employment | ® Self esteem
Economic — preparing for work, applying and e Self belief
Groups interviewing
Discouraged | o Encouragement and support to e Self esteem
change attitude and build self-esteem | o Self belief
¢ See employment options as
‘speaking to them’
Parents / ¢ Flexible work conditions, carers ¢ See Generic
Grandparents leave etc
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Volunteers

Doing something worthwhile
Want flexible working conditions
Want part-time or casual work
Social aspect very important

¢ Maintain contribution to community

Self employed
— or want to be

¢ Funding to start business

e Education on ‘how to run a business’

e Business skills — finance,
management, industry etc

e Access to info on regulations,
legislation etc

¢ [f already employed they need
flexible working hours

e See Generic

Ex-Offenders

¢ Support to prepare for work
¢ Sense of long-term plans and goals

e (Qualifications
¢ Job-seeking skills

Low skilled

e Resources needed to get low skilled
trained

e See Generic
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OPPORTUNITIES

Introduction

Opportunities were couched in terms of the external drivers of change that attract PWP and create solutions
to the barriers and challenges they face — factors that, if available to PWP, would change their immediate
employment circumstances.

Support for PWP

Some PWP noted that their employment needs have changed over time and that they are more flexible,
require less time and/or are less demanding about the type of employment they are seeking. This was seen
as opening up an opportunity in re-examining the meaning, from a social perceptive, of labour force
flexibility. Other PWP were seen as having greater choice and more financial and family support. This
creates an opportunity in their capability to create new businesses or think more creatively about work.

The major opportunity for increasing labour force participation, as identified by both service providers and
PWP is the development of a personal approach that addressed individual needs, with continuous long-term
support that maintains success. This opportunity calls for personal advisors and life coaching for PWP with
mentoring services focusing on building attitude, rather than just on skills and knowledge. It was suggested
that this mentoring should cover the pre-employment, transition period and post employment stages of job
seeking.

There is a further opportunity to work with PWP to enable them to better articulate their previous skills and
experiences into the new opportunities that are available in the changing labour force. Similarly, PWP need
assistance to articulate their existing network and connections within the community into new networks that
are linked to emerging labour force opportunities.

It is clear that both service providers and PWP are calling for a range of opportunities for PWP that places
them on a level playing field with other job seekers, with access to assistance and services that ensures that
they do not remain on the fringes of the labour market.

Options for PWP

Access to ongoing career and labour market information aimed at increasing choice, raising awareness of
training and education opportunities and highlighting growth areas in the labour market will open up
opportunities for PWP.

Service providers from the North West thought that there was huge growth potential for PWP to be brought
into new opportunities in apprenticeships, aged care and child care positions. They talked of the need for
experienced retirees to come back into the labour force in mentor or voluntary roles and to use the numbers
of “baby boomers with lots of skills.”

Promoting more flexible working options to employers, aimed at increasing the availability of job sharing,
evening work, flexible start and finish times and part time and casual work are further opportunities for PWP.
Encouraging PWP to be more mobile in the labour market — both in terms of geographic mobility and
mobility across industry and career boundaries, will provide further opportunities. Recognising their need to
contribute to the community, sees the opportunity to encourage PWP to become mentors themselves and to
undertake more volunteer work, both of which often offer the possibility to move in to paid roles.
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OPPORTUNITIES (CONT.)

Heather is 48 years old. In the past two years her life has taken a radically different path. She was
diagnosed with a brain tumour and underwent surgery and treatment for many months. Prior to her
diagnosis she was employed full-time in childcare and had worked since she was 17, stopping only
for the first few years of her children’s lives.

Since recovering from her illness, Heather has felt very self-conscious, is lacking confidence and
suffers from low self esteem. She feels that she has not been able to return to the workforce as she
has ‘retreated into her shell”’. Heather does not qualify for any job search assistance as her partner is
in full time work, although her partner receives a small carers allowance from Centrelink.

Her treatment and recovery went very well. She considers herself in good health now but on medical
advice has been told full-time work would be too much of a strain.

“I'm still not able to drive so I'm more reliant on my two young adult children than I've ever been. |
suppose that has also been a factor in considering what kind of work | can do and how it might impact
on other people,” says Heather.

She was discontent in childcare for a number of reasons — primarily about management, the
increased number of children to staff ratio and the ongoing physical strain the work involved.

Although Heather lives with her de-facto partner she is financially independent. After assessing her
health, financial and personal needs, Heather described two days a week in a customer service role
in a shop or florist — “a florist was my first ‘career love’ in my twenties” — as her goal. “I need to find
an employer who will understand that | can only work part-time and that a person recovering from a
serious iliness can contribute to a workplace.”

Heather feels that there “has to be a job out there somewhere” and has enrolled in a Pathways
course at TAFE.

The support and assistance that Heather is gaining from the course leaders and from her peers at the
course is helping her to see that she wants to return to Part Time work in an environment that is not
stressful or physically demanding. The interaction with others on the course is boosting her self
esteem and she feels that it is restoring her confidence, to the extent that she is now feeling ready to
take on the job search process with renewed enthusiasm.

Since starting the TAFE course Heather has really felt part of the group and has realised that going to
TAFE each day feels just like going to work and this has restored her self confidence and reassured
her of her ability to maintain a routine after such a long time out of the workforce.

New Relationships and Services for PWP
PWP are not eligible to access a number of services and programs available to other job seekers and they
appear to have slipped through the net with respect to those services that they are able to access.
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OPPORTUNITIES (CONT.)

Service providers are seeking the opportunity to be able to provide job search facilities to all job seekers
and not just to selective groups. In an environment where all services have a value and a cost, the benefit
of placing a PWP in employment is no less than any other job seeker.

In a labour market that is approaching full employment, the Job Network needs to be able to offer its
services to PWP to ensure that every member of the community who wishes to become economically active
has that opportunity. One group of service providers thought a major opportunity lay in developing a more
appropriate service model that encourages ongoing relationship development with people seeking work.
Services commented that this model would need to be based on ways of working that include:

Building networks and trust with PWP

Greater transparency and flexibility in responding to peoples’ needs
Skill development across social, community, life and work values
Client focused decentralised servicing.

Opportunities and outcomes of this new way of working with PWP were described as:
e Reduced stereotyping

e Increasing people’s connection to community

e Greater independence for people who have been in-and-out of work and welfare dependant cycles
e Empowerment to make positive choices relating to futures

® Breaking the cycle of generational non-labour force participation

[ J

Better economic placement of people and their skills.

Service providers need to find ways to market their services to PWP and offer comprehensive services and
programs that address the whole person and their complexity of needs. This may mean changing the focus
from Case Management to Mentoring and offering flexible services and programs that are local, just right,
just enough and just in time.

Accessible, affordable childcare for children of all ages, particularly on the urban fringe and in rural areas is
another opportunity that will need to be addressed for the many PWP for whom this is without doubt the
greatest labour force participation barrier.

Employer Development

The major opportunity for employers is to find ways to provide a more flexible work environment with
respect to:

Hours

o o

Training
Childcare
Transport arrangements

a o

@

Family friendly environment

f.  Pathways for progression
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OPPORTUNITIES (CONT.)

