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The Business Council of Australia is a forum for the chief executives of 

Australia’s largest companies to promote economic and social progress in the 

national interest.  

1. ABOUT THIS SUBMISSION 

This purpose of this submission, to the Department of Employment, is to respond 

to the Exposure Draft for Employment Services 2015–20 Purchasing 

Arrangements. 

The Business Council is committed to labour market programs that are effective 

in both preparing for and placing Australians – including disadvantaged jobseekers 

– in sustainable employment.  

Business Council member companies have a significant interest in a  

well-functioning employment services system. As Australia’s largest employers, 

they require the system to be responsive to recruitment needs, labour market 

conditions and to help prepare candidates for jobs.  

For the many employers with specific strategies aimed at creating opportunities 

for disadvantaged jobseekers, partnerships with specialist employment providers 

such as those working with Indigenous Australians or young people are critical to 

success.  

The Business Council welcomes the government’s redesign of Australia’s 

employment services (Job Services Australia, or JSA) contracts and the positive 

steps taken to shape a more outcomes-driven and employer-focused approach. 

However, the Business Council has concerns with some aspects of the proposed 

reforms. These concerns are summarised below and discussed in more detail in 

the remainder of this submission. The Business Council has consulted widely with 

its members in preparing this submission. 

Proposed changes 

Feature of 

new contract 

Key elements Concerns  High-level 

recommendation 

Job search 

requirements 

Requirement of up to 

40 job applications a 

month 

 It will divert company 

resources towards managing 

‘spam’ applications 

 Many large companies have 

volume-based recruitment 

processes that screen out 

inappropriate applications 

 Requirements for employers 

to verify applications, like the 

proposed ‘Employer 

Contacts Certificates’ create 

an unnecessary burden for 

businesses 

A job search and 

application process 

that places a 

premium on properly 

preparing 

jobseekers to stand 

a strong chance of 

success 
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Feature of 

new contract 

Key elements Concerns  High-level 

recommendation 

Work for the 

Dole 

 Expanded to cover 

all jobseekers 

under 50  

 Work for the Dole 

coordinators 

appointed in 

51 employment 

regions 

 While the BCA supports the 

principle of mutual 

obligation, there is no 

evidence that past iterations 

of the program have been 

effective in supporting 

participants into work  

 Work activities proposed will 

not address skill and 

qualification gaps present in 

a large cohort of the JSA 

caseload 

 Compliance activities may 

interfere with demand-led 

training and the 

development of 

employability and foundation 

skills 

 It will be very difficult to 

create up to 150,000 

positions without displacing 

existing paid jobs 

A re-engineered 

program with a tight 

focus on closing skill 

gaps 

Wage 

subsidies 

 Payments to 

employers at 

6 and 12 months 

retention for 

disadvantaged 

jobseeker groups 

 This is an untested approach 

to the payment of wage 

subsidies 

 Employers bear a high 

degree of risk if employees 

drop out of employment 

before 26 weeks 

 Employers can face 

significant up-front costs 

preparing disadvantaged 

jobseekers for work 

Pool a portion of the 

wage subsidy 

allocation for direct 

contracts with large 

employers for group 

intakes 

Outcome 

payments 

 Increase in overall 

proportion of 

provider funding 

allocated to 

outcome 

payments to  

50–60% of total 

funding 

 Payments at four, 

12 and 26 weeks 

 The four-week payment, 

geared towards supporting 

short-term and seasonal 

work, may encourage 

employment churn rather 

than sustainable 

employment 

Develop a set of 

provider 

Key Performance 

Indicators that 

monitor the use of 

the four-week 

outcome payment to 

prevent employment 

churn  
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Feature of 

new contract 

Key elements Concerns  High-level 

recommendation 

Employer 

engagement 

 30% weighting of 

tender  

 Increased 

proportion of 

provider funding 

for employment 

outcomes 

 Without brokers or 

mechanisms to streamline 

engagement, employers will 

be inundated with provider 

approaches, making 

engagement more, rather 

than less, problematic 

 Providers will need to 

change their business 

models and invest heavily in 

a different set of skills. 

