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• Please submit your feedback on the food and beverage workforce issues paper on the form below. 

• Save the form into your files as you go. Email the form, along with any other comments or 

attachments, to the AWPA Secretariat at foodstudy@awpa.gov.au by 7 June 2013. 

• Your feedback will assist AWPA to develop its final food and beverage industry workforce report. 

• The boxes below will expand as needed to fit your responses. 

• This form is available online at www.awpa.gov.au/our-work/sector-specific-skill-needs. 

• Your submission will be posted on the AWPA website unless you indicate below that you do 

not want it made public. 

• Please contact foodstudy@awpa.gov.au if you require further information. 

Your name:    Kay Gerard, CEO 
Organisation:   Food, Fibre & Timber Industries Training Council 
Type of organisation:  WA Industry Training Advisory Body 
Contact information (email):  Kay.gerard@fftitrainingcouncil.com  
 

Please note:  the Food, Fibre and Timber Industries Training Council has recently completed an Industry 
Workforce Development Plan for the WA Department Of Training And Workforce Development. Considerable 
research and consultation was undertaken and the majority of information in this submission has come from 
consultation within the industry. 

mailto:foodstudy@awpa.gov.au?subject=STAKEHOLDER%20SUBMISSION%20/%20Food%20and%20beverage%20workforce%20issues%20paper
http://www.awpa.gov.au/our-work/sector-specific-skill-needs.
mailto:foodstudy@awpa.gov.au?subject=STAKEHOLDER%20SUBMISSION%20/%20FURTHER%20INFORMATION%20/%20Food%20and%20beverage%20workforce%20issues%20paper
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Introduction to the Food, Fibre and Timber Industries Training Council  
 

Funded by the Western Australian Department of Training and Workforce Development, the Food, Fibre & 
Timber Industries Training Council (FFTITC) has three core functions:  
 

 Providing forward looking advice to State and Commonwealth Governments on vocational training 
needs and priorities for public funding  

 Promoting vocational training to industry, including partnerships between industry and the training 
sector.  

 Supporting innovation and workforce development.  
 

The Food, Fibre and Timber Industries Training Council service the following industry areas: 
 Animal Care and Management  

 Horticulture, Conservation and Land Management  

 Rural Production  

 Seafood, Food and Beverage  

 Furniture, Forest and Forest Products  

 Textiles, Clothing, Footwear and Allied Services  
 
As a not-for-profit incorporated body, the primary purpose of the Training Council is to provide advice to 
Government on behalf of industry, and ensure all nationally recognised training programs and packages reflect 
the current and future needs within the industries.  
 
We work with key industry organisations to indentify current and future vocational education and training 
priorities. We undertake extensive research into the skill and workforce development needs of industry and 
produce an Industry Workforce Development Plan for the industries mentioned above 
 
We promote industry take-up of training, including promoting new training initiatives from the Department.   
We also ensure that the quality of this training remains at the highest level and advocate the benefits of 
participating in and supporting training. 
 
Information for this submission has been taken from the FFTITC 2013 Industry Workforce Development Plan.  
As the Food, Fibre and Timber Industries Training Council is not a provider of food and beverage commodities, 
we have not commented on some of the questions.   
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1.  

How is the age profile in your sector impacting on your work, including its impact on labour turnover? 

With an ageing workforce and significant labour leakage from the regions, marketing and promotion of 

industry is paramount.  Similarly, there is a real need to work with career-based service providers and 

schools to promote careers in the primary industries 

 

Attracting more young people into industry is a priority and effective VET in schools should be treated 

as a key mechanism for achieving this.  However, there is considerable concern about the quality of 

VET in school programs as well as the suitability of some of the qualifications being delivered in a 

school environment. 

2. How can the food and beverage industry ensure that existing skills and knowledge are retained into 

the future? 

The current training system is extremely complex and difficult for any industry to navigate. Much of the 

language is confusing and only able to be understood by training practitioners. 

As a purchaser of the training product, industry finds it difficult interpreting all of the information, 

understanding the variables between qualifications and what they need to do to participate. While this 

is the case, it is difficult to get their full engagement in skill and workforce development. 

We all know that an industry led system, particularly with training package development, is essential to 

ensure that skills and knowledge remain current within the industry now and in the future. 

However, getting industries input into training package development can be very difficult.    

It also seems that some of the recent policy changes in training package development has been the 

result of bureaucratic decision-making, rather than in the best interest of industry. 

 

3. What can the industry do to ensure that skills and knowledge are fit for purpose in the future? 

Again, industry needs to be proactively involved in training package and policy development. As 

previously mentioned this ensures that the final product that is training product is representative of 

what is needed in the actual workplace.  