There is also an opportunity to work with industry to gain a greater understanding of the role of attitude and
how it is used in the recruitment process. As one service provider noted, “It has always been about
attitude.” Aligned with this is the possibility of raising understanding of skills transfer and the role of
employability skills, and the option of training PWP in necessary job skills on the job after a suitable
candidate with the right attitude is appointed.

Overall PWP saw the need for employers to be better skilled at supporting capability development,
encouraging retention of staff and succession planning within the organisation and seeking assistance to
create more supportive workplace environments. Some service providers speculated that there could be a
lack of understanding by PWP of available jobs, the skills that are required for certain jobs and the areas of
need in the labour market.

More flexible work arrangements were seen as essential in order to overcome labour force barriers. Recent
research states that mature aged, people with disabilities and women would be most likely to benefit from
the removal of barriers to the structure of work (Allen Consulting Group, 2005). PWP discussed this in
terms of what they needed — how they need work arrangements to be aligned to their preferences,
otherwise they would not be able to fulfil the employers requirements.

Flexibility also includes modifying a workplace environment or processes to include people with disabilities.
PWP talked of their envisioned loyalty to an employer who valued flexibility in working arrangements.
Research on employee satisfaction confirms the assumption that staff are more efficient and connected to
workplaces that respond to their life and family needs.

Workplace experience

Workplace experience prior to the loss of employment, an illness, an injury or leaving the labour force to
raise children was seen as an opportunity that could be further harnessed to reconnect marginalised people
back into the labour force.

PWP often felt that they were seen more in terms of what they could not do, rather than in terms of what
they had done and could do.

There is an opportunity to acknowledge and build on the previous experience that PWP have had in the
labour force, particularly in terms of the transferable skills that are embedded in previous experience and
can be adapted to suit new possibilities.

Service Provider Networks

PWP want to build new relationships with service providers and service providers can see the need for
integrated and coordinated services that focus on client needs. This presents an opportunity for one-stop-
shop services, where individual PWP work with a single mentor to build relationships and develop networks
across service delivery boundaries.

Service providers will need specialised training and development for such a role and the need for mentors to

enable them to take on the task is as great as is the need for PWP to have access to mentor services and
programs.
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OPPORTUNITIES (CONT.)

Summary

Identifying a comprehensive range of opportunities was a relatively difficult task for both service providers
and PWP. Realising that the relationship between their own organisations and PWP is currently very
limited, service providers indicated this was a key opportunity to develop. PWP were more aware of the
personal, identity and social aspects that would improve with labour force opportunity.

Service providers indicated that, in a successful future scenario, PWP would start to feel that community
organisations and service providers listened to them, built a relationship of trust and support and were
actively able to help them in a range of ways. Some service providers saw a role for themselves in learning
more about PWP and working as advocates to change community and employers’ views and mindsets on
the place of PWP in the labour force. In recognising the lack of connectedness with PWP many thought
challenges exist in finding points of entry into the issue:

“As interested employees of these agencies and service providers we could place ourselves on
relevant committees...in a position to contribute and follow-through our ideas.”
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Opportunities

Group

Service Providers

PWP

Generic

Personal approach that addresses individual
needs

Relationship-based model to allow supportive
environments to facilitate skills to move
forward

Continuous long term support that maintains
success

Investment in people not structures

Personal advisors / Life coaching

Life-long counselling advice re education,
training, work etc

Change of focus from “Case Management” to
“Mentoring”

Training in work attitude and disposition
Potential for mentoring to be around attitude
rather than skills and knowledge

Building attitude — assessing for attitude and
start to quantify and measure and promote it
Comprehensive services and programs that
address the whole person and their complexity
of needs

Employability skills training

Skills recognition (RPL) that addresses
transferable as well as role specific skills
Access to ongoing career and labour market
information

Training and education linked to the labour
market, available jobs and skills shortages
Job search facilities available to all participants
and not just selective groups

Encourage employers to look at employability
skills as a priority. Can then be trained in
necessary job skills

Employers providing a more flexible work
environment

o hours

o training

o child care

o transport arrangements

o family friendly environment

o pathways for progression
Working with employers to accept employees
on their own terms
Employers will employ on “attitude” primarily
Talking to industry and consulting with
industry/ employers with what ‘attitude’ means
Service integration and coordination that
focuses on client needs
One-stop-shop
Build relationships across service delivery
boundaries
Integrated services for CALD

Being treated as an individual

Being listened to

Increased productivity

Increased options

Availability of mentoring and one-on-one
assistance

Life coaching

Services and Programs provided locally
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¢ Flexible services and programs
v Just enough
v/ Just right
vJust in time
e Networking — interagency support and service
provision more streamlined
e Letting people know what service providers can
do — marketing more effectively
e Whole lot of services and organisations out
there that aren’t connected — need local area
coordination — organisations and people who
are dedicated to a coordinating role not just
delivery of a service — needs a ‘hub’ where
people can utilise and connect with each other
e Specialised training for service providers
¢ Involve PWP in designing their own services
and programs

Mature Age | o Learning attitude is positive e A level playing field
¢ Family commitments are lessened ¢ Help to overcome hurdles
e Want to work part-time/casual ¢ Job-seeking skills
e Able to choose more — have greater choice e Computer training
¢ Help with motivation
¢ Assistance from Job Network
¢ Acknowledge, build and pass on previous
experience
¢ Use as mentors
¢ Build new relationships
People witha | o Workforce experience prior to accident or e Life coaching
Disability disability * Build on previous success in the workforce
¢ People do not see themselves as not able
People Wigl e Access to training courses e Life coaching
Literacy o] : : :
ob redesign by employers ® Modify workplaces — signs etc
Numeracy gn by employ! y P g
difficulties
Incapacitated | o Previous work experience and knowledge prior ¢ See Generic
to injury or illness
e Sympathetic work place
People who ¢ Choose to follow different career path e Still have a lot to offer
choose to work | o \renioring or volunteering options
— ‘lifestyle
choice’
People with e See Generic See Generic
mental health
conditions
Carers

¢ Job sharing possibilities

e See Generic
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Students

See Generic

See Generic

Rural /
Isolated

Young people move to city

Flexible start and finish times

Existing networks and connections with
community

See Generic

Parents and
single parents

Evening work or job sharing
Accessible, affordable child care

See Generic

Indigenous ¢ See Generic See Generic
Culturally and | e See Generic See Generic
Linguistically

Diverse
Relocated e See Generic See Generic
Young People | o Skills/training See Generic
e Family
Low Socio- e See Generic See Generic
Economic
Groups
Discouraged e See Generic See Generic

Volunteers e Want to give rather than take See Generic

Low skilled e See Generic See Generic
Self employed | o Supportive family/friends See Generic

— or want to be

Ex-Offenders

See Generic

Engage in training programs

Parents /
Grandparents

Re-training to get back into the workforce

See Generic
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OPPORTUNITIES: STAKEHOLDER OPTIONS

Introduction

In answering this component of the research both service providers and PWP explored what they feel needs
to happen with four key groups or stakeholders, namely Service Providers, PWP, Employers and
Government to enable more PWP to enter the labour force.