This will require time and 

guidance 

 The competitive nature of 

the employment services 

market means that providers 

consider their models for 

good employer engagement 

a competitive advantage and 

good practice is not shared 

across the industry  

Establish brokers to 

streamline and focus 

employer 

engagement 

 

Develop a 

mechanism for 

industry and 

providers to 

develop good 

practice models 

and guidelines for 

employer 

engagement 

Training and 

skills 

development 

 Training 

commencement 

payments only 

available for 

returning  

15 to 17-year-olds 

to school. 

 

 Training matched to real 

jobs, including work 

readiness training, is the 

most important aspect of 

employment services for 

employers.  

 

It is important that  

Work for the Dole 

activities do not 

interfere with 

employer-led 

training and skills 

development. 

 

A way forward  

The department should convene a business taskforce to develop practical 

changes to employment services that meet the needs of jobseekers and 

employers.  
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2. CONTEXT FOR NEW TENDER ARRANGEMENTS 

2.1 Economic conditions 

Current and predicted economic and labour market conditions present challenges 

for the new employment services system and the jobseeker caseload employment 

services providers will be servicing. These challenges need to be taken into 

consideration when designing the new JSA contracts, as these conditions will 

have as great an impact on jobseeker employment prospects as the efficacy of 

providers.  

Jobs growth is slowing, there are far more jobseekers than jobs and there is a 

mismatch between qualifications required for available jobs and the qualification 

levels of many current jobseekers. A significant cohort of the jobseeker caseload 

are classified as disadvantaged jobseekers, with many who are long-term 

unemployed and lacking a Year 12 qualification or equivalent.  

Economic and labour market conditions have softened across Australia since the 

recovery in 2010–12 from the global financial crisis:  

 Employment growth was 1.1 per cent over the year to March 2014, well below 
the two per cent average over the past 20 years, and growth in part-time jobs 
outstripped growth in full time jobs by a factor of four.1 

 The May Budget predicted employment would grow by 1.5 per cent in the years 
2014–16 and 2015–16.  

 At July 2014 the unemployment rate was a 12-year high of 6.4 per cent. 
Teenage unemployment was at 20.4 per cent, the highest level since 1997.2 

The employment outcome rate has tracked closely with economic conditions, as 

high as 49.7 per cent in December 2010 but declining to 41.9 per cent in March 

2014, reflecting slower job growth and vacancies. 

The Business Council is particularly concerned about rising youth unemployment 

and the challenge faced by young people transitioning from education to work.  

2.2 Education and employment 

Qualification and skill development are the most significant predictors of 

employment outcomes.  

Eighty-three per cent of Australians with a post-Year 12 qualification were 

employed in 2011, compared to 57 per cent without a post-Year 12 qualification.  

The labour market is changing and demand for skilled workers will increase, 

placing even greater importance on skill development and qualifications. 

The Productivity Commission summarised this in its recent staff report:3 

Structural change resulting from technological change and increased international 

competition has resulted in a shift in employment away from traditional industries 

such as manufacturing and agriculture to service industries. This has contributed to 

a relative decline in demand for unskilled labour, particularly in unskilled 

male dominated jobs. In the early 1980s, three-quarters of unskilled men had  

full-time jobs, today fewer than 60 per cent do. 
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Economic modelling for Skills Australia suggests growth in low-skilled jobs will 

effectively flatline. Analysis published by the federal government in 2012 found 

that more than half of the new job created in the five years to 2016–17 will require 

at least a diploma-level qualification and 70 per cent at least a Certificate III 

qualification.4  

Many long-term unemployed people and disadvantaged jobseekers do not have 

the skills or qualifications to move into these roles as they have not completed 

Year 12 or equivalent, including: 

 45 per cent of the JSA caseload5  

 50 per cent of persistently jobless families 

 54 per cent of clients in the disability employment service 

 59 per cent of Stream 3 JSA clients 

 66 per cent of Stream 4 clients 

 75 per cent of Indigenous people 

 90 per cent of teenage parents.6 

Skill development will therefore need to be a fundamental component of 

transitioning people into the workforce, and employment services will need to be 

able to cater for the skilling needs of their clients. 