An increased knowledge of workforce development, in particular being familiar with skills needs 

analysis and preparation of training plans would ensure more fit for purpose skills and knowledge.  

Government support is needed to raise industry capability in workforce planning and workforce 

development. 
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4.  Given Asia’s growing demand for high-value foods, how can Australian food producers and 

processors be assisted to gain the knowledge and skills required to maximise export opportunities? 

Presently, much of the expertise used by the food processing industry is sourced from outside 

Australia.  Industry is concerned with lack of applicable training in cutting edge fields of food 

technology and product development.  In the short term skilled migration is the best option to solve the 

shortages.  Industry engagement in development of local education and training programs tailored to 

suit industry present and future skill requirements is essential for the longer term.  

5. What do you think are the key opportunities for commodity and food product exports to Asia over the 

longer term? 

n/a 

6.  How are the identified restructuring trends, such as climate change, consumer awareness and 

company ownership changing the skills needed by the industry? 

These trends will require increased levels of business management skills such as record keeping, risk 

management and people management. Skills in process (re)design and control to help reduce 

increased input (e.g. energy) costs and market / product research and evaluation skills will also be in 

increased demand.  

7. What type of collaboration between government, industry and the education and training sectors is 

currently assisting your workforce to adopt and contribute to new technology and innovation? 

There are a number of consultative and advisory bodies that successfully network to provide industry 

with support in technology adoption and innovation.  The food Industry Skills Council, Agrifood Skills 

Australia modifies training outcomes through continuous improvement of the training packages.  This 

process relies on the input from a variety of stakeholders including RTOs, Industry Training Councils / 

advisory bodies, industry and government. The drivers for this process are most usually technology 

and regulation (with the latter frequently arising from previous changes to the former).   Unfortunately, 

the lead time from technological development / process innovation to training outcome for industry can 

be lengthy and industry frequently seeks interim skilling from developers or suppliers of new 

technology rather than through formal VET or tertiary education pathways.  Research and 

Development Corporations and Cooperative Research Centres also contribute however this 

assistance is generally offered before a training product can be developed and delivered.  

In WA there is extensive collaboration between CCI’s Food Industry Advisory Group and the Food, 

Fibre and Timber Industries Training Council in identifying occupations that are critical to the industry 

and occupations that are in demand and either have labour or skill shortages.  This information is 

provided to both the State and Federal governments for the compilation of the Skilled Occupations 
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List. 

With changes in technology it is imperative that governments are aware of the associated changes in 

occupations.  It is problematic that the ANZSCO and ANZSIC coding system does not reflect the 

changes in occupations that are impacted by new technology. 

8. How are recent and emerging advances in technology impacting on skills?  

Organisational sufficiency, improved decision making, and effective resource allocation are key functions of a 
healthy and successful business. Developing the skills of management to achieve organisational goals and 
objectives is a major training need that has been identified throughout the small to medium size business 
sector. 
 
New processing techniques and increased use of automation will drive the need for training and skills 
development.  Compliance with future regulatory changes such as OSH harmonisation will also in increase the 
need for training. 
 
Risk management and contingency planning training is required to build skills for developing plans to deal with 
potential food safety crises. 

 
9. Are education and training providers producing graduates with the key competencies required by the 

industry? If not, what are the skills gaps? 
 

There is concern among industry about the quality of training provision provided by RTO is. In particular, 
currency of skills by the lecturer is questionable in some instances. 
 
In this case, Mandatory Return to Industry should be introduced and again tightened through regulation and 
covered in all audits.  RTOs must be able to demonstrate that their lecturers have completed return to 
industry.  The Return to Industry practices should contain guidelines that clearly explain what is expected by 
the experience i.e. length, duties, outcomes.  This ensures that the experience is valuable and is not just an 
undertaking so that they comply with AQTF requirements. 
 
The Food, Fibre and Timber Industries Training Council is concerned about the quality of delivery of the 
Certificate IV in Training and Assessment and was alarmed at the statistics provided in a previous Skills 
Australia report that three out of five RTOs were deemed to be non-compliant in the delivery of the 
qualification.  This is clearly unacceptable and is of concern that there may be many ‘unqualified’ 
teachers/lecturers currently practicing.   
 
 

10. What strategies can be used to encourage employers to invest in upskilling and lifelong learning for 

their workforce? 

The Food, Fibre and Timber Industries Training Council supports increased funding for initiatives such as 
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Enterprise Connect and workforce development initiatives such as skills audits, Training Needs Analysis, and 
training in areas such as Competitive systems and leadership training.  
 