Service providers
Service providers had a limited awareness of and access to PWP in the labour market and realised their
services lacked ways to address better integration of PWP into existing services:

“A real challenge for us...that we realise now...is finding the non-participants. Where are they? Who
are they in contact with and where do they meet? We just don’t know any of these details”

“If they’re not connected or attached to service providers, how do they apply for jobs? What are their
networks? Is everything through either word of mouth or newspapers, and is that why they are not
finding any work?”
Many argued that the existing structures do not support client needs sufficiently, which results in some
people “falling through the cracks” and not using existing services. Discussion of the service delivery
barriers identified that there is a need to review current work practices and perceived separateness of
services. Statements supporting these views included:

“One challenge we face is how to structure systems to support the reintroduction of people to the
workforce”

A more holistic approach is needed to address the barriers”

‘It is a long ‘path’ into getting and securing work for long-term unemployed and this isn’t recognised
by the ‘system”

“..promoting new ways of working together, in a holistic way and making these ideas about
‘partnerships’ really come to fruition”

“There are so many services out there. How do we refer clients to the appropriate services?”
Service providers were seen as not responding adequately to the needs of PWP. For some PWP, there
were difficulties in knowing how to access information from a service or work with a service to achieve their

desired outcome:

“...the problem I've found with them is that there is no ‘one stop shop’ that has all the information on
how to help me”

“A real change would be if there was an order with a clear path or direction...quidance from the key
and right staff”

“They could come out into the suburbs and see us.”
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OPPORTUNITIES: STAKEHOLDER OPTIONS (CONT.)

Some PWP thought that the way in which they were treated by services could improve:

“It's about being more individually responsive...not treating everyone the same way but really
listening to us and making a plan for our needs.”

Providing new advocacy services were seen as beneficial, for example services could have a role in
“enlightening employers...telling them that they have people at their service who need to work and who
have something to offer. They could represent us much more”; “They could organise meetings with
refugees and migrants, with a range of service providers to enable migrants to catch up on what is here and
to know what is available”.

Some service providers stated that there was a need to “provide a semi-formal community or network based
opportunity to increase skills and connectedness, with links to social supports, the business community and
industry.” Service providers discussed the need for them to change their ‘mindset’ and work towards
becoming “connectors, facilitators and empowerers”. They thought they could play a role in connecting
employers to PWP, facilitating new pathways for individuals to achieve their short and long-term work goals
and empower and advocate for people to contribute to their community.

Service providers described the need to increase their skills in:

e Networking — interagency support and more streamlined service provision

¢ Building relationships with clients — shared values and provider/people loyalty

e Closing the training gap — more industry-appropriate training and up-skilling; more training
available; identifying needs (skills and demand); more proactive not reactive

¢ Increased reverse marketing — marketing potential employees rather than positions; developing
person/skill-set specific positions (i.e. develop the position for the person)
Change of focus from “Case Management” to “Mentoring”

e Building social values and responsibility.

Allan is a former employee of a large government corporation which is in the process of becoming fully privatized,
where he worked for over 30 years, the last 10 of which he worked with a neck injury he sustained at work.

When the organisation was downsizing he was assessed as unfit for work because of his injury and was offered
workers compensation, which he accepted. Allan says ‘I was thrown on the scrap-heap at 57” and now finds he
is considerably out of pocket compared to when he was working and that he needs to occupy his time. He also
feels that he still has something to contribute.

Allan wants to work for 1 or 2 days a week doing light work such as driving; however he is confused and fearful of
his relationship with the insurance company that has taken over his case from his former employer. He “doesn’t
know the rules” and feels that he needs help to negotiate his way through the process to enable him to
understand what he is “allowed” to do and the consequences of earning additional income.

Allan’s life almost seems to be on hold, and apart from spending one day a week at the Men’s Shed, his need for
support and an advocate means that he spends the other six days sitting at home “staring at the walls”.

59



OPPORTUNITIES: STAKEHOLDER OPTIONS (CONT.)

PWP
When contemplating the future and their role and contribution in changing their capability to find
employment, PWP focused on their need to keep motivated and keep actively involved in job seeking
activities.

Across all focus groups and interviews, there was a clear consensus that ‘for things to change’ people
thought they would have to develop greater personal motivation and endurance skills and align this new
attitude with actions. PWP talked of the difficulties they face in overcoming rejection after the investment
they feel they have made in job applications, interviews and using the limited contacts they have.
For the future to be different, they viewed the most appropriate actions for them to take would be:

e Toincrease their skills and qualifications and

e Build the stamina and emotional strength to handle rejection without losing momentum in their
search for employment.

PWP expressed what would have changed over the next few years that enabled them to be working in
2012:

| took a chance and risked it...started to believe in myself...’
“Instead of thinking of doing | went out and did something”
“We had a go”

“(I'll need to)... look for jobs continually”

“Seriously have to start looking again...when my girlfriend finds a job | know that | will have to get
some work...I don’t want to be disillusioned again”

‘I got active. | took the step and got over the line”

Some thought that attending the focus group was a positive sign of their increased awareness that they
need to be engaged in as many ways as possible with potential work opportunities, including public
discussion of present challenges.

The benefits of increased motivation were discussed in relation to building confidence and self-esteem.
Others thought the effects of feeling more motivated and indeed finding employment may not be seen as
recognised as a ‘turning point’ by the individual in the short-term but the long-term benefits would involve a
new attitude to work and its overall value and satisfaction. One participant said “sometimes you need to
work for a while to feel good and you don'’t realise how your new attitude has helped you along the way.”
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OPPORTUNITIES: STAKEHOLDER OPTIONS (CONT.)

Employers

Service providers noted that there is a real need to set structures in place to encourage employers to adopt
new ways of thinking about how they might incorporate PWP into their organisations. Comments from
service providers included:

‘Encourage business leaders to include jobseekers with a history of non-participation who are
wanting to engage in employment”

‘Employers need to be encouraged to have a broader view of what they are looking for and accept
participants who require flexible working conditions. This change needs to come at an organisational
level”

“...working with employers to accept employees on their own terms”

“Look at cultures of different organisations. Can CEQ’s of organisations offering flexibility assist to
educate other organisations?”

“Encourage employers to look at employability skills as a priority. Can this person then be trained in
necessary job skills?”

There were four main areas cited by PWP for employers to change in their future relationship with people
who are not currently participating.

First, greater workplace flexibility was seen as imperative, though definitions as to what this flexibility meant
were fairly elemental. Describing the need to find flexible employment and an employer that recognises a
person’s overall needs, one woman said “Because | have a toddler and a 4 year old and I'm on my own, |
am scared to take on too much and not be able to cope or let employers down if | need to leave early or if
one of my kids gets sick...Most employers expect you to go to work, do the jobs and don’t want to worry
about your needs outside work.”

Interviewees described this flexibility as encompassing a range of areas including:

e Working the hours and times that employees want

e Being able to leave work in emergencies e.g. sick children, without suffering any negative
consequences

More job sharing available

Need for a life/lwork balance recognised

Ability to handle and understand that all employees are not the same

Developing innovative responses and ways of involving staff in joint decision-making to address
central issues like transport (e.g. encouraging car pooling or car leases at earlier points in careers
and not only senior management) and childcare.