2.3 The need for change to existing employment services 
contracts 

The Business Council argued in its submission to the 2013 review of JSA that 

‘JSA arrangements are complex for employers to navigate; rewards and 

penalties could be better aligned with employment outcomes; and unnecessary 

administrative and reporting costs should be removed to free up more JSA 

resources for job placement work.’7  

Improved employment outcomes, particularly long-term unemployed people and 

the most disadvantaged jobseekers, require employment services to be more 

responsive to the needs of employers and the capabilities of jobseekers. 

Other concerns expressed by a number of stakeholders (including JSA providers 

themselves) were that there was not enough support for long-term unemployed 

people; too much ‘training for trainings’ sake’ with not enough focus on training 

linked to an ongoing job; and no incentives for multiple providers to work 

cooperatively to meet employers’ needs.  

Aspects of the new arrangement have clearly been developed to correct design 

flaws with the current JSA model. The increased emphasis on employer 

engagement, a greater focus on outcome payments, and incentives to assist 

employers to take on disadvantaged jobseekers all address existing deficiencies in 

the employment services market.  
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The Business Council is pleased the draft JSA contracts have taken significant 

steps to better align payments to providers with employment outcomes and has 

recognised the system should be more responsive to the needs of employers.  

While the Business Council sees significant improvements in the draft contact, 

some of the proposals could have benefited from consultation with the business 

community before release, and could be improved for ease of implementation and 

optimal effectiveness.  

We are committed to supporting practical changes to employment services that 

meet the needs of jobseekers and employers.  

3. PROPOSED CHANGES 

3.1 Job search requirements 

Feature of new 

contract 

Key elements Concerns  

Job search 

requirements 

Requirement of up to 

40 job applications a 

month 

 It will divert company resources towards 

managing ‘spam’ applications  

 Many large companies have  

volume-based recruitment processes that 

screen out inappropriate applications 

 Requirements for employers to verify 

applications, like the proposed ‘Employer 

Contacts Certificates’ create an 

unnecessary burden for businesses 

Effectiveness 

The requirement that jobseekers must apply for 40 jobs a month is impractical for 

both jobseekers and employers. The Business Council is also concerned about 

proposals to introduce proposed ‘Employer Contacts Certificates’.  

Most large employers have shifted to volume-based recruitment for entry-level 

roles, which means that they use a series of keywords and other mechanisms to 

filter preferred applicants. Many of these recruitment systems screen out 

inappropriate applications, making bulk applications a waste of everyone’s time.  

Employers have suggested that job service providers focus on building their 

workforce capability so that their staff are equipped to properly advise jobseekers 

on applying and interviewing. This means engaging with employers or brokers to 

understand employer requirements, recruitment processes and interview 

expectations.  

 Recommendation 

 That the government not proceed with the proposed increase in job search 
requirements, nor ‘Employer Contacts Certificates’, as they are too intrusive and 
burdensome for employers and may not be effective in lifting employment 
outcomes. 
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3.2 Work for the Dole 

Feature of new 

contract 

Key elements Concerns  

Work for the 

Dole 

Expanded to cover all 

jobseekers under 50 

 

Work for the Dole 

coordinators 

appointed in 51 

employment regions 

 No evidence that past iterations of the 

program have been effective in 

supporting participants into work 

 Work activities proposed will not address 

skill and qualification gaps present in a 

large cohort of the JSA caseload 

 Compliance activities may interfere with 

demand-led training and the development 

of employability and foundation skills  

 It will be very difficult to create up to 

150,000 positions without displacing 

existing paid jobs 

Effectiveness 

The Business Council supports the principle of mutual obligation, but 

considers that any requirements should directly relate to improving the 

employment prospects of jobseekers. 

The proposed approach entails an unprecedented scaling up of the scheme and a 

significant $900 million investment. A 2002 study showed only 22.7 per cent of 

Work for the Dole participants were in employment three months after completion. 

Independent research conducted for the evaluation of welfare-to-work estimated 

10 per cent as a broad indicator figure of the net impact of Work for the Dole on 

employment outcomes.8  

The stated aim of the scheme is to provide employability skills many employers 

have argued are lacking in jobseekers. At an employer roundtable of Business 

Council members to discuss the new contract, employers did not agree that 

Work for the Dole would increase the likelihood a jobseeker would get work at their 

companies. 

Given the extensive number of places required, and the fact that there is no capital 

funding for group placements, there is a strong risk it will displace some existing 

paid work in the not-for-profit and public sectors. Most of the examples of roles 

cited (gardening or maintenance activities in schools or aged care facilities) are 

jobs that are common entry-level return-to-work roles for unemployed people. 

Private sector businesses are often also contracted to provide some of these 

services. 

From an employer perspective, the issue is the vocational and often complex  

non-vocational barriers to work that many disadvantaged jobseekers face. 

Work for the Dole in its current form does not address these issues.  
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While it can possibly be an effective compliance activity for some, employment 

service providers’ chief aim should be assessing what is needed to meet a 

jobseeker’s employability requirements so these are being addressed during their 

time out of work.  

The 200,000 Newstart recipients who have an assessed disability will need to be 

taken account of under this new scheme, given the activities proposed so far 

largely require physical labour.  

In regional and remote areas, including Indigenous communities, Work for the 

Dole may need to be designed so the funding is going towards meaningful projects 

or activities to build an intermediate labour market where there are limited real 

labour market opportunities.  

The expanded Vocational Training and Employment Centre (VTEC) model has 

included a provision for providers to place jobseekers in the intermediate labour 

market while awaiting an appropriate vacancy. 

 Recommendations 

 Where relevant, skill development, including literacy and numeracy training, 
should be eligible to contribute towards work activities.  

 Work for the Dole needs to be re-engineered to build the skills and attributes 
employers need and be aligned to local industry so that participants are being 
prepared for real jobs. The program should be renamed to remove the stigma 
associated with the scheme. 

 In some regional and remote areas, Work for the Dole should be adapted to 
specific projects that focus on work-readiness and foundation skills. 

 The government should consider attaching capital funding to the program so 
Work for the Dole coordinators can design projects that are matched to 
employer skill requirements, particularly in their local labour market.  

3.3 Wage subsidies 

Feature of new 

contract 

Key elements Concerns  

Wage subsidies Payments to 

employers at six and 

12 months retention 

for disadvantaged 

jobseeker groups 

 This is an untested approach to the 

payment of wage subsidies 

 Employers bear a high degree of risk if 

employees drop out of employment 

before 26 weeks 

 Employers can face significant up-front 

costs preparing disadvantaged 

jobseekers for work 
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Effectiveness 

Several wage subsidies are proposed in the new model to incentivise employers to 

take on particularly disadvantaged groups. Unlike previous subsidies that have 

been paid out over the period of employment in weekly instalments, 50 per cent of 

the new subsidy is paid in full at six months and the other 50 per cent at 

12 months employment. This has been trialled in Tasmania since the start of 2014, 

with very low uptake from employers.  

Wage subsidies are critical in incentivising small-to-medium enterprises to take on 

disadvantaged jobseekers, but the timing of the payment means there is a lot of 

employer risk if the employee is costly to employ but leaves the job before 

six months.  

For larger business, the costly component of bringing on some disadvantaged 

jobseekers is up-front. Large employers may be far more likely to access wage 

subsidies if they are pooled and available up-front.  

For example, experiences with Indigenous employment initiatives where the cost 

of preparing and supporting a person into work can be higher than $14,000 means 

business–government co-investment is most important in the pre-employment and 

early employment phases. On-the-job support to encourage retention is also 

critical, but less costly.  