Second, the need for employers to have less stereotypical views of people with disrupted employment
histories and other factors like criminal record, postcode disadvantage, less conventional appearance (e.g.
tattoos, hairstyles, earrings), cultural backgrounds and physical disabilities. Interviewees reiterated the
need for employers to be “giving a fair go” and to be “interested in us and not the first impression of us.”
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OPPORTUNITIES: STAKEHOLDER OPTIONS (CONT.)

PWP who were interviewed thought it would be necessary to educate employers about how their business
could benefit from new staff. For more PWP to be working in 2012 participants thought that:

‘Employers (would need to be) more focused on options and possibilities rather than stereotypes from
previous years.’

Service providers anticipated that employers would need to develop ways to ensure better alignment of
values between themselves and their employees.

Third, many thought that employers would have to learn how to maximise people’s skills and experience:
“develop less rigid use of people’s skills”. PWP with high levels of education and previous employment at
management or senior level, who were interviewed, thought that employers were reluctant or unaware of
how to use peoples’ skills in positions outside their last experience. One interviewee said that much of his
previous job relied on relationship building, managing and working with diverse stakeholders and staff
members. However, he was having difficulty translating these ‘people skills’ to any potential employers who
he interpreted as being reluctant to employ him outside his traditional area. Resistance from employment
agencies and employers compounded his problems in re-defining his skills.

Some PWP said that with the new context of people working longer, into their 60’s, employers will need to
respond by knowing how to use people’s skills in new areas and “even if it is a mentoring capacity...old
workers will need to start to be used differently”.

Finally, PWP thought that employers would need to be committed to training and supporting their staff to
carry out their job tasks and work effectively with others:

‘They will have to support you once you get the job...with ongoing guidance’

...provide things like team building exercises for work mates. Employers would notice and do
something about any problems as early as they can.’

Government
There was a sense that governments at all levels could show leadership in encouraging greater involvement
of PWP and demonstrate to business the benefits of social capital investment.

Service providers expressed the view that agencies need to demonstrate ‘whole of government’ approaches
and integrated ways of operating:

“...that they have in place procedures and policies that allow simple individual pathways to service
usage”

“...a user-friendly process”
“...pathway programs in schools for all students...mentoring them to prepare for work”
“...mentoring programs in place across organisations”

“..a coordinated approach from government to ensure increased participation...(for) government
departments, across all levels to have like goals”

“...a networked referral system with strong linkages”.
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Edward is in his late 30s and lives in Launceston. He was employed in an administration position with the public
service for 17 years. It was his first job out of school. He became redundant when the agency changed structure.
‘I hadn’t had a holiday for a year so | took some time off and went up to Sydney. After a few months | started
working with friends up there in a sales role in a new business. | returned to Launceston to try and start the same
business but it didn’t really take off here.”

Edward didn’t receive any help from employment agencies when he was looking for work. “/ put my resume into
the employment places and they weren't interested because | wasn’t on benefits.” He owns his own home and
was able to live off his savings. He helped his girlfriend in her bakery several days a week until she recently sold
the business. She is looking for work too now and he thinks he needs to be more proactive again. ‘I seriously
have to start looking again. When my girlfriend finds a job | know that | will have to get some work. | used to
spend days on applications and didn’t even get an interview, even for very basic jobs. | don’t want to be
disillusioned like that again.”

He experienced difficulties trying to have access to employment information and opportunities through service
providers and employment agencies. “They said they received more money if they recommended a long-term
unemployed person for the job. They virtually told me they don’t help people like me until 'm on benefits.”

For Edward, registering with Centrelink and receiving a benefit was a form of “giving in”. He talked of how
ashamed he was to be receiving even a minimal payment. After registering with Centrelink and being given an
employment agency as his contact, he was informed that he needed to attend a resume writing course.

‘I asked what was wrong with my resume, they said ‘nothing, it's one of the best resumes we've ever seen’. |
didn’t see what the point was. | was happy to go to a course if it would help me get a job, not just so they can say
that they have been training me...Then they sent me along to a couple of jobs that | wasn't suitable for... | was on
the Work for the dole program and for three months | was making a stone wall...”

Edward had objections to the way in which the employment agency managed his case. He felt that he wasn’t
listened to and his needs weren’t met or taken seriously. After reviewing his options, Edward decided to stop
receiving Centrelink benefits. He is still unemployed and looking for work. Edward would like to work in sales and
is thinking about ways to make this career transition possible.

Edward indicated that he knew other men in similar circumstances and had seen the negative impact on their lives.
“I know an old fellow who is nearly suicidal, he feels he has been pushed to the limit. He’s trying to find any work
anywhere...I know two people who | was trying to get to talk to you for this research, but they are so bitter and
angry they wouldn’t. They perceive the government as not having done anything for them. Others joke that they
are semi-retired but | know that they don’t want to be retired. Another man has his wife working and he has
dropped out altogether, he won't look for any work in the future because of what has happened to him. Like me,
he worked for the same employer for over 15 years and has had trouble securing a job every since.”
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OPPORTUNITIES: STAKEHOLDER OPTIONS (CONT.)

Service providers thought governments need to play an active role in promoting attitudinal change towards
a variety of working arrangements. As a key employer, government agencies need to take a leadership role
in human resources practices:

“...showing how they value people as a resource...enabling growth in the economy through people”

“Government becoming role models in how to treat people and...more accountable, truthful and
transparent”

“...creating more entry level jobs”
“...provide wider range of working conditions and greater flexibility.”

There was a call for governments to reassess the types of support in place for PWP. Service providers and
PWP stated that there was a need for deeper, stronger support and innovative solutions to problems e.g.
funding learning-to-drive classes for rural people; socio-economically disadvantaged or new migrants or
encouraging new ways to address transport issues; fund more child care places and after-school care;
support sole parents more; ensure people do not lose their concession card benefits for a few months after
becoming employed; recognise new ways of offering and funding apprenticeships; provide greater
incentives to employers to change their attitude and employ a more diverse group of people including PWP.

All service providers and PWP stated there was a need for all PWP to be able to access government
services and the support they provide e.g. Centrelink, employment agencies, pathways to employment
programs and training.

Service providers thought government policy settings need to be more flexible, responsive and/or influenced
by consultation and feedback from employers, services and communities. Government liaison with industry
and the education sector is needed to develop new models of training and the transferring of skills to new
job opportunities.

Most importantly, both service providers and PWP felt that there was a key role for government in raising
the awareness of the important role that attitude plays in labour market transactions and in building
workplace relationships. This presents an opportunity for government to introduce development programs
focussing on attitude that are recognised in the same way as education programs that focus on knowledge
creation and transfer and training programs that focus on skill building.
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OPPORTUNITIES: MODEL AND IMPACTS

From the sample of PWP and service providers involved in this project, similar themes emerged from the
Barriers, Challenges, Needs and Opportunities that PWP face in seeking, securing and maintaining
employment.  Significantly, these themes operate across demographic groups and regions and include
factors from each of the seven Resource areas - Structural, Material, Social, Networks, Attitude, Skills and

Knowledge.

Structural
Material Networks
Resources Social
Skills Attitude
Knowledge
Ability to Access
Access to Opportunity Opportunity

Current Deep
Support T Support
Services

Deep Support Model for Increased Workforce Participation

Improved services in childcare and public transport infrastructure are the major themes in the area of
Structural Resources where PWP face the most significant barriers. Current Support Services are available
in these two areas, however, they are either too expensive or not locally available for many PWP.