An effective scheme for large employers would be to pool a portion of the wage 

subsidy funding and employers or employer–provider partners would agree to 

contracts to deliver jobs for targeted groups.  

This successful Indigenous Employment Program (IEP) provides a good example 

of how this scheme could work. IEP-funded activities achieved a far higher  

26-week retention rate than that of mainstream job services. Employers appreciate 

the flexibility of the IEP, which – despite being unreliable over the last two years – 

has seen employers like Coles achieve significant employment outcomes that 

would have otherwise not been possible.  

 Recommendation 

 Use a portion of the funding allocated for wage subsidies to design a funding 
pool, similar to the Indigenous Employment Program, for employers to apply for 
to run employment and training programs for disadvantaged jobseekers.  

 Closely monitor and evaluate the approach after it has been operating for 
six months, then again at the 12-month mark, to determine efficacy, given it is a 
untested approach to wage subsidy provision. Redesign the scheme after a 
year if it is not working. 
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The costs of preparing and up-skilling an unemployed jobseeker and 

placing them in employment: The Compass Group  

While Compass is committed to providing opportunities for the unemployed, including 

disadvantaged jobseekers, placing entry-level recruits into the mining industry is costly 

and resource-intensive. Compass’s mining company clients want experienced workers 

and require all staff, contractors and other sub-contracted personnel to meet safety 

induction and health screening competencies and standards prior to being 

approved/cleared to enter any mining site operation.  

Requirements such as a Mine Workers Health Surveillance (MWHS) test are non-

negotiable requirements for individuals, along with a Drug & Alcohol Screen (DAS) and a 

general medical.  

For Compass to prepare an entry level recruit for work, the up-front and early 

employment investment is approximately $14,000 per participant. This includes: 

 $3000 for residential accommodation costs (per participant) (@$250/day/per 

participant for 12 days) 

 $1800 for Cert II Hospitality Up-Skilling -Lecturing costs (@$1,500/day @ 12 days= 

$18,000/10 participants)  

 $1,600 for mentoring/Liaison/Support follow up whilst progressing candidates 

 $1,606 in initial Travel Costs to site (per participant) 

 $1,200 for interviews  and pre-functional reviews.  

When Compass arranges to do on-site pre-employment training to up-skill potential 

Aboriginal new workers, they along with all individuals entering a mining site operation 

must have: 

 the correct safety gear and personal protective equipment (Uniforms ($450), FIFO 

starter kit ($110) 

 completed client stipulated safety inductions 

 complete and pass stipulated medical screenings (which can cost $750 depending 

on what tests/assessment are required). 

Compass cannot do anything less than ensure from an occupational health and safety 

perspective that they are reducing and addressing any risks and providing correct 

training, support and safety for all new workers entering the resource sector/mining 

industry and current employees. This is why the costs are high in preparing candidates 

to be up-skilled and job ready, and these cannot be categorised as work transaction 

costs.  

This is all part of the pre-employment up-skilling (Certificate II Hospitality) training 

programs. If any candidate cannot meet these requirements they cannot progress 

through completing their pre-employment training or be offered any employment 

opportunities.  

Separately, when Compass progresses long-term unemployed into our corporate 

business and industry sector entry level roles, they need people who have customer 

service skills and excellent presentation in hospitality/food services. This type of  

up-skilling and investment in developing individuals to suit this employment environment 

is also very intensive and costly. 

In comparing the above listed costs, more investment is required in mentoring support, 

extended training and different skill sets related to the hospitality and customer service 

areas.  
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3.4 Outcome payments 

Feature of new 

contract 

Key elements Concerns  

Outcome 

payments 

Increase in overall 

proportion of provider 

funding allocated to 

outcome payments to  

50–60% of total 

funding 

 

Payments at four, 

12 and 26 weeks.  