Material Resources such as owning a car, house or having some degree of financial independence are
difficult challenges for many PWP. Current Support Services provide public assistance for many of these
resources. For those PWP with Material Resources, there was still a feeling that this was not enough and
there was a gap that only employment could fill, particularly with respect to the sense of having dignity,
meaning and community in their lives.
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OPPORTUNITIES: MODEL AND IMPACTS (CONT)

Some PWP had an income stream from existing investments and previous employment. However they
expressed an urgent need to continue to make a contribution and be back in paid employment. These PWP
describe their need in terms of wanting more connections and engagement with community: “...the view
isn’t enough to sustain me”, “...I need to make a contribution”, “...I have a lot to offer”.

The acquisition of Skills and Knowledge resources appropriate to today’s labour market is a significant
challenge for PWP. For some, this challenge centres on ability and perseverance, while for others the
challenge is the acknowledgement that further training or education is necessary or viable. Current Support
Services provide adequate options to enable PWP to build Skills and Knowledge resources.

Network, Social and Attitude resources give PWP the capability to access labour market opportunities and it
is in these three areas that PWP face the most significant Barriers and Challenges. It is only through Deep
Support in these areas that PWP will develop the ability to access Current Support Services to the same
level and degree that the “acknowledged” or “official” unemployed are able to do.

Internal factors impact on how empowered an individual feels as they enter and participate in the job
seeking process. Each PWP carries his or her own level of empowerment into this process.
Empowerment, in this sense, is constructed of the strength of the Material, Skill, Knowledge and Social
Resources that an individual holds. External factors or Structural Resources impact on the opportunities
available in the job market for individual PWP. Each PWP connects with opportunities through their
Network Resources and their success within the job seeking process is dependent upon how employers
offering these opportunities perceive the Attitude Resources the PWP projects.

These influencing factors were seen as located somewhere on a continuum between ‘strong’” and ‘weak’ or
low’ and ‘high’. People with low Material resources, high urgent need to secure employment, low Networks
and weak Attitudes were seen as facing the most barriers or difficulties in re-entering the labour force.

The level of individual financial resources and the risk of poverty is very unevenly distributed in society.
Unemployed people, single parents, people from culturally and linguistically diverse backgrounds,
indigenous people, large families and people with disabilities have much greater rates of poverty than
average. Experiencing a socio-economic life event like losing a job can make an individual more vulnerable
to financial stress and increased rates of poverty. Employment helps considerably in reducing economic
pressures on people and their households. PWP recognised the importance of paid work in combating
poverty and hardship. They also talked of the labour market inequalities and the prevalence of low paid,
insecure jobs with little scope for advancement. Some PWP were concerned that even if they found
employment the wage might not be sufficient to pay transport, childcare and other costs. Both service
providers and PWP thought transitional support at the pointy of entry into work and long-term support to
sustain employment would be a valuable future opportunity.

Many PWP who participated in this research live in urban fringe locations, rural areas and some suburbs
where services may be limited. Social infrastructure and structural resources fall into several broad
categories, including health, individual, family and community support, community development, education,
arts and culture, information, sport and recreation, housing, employment and training, legal services, public
safety, emergency services and community transport. Social infrastructure is the framework of community
services and facilities required to provide quality of life and community wellbeing. It is financed and
managed through a range of mechanisms by government agencies, non-government community
organisations and the private sector.
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OPPORTUNITIES: MODEL AND IMPACTS (CONT)

Location has become a key determinant of households’ and individuals access to employment and other
opportunities (Burke and Hayward, 2000; Naess, 2005). The lack of affordable housing has pushed low-
income households further out of city suburbs. Disadvantaged groups and PWP disproportionately feel the
impacts of housing and transport issues. These social divisions and new forms of spatially related
economic and social disadvantage have been described as spatial segregation (Cheshire et al, 2000),
social marginalisation (Wacquant, 1999) and social exclusion (Musterd & Ostendorf, 1998). Social
exclusion broadly captures the situation in which socio-economic circumstances prevent individuals or
households, typically those at the lowest socio-economic level, and who are the most vulnerable to spatial
restructuring processes, from accessing employment, adequate housing, and other social and community
services (Peace, 2001).

Transport was raised as a factor that impedes employment accessibility. Dodson et al (2006: 438) notes
that transport is exacerbated if residents of disadvantaged areas do not possess skills or qualifications to
enable them to obtain employment in employment growth areas. While this interplay of factors is under-
researched, there is an awareness in contemporary research of the relationship between social
disadvantage, location and transport.

Women and young people are two groups commonly negatively affected by insufficient public transport
systems. Transport services are among the ‘resources’ available to households, and thus inadequate
transport can be seen as a key element of locational disadvantage. Locational disadvantage results from
an inability to access or to effectively use the whole range of facilities and resources which not only improve
wellbeing but better position households to take advantage of resources available to improve their long-term
life chances (Dodson, 2006 et al).

Some PWP talked of how their long-term employment prospects were greatly reduced when the industries
they formerly worked in started to change and outsource more facets of production to other areas and
businesses. While companies may have embraced flexible specialisation, former employees who had
invariably not foreseen such radical changes in their employment future talked of being unprepared and
unskilled in order to adapt to new employment opportunities. Educational attainment is positively connected
to labour force participation (Allen Report, Norris and Wooden). Several PWP realised that their educational
levels were too low for many jobs but indicated that they were willing to be trained before and upon starting
ajob.

The effects of ‘pooling of the poor’ or concentrated locational disadvantage, while a reflection of local
housing markets and structural resource allocations, creates significant adverse impacts on peoples’ lives
and a community’s wellbeing. The Productivity Commission notes the effects of weak informal networks on
job seeking: “Local community expectations about work may become distorted by widespread local receipt
of (welfare) government benefits. The norms resulting from these, accompanied by community poverty
generally, may erode social capital that is useful for acquiring jobs and for creating good communities. If
nothing else, informal networks for getting jobs are likely to be worse in areas where economic inactivity and
unemployment are concentrated” (2007: 82).

Kearns research on the UK experience notes that “social capital turns the focus from financial planning to
‘network poverty’ that is, areas of concentrated poverty are said to lack the network of weak ties that provide
access to information and opportunities about jobs” (2003: 57). The central premise is that the labour
market works through the informal networks as much as through formal networks and institutions. Relying
solely on formal institutions is inadequate. In the USA, the Government’s Performance and Innovative Unit
cites research that shows racial differences in employment outcomes depends “largely on the fact that white
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OPPORTUNITIES: MODEL AND IMPACTS (CONT)

communities — more so than black communities — use their social capital in the form of personal networks to
find employment opportunities” (Kearns, 2003). In a similar way in the UK, ethnic minority groups indicate
that a barrier to career promotion and advancement is a lack of ‘social connectedness’ (Six, 1997).
Research indicates that network poverty (e.g. limited social networks available to PWP) prevents adults
from thriving in the labour market.

Deep support

Individuals want honest assistance to meet the multiple challenges of finding employment “not subterfuge,
patronisation, or the false solicitude widely regarded as the best that can be hoped for in a commercial
exchange. In providing deep support, enterprises assume full accountability and responsibility for every
aspect of the consumption experiences. Deep support provides ongoing relationship based on advocacy,
mutual respect, trust and the acute alignment of interests” (Zuboff, 2004).