 The four week payment, geared towards 

supporting short-term and seasonal work, 

may encourage employment churn rather 

than sustainable employment 

Effectiveness 

In the draft contracts, the increased proportion of funding dedicated to outcome 

payments, as well as wage subsidies, addresses concerns about the inadequacy 

of the current incentives schemes, especially for assisting disadvantaged 

jobseekers. 

The Business Council supports the overall structure of the payment system, 

particularly the increase in outcome payments for disadvantaged jobseekers. 

The new model frees providers from a web of complex payments and poorly 

designed payments that failed to create the right incentives to support jobseekers 

into sustainable jobs.  

However, we are concerned about whether the new payment scheme has struck 

the right balance with the four-week and 12-week payments in terms of 

encouraging sustainable employment outcomes wherever possible.  

Outcome fees now constitute a far greater proportion of overall fees paid to 

service providers by the government – as much as 55 to 60 per cent of the total. 

The new fee structure is built around three streams, with increasing payments for 

streams with more barriers, reaching a maximum for jobseekers out of work for 

five years or more. Payments are to be made at four, 12 and 26 weeks.  

Most evidence suggests that 26 weeks is a relatively solid milestone in gauging 

long-term retention, therefore it is important that payments are weighed properly 

towards this outcome. 

While there is clearly a need to support providers to place jobseekers in short 

term, temporary and seasonal work where appropriate, the focus should be on 

building pathways to sustainable jobs.  

 Recommendation 

 Develop a set of Key Performance Indicators for providers that allow the 
department to monitor the use of the four-week outcome payment to prevent 
employment churn.  
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3.5 Employer engagement 

Feature of new 

contract 

Key elements Concerns  

Employer 

engagement 

30% weighting of 

tender 

 

Increased proportion 

of provider funding for 

employment 

outcomes 

 Without brokers or mechanisms to 

streamline engagement, employers will 

be inundated with provider approaches 

making engagement more, rather than 

less, problematic 

 Providers will need to change their 

business models and invest heavily in a 

different set of skills. This will require time 

and guidance 

 The competitive nature of the 

employment services market means that 

providers consider their models for good 

employer engagement a competitive 

advantage and good practice is not 

shared across the industry 

Effectiveness 

The Business Council welcomes the 30 per cent tender weighting on providers 

demonstrating how they will engage with employers and increase in outcome 

payments and sees this as a shift towards greater employment engagement. 

However, the Business Council has some concerns about the current capability of 

the providers to operate in this manner and how this engagement will be 

organised.  

Managing employer relationships and employer–provider partnerships 

Effective partnerships between employers and providers are built on a provider 

having a good knowledge of the business, their training and recruitment 

requirements and the candidates they are looking for.  

Partnerships also should be matched for scale and reach – that is, large national 

employers have an overwhelming preference for working with providers with a 

national reach – of which there are currently few.  

In order to work most effectively, the new focus on employer engagement must be 

organised and streamlined, preferably using an employment broker approach. 

Large companies with a national employment footprint cannot manage direct 

relationships with multiple competing providers all over the country, particularly in 

addition to Vocational Training and Employment Centres (VTEC) and Disability 

Employment Services.  

Brokers or intermediary bodies are required to streamline the relationship between 

supply and demand. Brokers could work on an industry, regional or specialist 

(youth, migrant, Indigenous) basis and assist the many businesses that want to 

employ disadvantaged jobseekers but struggle to navigate the provider landscape.  
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There is a good model for how this can work with the former broker function of the 

National Disability Recruitment Coordinator (NDRC). Large employers would send 

notice of vacancies and role requirements to the NDRC, who would filter the jobs 

out to appropriate Disability Employment Services.  

Provider capability 

Business Council member companies report that JSA providers have a poor 

understanding of industry and employer needs. Companies say that employment 

providers lack skilled personnel with an understanding of how to engage with 

business. One company spoke of being the largest private sector employer in an 

area of regional Victoria and not once being approached by a local JSA 

representative.  