Combining a suite of strategies within this deep support structure complements the OECD’s evidence of
which activation strategies are most successful for long-term unemployed people who are receiving
benefits. In a similar way these strategies of individual assistance, intensive support and time with PWP
can have similar long-term outcomes. This creates an opportunity for intensified support for all PWP — with
no eligibility criteria so the services are available to all groups. This includes a range of measures such as
assisting with pre-employment, job applications, networking skills, assessing attitudes about work, interview
preparation, advocating for clients with service providers and potential employers and on-the job support
following placement.

Increased self-esteem, confidence and motivation to participate were seen as by-products of such deep
support. ‘Feeling valued’ and ‘having a voice and opinions’ about one’s life and its directions were seen as
necessary precursors to employment. Helping people seek ‘good’ jobs instead of just a job’ or casual jobs,
encourages people to think strategically about how a particular job placement can help PWP along a career
path e.g. only provide technical training that carries accreditation, or can be carried across as the first
subject in a certificate, diploma or degree course.

Service providers talked of deep support and mentoring from an operational viewpoint, they suggested that
organisations would need to work together in partnership to genuinely assist PWP, particularly those who
have been outside the labour force for several years. Service providers thought deep support could focus
on ways to encourage employers to embrace mentored staff. There was a general sense that appropriate
strategies to retain PWP in their new employment and to plan for succession and career progression is
another need that could be met through deep support. Deep support could also include rehabilitation
programs for older workers and awareness programs to counter ageism and workplace discrimination of
mentored staff: “People would be able to access mentoring programs across a range of organisations.”

Refugees and recent migrants imagined a future where deep support (provided by the professional who
works with them) would mean that they had a person who understood their circumstances and could act,
unequivocally, as their advocate. This support requires a continued connection with a professional — rather
than with many people, stopping fragmentation and building a rapport and supportive environment. This
would enable them to better understand service pathways, ways to develop networks and the system
overall.
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Professionals working across service providers and government agencies would serve as the conduits of
information for PWP. Some PWP suggested that they would be able to find out about the availability of
childcare centres and related services from the one service. The idea is to focus on solutions that best
meet the needs of the PWP. By assembling the most suitable plan, the professional might be required to
contact multiple services advocating on their clients behalf. Extending on these views of PWP, service
providers realised that they had very little practical experience in working with PWP who are not receiving
any government support. Many talked of the need to increase their sectors capacity to adequately address
the complexity of working together to incorporate PWP into their core business or client group.

Deep support is about building momentum by using long and short term strategies to assist PWP by tapping
into their talent and their ability to access labour market opportunities through the development of their
networks, their social skills and their attitude to work and working. PWP need deep support to enable them
to build relationships with those Service Providers offering Current Support Services and to build and
maintain working relationships with their future employers.
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APPENDIX 1 - METHODOLOGY

Much of the research on labour force participation, participation rates and unemployment is conducted
quantitatively with studies focusing on statistical profiles and the Household Income Labour Dynamics in
Australia (HILDA) or Australian Bureau of Statistics (ABS) data. Qualitative research adds another
dimension to understanding a range of issues relating to non-participation, like individual attitudes,
challenges and experiences. Consultation, in the form of qualitative focus groups and individual interviews,
provides an in-depth examination and dialogue on the pathways and processes people experience in losing
work or being unable to enter or re-enter the labour force.

Qualitative Methods

This project centred on using qualitative methods to explore perceived and actual barriers, challenges,
needs and opportunities for PWP to secure employment. (see Appendix 2) The aim was to foster a
conversational interaction where participants could explore and clarify their points of view rather than solely
answer the facilitator's questions. This process promotes a strong sense of being heard and being valuable
contributors to shared issues that affect the lives of focus group participants.

Qualitative methods are interested in peoples’ stories and experiences rather than purely the frequency or
occurrence of an issue and/or problem. Focus groups are a useful method to help extrapolate what ‘high
involvement’ participants consider to be the key issues. Broadly the benefits of qualitative research can be
described as:

e Allowing people to express their experiences in their own words

e PWP hearing similar experiences from other people (in focus groups)

e Having their experiences validated and feeling useful in that their knowledge and experiences are
being sought out

e Allowing people to express their views without being totally dependent on literacy skills
e Specific conditions experienced by some communities or groups result from a combination of
resources, networking and systemic issues. Qualitative investigations can provide a rich portrait of
how these factors merge or impact on peoples’ lives and employability.
Also qualitative methods assist in understanding the underlying values, assumptions and perceptions about
work, employers, interagency collaboration and the roles and responsibilities of governments. These
measures enable a more comprehensive understanding of the way that many factors combine together to
form overall views of Tasmania’s current employment barriers and opportunities for PWP.

The methodology focused on:

e Asking participants about their current knowledge and experience of the Tasmanian labour force
and its recent growth

e Discussion on the benefits of work
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APPENDIX 1 - METHODOLOGY (CONT.)

e Gathering information on barriers, challenges, needs and perceived opportunities for employment
and related issues

¢ Developing a discussion where service providers considered these barriers and challenges in terms
of the existing attitude, skills and knowledge of potential labour force participants

® Encouraging forward-thinking by asking all participants to identify future priority actions required to
ensure the key stakeholder groups - PWP, employers, service providers and government - could
work together more effectively in the future to increase labour force participation.

The methodological intention of collecting and analysing this qualitative data was to:

e Add to the knowledge of the experiences, barriers, motivations and needs of people who are not
participating in the labour force

e Enable exploration of key themes and intersecting dimensions like resources, needs, networks,
poverty and social exclusion

e Allow for an examination of the role of governments, service providers, employers and PWP

e Provide a general overview of the perceived benefits of working and the current challenges as
articulated by people who are actively seeking employment.

While the content of these interviews, workshops and focus groups was substantially the same across all
regions and demographic groups, they were flexible in nature to follow any new lines of reasoning. A pre-
prepared schedule of questions ensured the same issues were being considered across all groups. A large
component of the focus groups and workshops involved participants discussing the future roles for
governments, service providers, employers and PWP in (re)entering the labour force.

Limitations to qualitative methods were considered in order to try and reduce their effects on the overall
forum process. To avoid ‘group think’ the workshops were structured to allow time for individual responses,
small ‘like’ group responses (e.g. same type of service providers joining together to consider their services
opportunities), table responses and whole-of-group tasks. With the focus on the future, the workshops were
not weighed down or unbalanced by any one group.

Qualitative methods have been used for other recent research in Tasmania. Teresa Hinton (2006) collated
information on the daily lives of 38 Tasmanians reliant on the Disability Support Pension (DSP) and 20
carers in order to explore the relationship between disability and poverty in Tasmania. For the 1999
research report Hearing the Voices prepared by Anglicare Tasmania for the Just Tasmania Coalition,
qualitative data was collected from eight community consultations which were attended by 140 participants
around the state. The aim was to investigate the issues faced by Tasmanians living in low incomes. Kelly
Madden interviewed 19 unemployed men and 13 unemployed women, across a range of age groups in the
north, north-west and south of Tasmanian for the Anglicare research report Blue Collared: the shrinking
world of work in Tasmania (2003).
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This research is engaged with the voices of men and women who are seeking work and how they talk about
their lives and the place work has and does not have in their life. There is a long tradition of using case
studies in sociological and social policy research to explain social and cultural shifts, tensions and change.
Brett and Moran (2006:4) write that the aim of their approach in Ordinary people’s politics: Australians talk
about life, politics and the future of the country is to “reveal aspects of people’s political outlooks that are
barely visible to quantitative measures by showing people thinking about the society they live in with the
resources they have available”. This report aims, albeit on a much smaller scale, to expose how people
with workforce potential talk about their lives in relation to the resources they have available, the networks
they are connected to and the extent of their need for employment.