The provider capability deficit impacts jobseekers, who are poorly advised on 

applications and ill-prepared for interviews. Many companies now have keyword 

screening processes for online applications that filter out badly written and poorly 

targeted applications.  

This puts a premium on genuine employer engagement and an understanding of 

industry requirements, job application and interview processes in order to help 

providers properly prepare candidates and give them a far better chance of being 

recruited.  

Fostering a strong community of practice among employment providers 

It is important to note that the emphasis in the new contracts on employer 

engagement will require a significant change in both the organisational culture and 

skill set required by employment service providers.  

Instead of a focus on following prescriptive rules, staff will need to work much 

more closely with jobseekers and employers to better understand their needs and 

to involve employers in the design and delivery of job preparation and training. It is 

unlikely these changes will be in place from the start of the contract and will take 

some time to embed.  

As providers innovate and develop strategies to better engage and build 

partnerships, it will be essential that successful strategies are shared across the 

sector and there are forums for this information sharing. 

The competitive nature of the employment services market can mitigate against 

the establishment of common good practice. Many successful providers regard 

their models as a competitive advantage and as a result there is little motivation to 

promote the model to other providers.  

Peak provider organisations like the National Employment Services Association 

and Jobs Australia can play a vital role in sharing and promoting good practice in 

employer engagement as well as supporting the professional development of 

provider staff. The Business Council would be willing to work with the department 

or with employment services industry groups to develop some guiding principles 

for, and examples of, good employer engagement. 
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 Recommendation 

 The government should appoint case managers or brokers on an industry, 
regional or specialist basis to liaise between employers, particularly large 
employers, and providers on vacancies and recruitment requirements.  

 Supporting the trials outlined in the Business Council/ACOSS/ACTU statement 

Partnerships to Secure Jobs for Disadvantaged Jobseekers would be a good 

way to stage this approach. 

 That the department convene a forum of industry groups, including the 
Business Council, and peak employment service associations to develop good 
practice principles and models for effective employer–provider engagement. 
These principles and models would be used to assist providers to build the right 
capabilities to operate under the new contract.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Effective employer–provider partnerships: Westpac and Maxima 

Maxima provides Westpac Group with Indigenous candidates for vacancies or 

traineeships and casual hires. It is a national service and Westpac 

commenced working with them in 2012. During this period, Westpac has 

been able to significantly increase the placement of Indigenous employees, 

which has been helped by the approach that Maxima has taken by investing 

the time up-front to understand Westpac's business and specific role 

requirements to ensure a strong alignment between candidates and 

vacancies. 

The key factors which Westpac believe have made Maxima a successful JSA 

partner include: 

 providing a dedicated account manager to seek out candidates and 

interface with key stakeholders 

 a focus in finding the potential in people and helping build support structures 

to enable talent 

 employing an Indigenous team with specific focus on Indigenous candidates 

 initially focusing on one geographical location from which they have been 

able to grow 

 having a national focus with a point of contact in each state/territory which 

provides the capacity to have a better understanding of the candidate base. 

Maxima took time to fill vacancies while servicing Westpac for trainees so 

they could really understand the business – this included persisting without a 

permanent placement with Westpac for six months.  
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3.6 Training and skills development 

Feature of new 

contract 

Key elements Concerns  

Training and 

skills 

development 

 Training 

commencement 

payments only 

available for returning  

15 to 17-year-olds to 

school. 

 

Training matched to real jobs, 

including work readiness training, is 

the most important aspect of 

employment services for employers.  

 

Effectiveness 

Unemployment is highly associated with low educational attainment, and many 

JSA clients and the majority of Stream 3 and 4 JSA clients have not completed 

Year 12 and lack basic numeracy and literacy.  

Employers have clearly stated the best thing jobseekers can do while they are out 

of work is prepare for work, including addressing vocational gaps and developing 

employability and foundation skills. What employers require of employment service 

providers is that they work to address the vocational and non-vocational barriers to 

employment.  

While the concerns that the education and training outcomes were contributing to 

churn have been addressed, the fundamental need for skill development has not 

been.  