Case studies were selected from PWP who participated in the in-depth interviews rather than from the focus
group participants. The case studies have sought a spread of ages, gender, employment backgrounds and
future workplace needs. Names have been changed to preserve people’s anonymity. This group is not,
however, considered to be representative. Their circumstances and typical experiences are not all together
unknown to readers. It is hoped by hearing their stories, the reader will find points of recognition and
identification that can create new ways of thinking about complex problems and employment difficulties.

Quantitative Methods
Quantitative methods were used to complement the information and enrich descriptive material gathered
from qualitative interviews.

A survey was devised to:

e Record individual details similar to ABS (e.g. postcode, number of adults in households, number of
adults working in household, last period of employment)

e Be used as a tool to open up discussion. The survey was a conversation prompt that was familiar
to PWP and ‘safe’. PWP were ‘walked through’ the survey by the consultant and the associated
conversation was the main focus and resource from the survey process

e Enable some PWP to validate their own, and the groups, findings and views about work
e Ensure a ‘level playing field’ for all PWP. Written components and relying on literary or numeracy
skills alone were replaced in the survey with simple questions and again, the real outcome and data
came from the group discussion about each question or idea.
A total of 64 surveys were completed by PWP. If random telephone interviews had been conducted to find

64 PWP, over 3,000 people would need to have been contacted. Hence the statistical ‘hit rate’ in this
research project was much better than that averaged in, for example, HILDA data.
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GENDER OF SURVEY RESPONDENTS

AGE OF SURVEY RESPONDENTS

16-29 30-44 45-64
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MARTIAL STATUS OF SURVEY RESPONDENTS

Married or Defacto Single

HOURS OF EMPLOYMENT PER WEEK SEEKING

1-10 11-20 21 -30 F/T
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POSTCODES OF SURVEY RESPONDENTS
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Appendix 3
Perspective of Labour Force Participation Environment

People with Workforce Potential

Group Barriers Challenges Needs Opportunities
Generic e Negative attitudes and ¢ To overcome feelings of shame ¢ Benefits to family ® Being treated as an individual
stereotyping by employers and and lack of worth ¢ Being part of a team — belonging ® Being listened to
Service Providers ¢ Overcoming vulnerability somewhere ¢ Increased productivity
¢ Cost and availability of transport e Dealing with stress ¢ Being part of the community — e Increased options
to access Services and Programs e Dealing with the stigma of being making a contribution e Availability of mentoring and
and to get to and from work unemployed ¢ To get somewhere in life one-on-one assistance
® Access to networks e Getting a drivers licence or own ¢ Health benefits of working ¢ Life coaching
e New IR laws car ¢ To be able to feel proud of e Services and Programs
e Lack of employer flexibility e Perceived lack of skills relevant achievements provided locally
e Lack of funding through Job to available jobs ¢ Not having to rely or fall back on
Network agencies ® Focus on and present Centrelink
® Getting a face-to-face interview abilities/skills to employers ® Helping the economy — pay tax
e Competing with the unemployed, ¢ Changing attitude about work, ¢ Improved social life
who get a wide range of assistance the workplace and employers ¢ Knowing that the mat won’t be pulled
subsidies from government ¢ Build confidence about finding a out — greater confidence in the future
¢ Even after long periods of not job—“Ican....” Self esteem
working are not eligible for any e Getting the right help Having self belief
government assistance — eg. Case e Creating a good first impression Feel like we have a future

manager, fares assistance,

Take responsibility
equipment allowances etc.

To get active

To get a voice — express needs and
desired changes

Ability to balance work and family




Mature Age

Closed or diminishing networks
New IR laws

Expectation to step aside for
younger workers

Assumptions regarding health,
long-term commitment, ability to
learn new things etc
Assumptions about narrow skill
sets

Fitting in to what is available
Confidence building

Marketing yourself to employers
“Re-engineering” self as
valuable, wise worker
Maintaining networks
Overcoming rejection

Health

Family commitments
Willingness to change

¢ Being a role model for younger
people

¢ Building network connections

¢ Suitable work — more discerning

¢ A level playing field

¢ Help to overcome hurdles

¢ Job-seeking skills

¢ Computer training

Help with motivation
Assistance from Job Network
Acknowledge, build and pass
on previous experience

Use as mentors

Build new relationships

People with a | e Discrimination e To build confidence e Belief in own ability ¢ Life coaching
Disability ® New IR laws mean less ¢ To convince self and employers ¢ Build on previous success in
negotiation rights of ability, rather than focus on the workforce
Workplace understanding of disability e People do not see themselves
disability as not able
Employers not willing to risk
employing a disabled worker
People with Selection process ¢ Communication with employers ¢ See Generic ¢ Life coaching
Literacy & Red tape e Getting in the door ® Modify workplaces — signs
Numeracy etc
difficulties
People who Closed networks ® Reposition self ¢ Looking for the right job o Still have a lot to offer
choose to Stereotyped e Expectation that others will e Making a contribution
work — Perceived lack of skills relevant to understand and relate to their
‘lifestyle the available jobs situation
choice’ .

Coping with their own lack of
success
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People with
mental health

Lack of trust/understanding
Poor reputation

e Depression from constant
rejections

e See Generic

See Generic

conditions e Address attendance issues
(appointments/training)
¢ Building a good reputation
Carers ¢ See Generic ® See Generic ¢ Freedom/Respite e See Generic
e Reassurance that adequate care is
available
Students ¢ See Generic e Lack of work ethic/organizing ¢ See Generic ¢ See Generic
to get to work and being
punctual
¢ Balance work and study
Rural / e Lack of local opportunities ¢ See Generic ® See Generic ¢ See Generic
Isolated

Parents and
single parents

Lack of flexibility by many
employers

Employers are out of touch — after
school care is needed

Limited work opp within school
hours (9.00-3.00pm)

Wages — worth it??

¢ Gaps in Resume

e Emotional detachment
e Lack of skills

® Low self esteem

e Transport

e Reassurance that adequate care is
available

e See Generic

Indigenous

Lack of trust

Application process
Welfare dependency

¢ Job-seeking skills

e See Generic
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Culturally

Employers are not tolerant

Learning how things work here

e See Generic

and ¢ Employers are risk averse ¢ Language barrier
Linguistically
Diverse
Relocated ¢ Lack of network ¢ Understand and accept that ¢ Building new networks ¢ See Generic
¢ No points of reference for things are different here
employers ® Lower expectations
® Lack of labour market/skills in
demand & knowledge
® Prices — cost of living
¢ Transport — no trams/trains
¢ Social isolation — disconnection
between family and friends
¢ Lack of funding from a job
network agency
Young People | e Employers are too “picky” ¢ Looking good to the employer ¢ Job seeking skills ¢ See Generic
¢ Getting an interview e Initial job-starting costs (clothing | ® Employability skills
® Workplace relations act etc) ® Resilience skills
e Too old/Too young ¢ High expectations Vs ability e Computer skills
¢ Too qualified/not qualified ¢ Address attendance issues ¢ Knowledge of the workforce
enough (appointments/training) e Possibility to move out of home
¢ Low education levels e Support networks
Low Socio- ¢ Being given a go ® Transport issues ¢ Self esteem ® See Generic
Economic e Work Choices e Drivers licence e Self belief
Groups e Stereotyping e Address attendance issues

(appointments/training)
e Overcome postcode
discrimination

81



Discouraged

e See Generic

Lack of skills relevant to the
available jobs
Self belief

Self esteem
Self belief

e See Generic

Volunteers ¢ See Generic e Want to maintain volunteering ® Maintain contribution to community ® See Generic
while working
Parents / ¢ See Generic ¢ See Generic ¢ See Generic e See Generic
Grandparents
Self employed | e See Generic ¢ See Generic ¢ See Generic e See Generic
—or want to
be

Ex-Offenders

Lack of trust

Ability to connect with
employers

Drivers licence

Address attendance issues
(appointments/training)
Explaining resume gaps

Qualifications
Job-seeking skills

¢ Engage in training programs

Low skilled

e See Generic

“I’m unskilled and choosy”
Address attendance issues
(appointments/training)

See Generic

e See Generic
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Appendix 3

Perspective of Labour Force Participation Environment

Service Providers

Group

Barriers

Challenges

Needs

Opportunities

Generic

Client group we don’t engage
with at the moment

Finding these people — who
are they, where are they, how
to contact them and create
ongoing contact

Job Network — “We are not
interested in these people -
there is no money attached to
them”

Transport — huge deficit in
public transport to get to and
from work

Transport — needs to be
affordable and timely, there is
nothing for people who are
employed part-time and need
to get to work at different
hours, only 8am-6pm

Child care — cost of, lack of,
barriers to study and work
When people have been out
of the workforce for such a
long time technology is a
large barrier

¢ Building confidence and
self esteem

e Matching skills and
experience to labour
market needs and to
particular job
opportunities

e See the link between
taking a low pay initial
job and subsequent
higher wages

e Lack of connection —
Participants who are
ready to work are not
aware of services
available to assist them to
find jobs.

¢ Need a cultural shift
around the idea of work

e It is all about attitude -
employers feel like they
can train for skills and
knowledge but not
attitude

¢ Knowledge that
personal needs will
be addressed

¢ Accessible and
appropriate transport
services

¢ Timely services and
adequate time to
make progress

¢ Support throughout
the process — from
careers advice, to
application,
selection, induction
and retention

Personal approach that addresses individual needs
Relationship-based model to allow supportive environments
to facilitate skills to move forward

Continuous long term support that maintains success
Investment in people not structures

Personal advisors / Life coaching

Life-long counselling advice re education, training, work etc
Change of focus from “Case Management” to “Mentoring”
Training in work attitude and disposition

Potential for mentoring to be around attitude rather than
skills and knowledge

Building attitude — assessing for attitude and start to quantify
and measure and promote it

Comprehensive services and programs that address the whole
person and their complexity of needs

Employability skills training

Skills recognition (RPL) that addresses transferable as well
as role specific skills

Access to ongoing career and labour market information
Training and education linked to the labour market, available
jobs and skills shortages

Job search facilities available to all participants and not just
selective groups

Encourage employers to look at employability skills as a
priority. Can then be trained in necessary job skills
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e New IR legislation: ridiculous
skills level and low pay

¢ Employers not employing
people who may have past
problems/issues etc

e Workplace insurance
problems barriers to
prospective employers

¢ Inflexible work hours

e [ onger hours expected

* Employers are saying people
are poorly educated

¢ Growth in Labour hire — short
term, - expectation they
already have the skills

o Attitude was always the
number one issue — 20
years ago to today

Employers providing a more flexible work environment
hours

training

child care

transport arrangements

family friendly environment

pathways for progression

Working with employers to accept employees on their own
terms

Employers will employ on “attitude” primarily

A VAN NI N NN

e Talking to industry and consulting with industry/ employers

with what ‘attitude’ means
Service integration and coordination that focuses on client
needs
One-stop-shop
Build relationships across service delivery boundaries
Integrated services for CALD
Flexible services and programs

v'Just enough

v'Just right

v'Just in time
Networking — interagency support and service provision
more streamlined
Letting people know what service providers can do —
marketing more effectively
Whole lot of services and organisations out there that aren’t
connected — need local area coordination — organisations and
people who are dedicated to a coordinating role not just
delivery of a service — needs a ‘hub’ where people can utilise
and connect with each other
Specialised training for service providers
Involve PWP in designing their own services and programs
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Mature Age e Ageism, Prejudice Independent learning e Like to be given the ® ] earning attitude is positive

e Perception of resistance to skills opportunity e Family commitments are lessened
change ¢ Potentially lack of ¢ Want to work part- e Want to work part-time/casual
e Health issues — real and workplace skills time/casual ¢ Able to choose more — have greater choice

perceived

Transport issues in remote
areas

The skills that women are
gaining through home life are
now not transferred into the
workforce (you need
qualifications for low skilled
jobs)

¢ Potentially lack of life
skills

® Health issues

® QOut of date skills

e No experience with
customer contact

® Lack of skills relevant to
the available jobs

¢ | earning attitude

¢ Articulate value of
previous experience

¢ Greater support for
employers to change
attitudes

e Excessive support is
required

People with a
Disability

Workplace understanding of
disability

Lack of workplace flexibility
for disability

Less low skilled jobs
available

Fear from employers

Stigma related issues and
mindset of employers

People only see the disability
Transport issues

Mobility issues — lack of
suitable training facilities and
employers willing to adapt
workplace to cater for needs
Discrimination — screening
process

Workers compensation
Access

® ] ow expectation of self

® Limited resources to look
for work

e Articulating skills to
employers

e Understand personal
capabilities and
limitations

® Incentives, support
and education of
employers to more
readily take on
people with
disabilities

e Workplace experience prior to accident or disability
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People with

e Access to assistance is limited

Workplace literacy

® Need job redesign by

® Access to training courses

Literacy & ¢ Employer assumption that differing from basic employers ¢ Job redesign by employers
N_umera.c y literacy/numeracy issues literacy ¢ Promote training in
difficulties . . . .
relate to intelligence ¢ Inability to seek and different formats —
e Inability to seek and apply for apply for jobs — can be not just newspaper
jobs — can be mistaken for mistaken for poor (written) ads
poor attitude attitude
e Reduces opportunities
and ability to voice their
opinions
® Reduced self esteem
e Fear of learning
¢ Fear of institutions
e Lack of social skills
Incapacitated | o No safety net in casual ¢ Damage to self ¢ Sympathetic work ¢ Previous work experience and knowledge prior to injury or
employment confidence, fear of place illness
e Fear of liability (employers / impact e Sympathetic work place
insurance companies) e Effect on family 