Employment service providers will continue to need to provide pre-vocational 

training and support, with a particular focus on foundation skills and  

work-readiness.  

 Recommendations 

 Job service providers deliver or arrange appropriate training and  
work-readiness development for potential recruits.  

 All appropriate skill development, including literacy and numeracy training, 
should be eligible to contribute towards work activities in Work for the Dole.  
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Training and skills development case study: BHP Billiton Mitsubishi 
Alliance (BMA) and Myuma  

In December 2012, 34 new recruits graduated from the Myuma Dugalunji 

camp, east of Camooweal in Queensland. All of them had secured 

traineeships at various resource companies throughout Queensland.  

Dugalunji Camp is run by the Aboriginal-owned Myuma Group, a social 

enterprise that has assisted almost 400 Indigenous jobseekers from remote 

and regional, socio-economically disadvantaged backgrounds into 

employment in mining, construction, hospitality and land management.  

Myuma’s 13-week residential program provides pre-employment training,  

life-skills training, and experience operating and maintaining plant and 

equipment.  

BMA Principal Advisor, Indigenous Relations, Paul Travers, says the Myuma 

program really prepares trainees for work on BMA sites. ‘The whole purpose 

of the Myuma camp is to familiarise recruits with life on a mine,’ Paul said. 

‘Participants are at work at 6:00am, they eat in a village-style kitchen, 

and they work with plant and equipment – all in an effort to get people  

work-ready.’ 

Reg O’Connell, who attended on behalf of BMA, acknowledged the important 

service Myuma provided to BMA to ensure trainees had the right attitude 

when embarking on their BMA traineeship. 

Source: BMAG, 2013 
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4. RELATIONSHIP TO OTHER REFORMS  

It is critical that vital elements of the employment system work as a whole to 

provide jobseekers with the right support structures and incentives in order to 

assist them to find a job in a slowing and changing labour market.  

It is equally important that the incentives and schemes attached to the 

employment services system are aligned with other current and prospective 

policies.  

4.1 Proposed changes to Newstart 

The government announced changes to Newstart arrangements, including a  

six-month non-payment period in every 12 months for jobseekers under 30 years 

of age, as part of the 2014–15 Budget.  

The Business Council is concerned that the proposed changes to Youth Allowance 

and Newstart Allowance eligibility will act as barriers to workforce participation and 

are not consistent with the policy intent of the draft Employment Services contracts 

for 2015–20. For example, the government has said young people can participate 

in education and training and test their eligibility for education income support 

during the waiting period. This is inconsistent with the intent of this tender to 

restrict training that is not directly linked to employment.  

It is especially concerning that federally funded youth transition programs will 

cease on 31 December 2014 and there are yet no clear plans for what will replace 

them. Youth Connections and the School Business Community Partnership Broker 

programs have both been found to be effective at preventing youth unemployment 

and increasing employer involvement in career and transition decisions for young 

people. 

Recommendation 

 The government should reconsider the six-month wait for income support for 
people under 30 years of age.  

 Continue existing or develop replacement youth transition to ensure young 
people make successful transitions to further education, training or employment.  

4.2 ‘Creating Parity’: The Forrest review 

The Review of Indigenous Training and Employment (the Forrest review) includes 

a broad-ranging set of recommendations to lift Indigenous employment outcomes, 

implicating most areas of government policy and service delivery.  

 Recommendation 

 In considering the implementation of the Forrest review recommendations, 
particularly those relating to employment and training, the government will need 
to make sure measures are aligned with or complement mainstream 
employment services.  
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4.3 The McClure review 

The Business Council has provided a comprehensive set of recommendations to 

the Interim Report of the McClure Review of Australia’s Welfare System.  

 Recommendation 

 That the government take a whole-of-system approach when identifying how 
workforce participation incentives and support could be improved. Individuals in 
similar circumstances should receive the same signals from government across 
all social support systems about working and participating, including income 

support, employment services, education, taxation and superannuation 
systems.  
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