The Training council also supports the funding of skill sets, both as stand-alone products and as a series of 
building blocks towards full qualifications. 

11. What is currently working or is a ‘best practice’ example of work-integrated learning in vocational 

education and training (VET) and/or higher education?  

There is great value in realistic assessment and workplace based assessment works well in many 

industry sectors.  The nature of the food industry with respect to plant, infrastructure and technology 

makes replication of the work environment very difficult.  To this end, food industry VET best practice 

is training that includes a significant proportion of workplace based assessment.  Industry reports a 

preference for this as well and many businesses electing for all practical training and assessment to 

carried out at the workplace.  When this isn’t available employers are left with the option of in-house, 

non-accredited training.   

12. How could successful work-integrated learning programs in your sector be expanded? 

The Food, Fibre and Timber Industries Training Council supports increased workplace delivery but suggests that 
this be combined with increased support from RTOs in areas such as literacy and numeracy, pastoral care and 
mentoring.  The RTO has the role of ‘training specialist’ and should be optimising the workplace training 
experience for the student by looking at the progress of each student’s learning, and ensuring that the 
workplace delivery meets the instruction needs of each student.   
 
The removal of employer incentives for Certificate II traineeships has impacted the number of new 
traineeships, particularly in the food industry. The lack of incentives reduces the willingness of employers to 
take on entry level trainees.  Whether this impacts the uptake of higher qualifications in the long run, is yet to  
be seen however it is expected to have some impact. 

13. In which industry sectors and occupations are you expecting to see the strongest employment 

growth and why?  

n/a 

14. Does the employment demand analysis in this Issues Paper align with your expectations of industry 

growth? 

n/a 
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15. What strategies do you think would improve qualification completion rates, particularly in VET? 

It is difficult to comment on student outcomes because of a lack of good data and information.  Further 
research needs to be undertaken that fully captures why students do not complete a qualification, because it 
could be for a number of reasons.  Industry’s preference for skill sets, for example, may illustrate a preference 
not to complete a qualification. 
 
Industry has also provided feedback on the inability to release staff for training and assessment. Again, this 
supports the use of skill sets within the food and beverage industries. 

16. How significant is the use of skill sets, short course targeted training and non-accredited training in 

your sector? 

In 2012, the Training Council surveyed its Industry Advisory Groups to ascertain barriers to employment and 
training.  
 
 Respondents were asked “What types of training would you consider most useful for addressing skills gaps in 
your workforce and how often would you need them?”   56% of respondents said that they would have a 
regular and/or frequent need for on-the job skill set for new job entrants and 59% said that they would 
consider industry workshops.   
 
In 2012 the Training Council also surveyed a number of Registered Training Organisations (RTOs) and found 
that over 56% of RTOs in the Food, Fibre and Timber Industries stated that they saw an increased market 
need for Skill Sets. 
 
Skill sets need to be funded in the same way as full qualifications. 
 
As such, the Training Council is undertaking a research project to identify and develop skill sets, focussing on:  
 

 Technological change – automation; new equipment; process changes due to technology  
 Upskilling/Supervisory/Management skills 
 Occupational Health and Safety 
 Entry level core skills (inductions; work ready; foundation) 
 Regulatory requirements (both state and national) 
 Sustainability/Carbon Farming  

  
 

17. Is the regional delivery of VET and higher education courses meeting the demands of employers 

within regional Australia? 

Limited access to RTOs and qualified assessors for businesses in regional and rural areas is a major barrier to 
skill development.  Generally, the food processing industries have a culture of training on the job.  The distance 
between jobs and associated costs of delivery for on the job training make delivery in many regional areas 
unviable for training providers. 
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From difficulties due to a lack of suitable RTOs as well as the extra pressure of RTO’s being unable to delivery 
training due to “thin markets”.   Currently a number of FFTI sectors are experiencing skill shortages in thin 
market areas and are finding it difficult to source training to meet workforce development needs. 
 
In 2012 the Training Council surveyed a number of Registered Training Organisations (RTOs) and found that 
over 60% of RTOs in the food, fibre and timber industries experience difficulties servicing thin markets.  The 
following table provides a summary of the reasons why RTOs experienced difficulty: 
 

Reason 

Economics RTOs won’t/can’t run a class for low numbers 

Insufficient funding 

Long distances to travel for regional delivery makes training expensive 

Budget constraints 

Current funding model creates barriers 

Expense of setting up and delivery 

Unrealistic expectations of clients on the level of service that can be provided 

Volatile market where small percentages effect numbers 

Impossible to justify delivering to one student in a rural area 

Clients with small workforces find it difficult to let people have the time to complete 
units during normal working hours 

Low class numbers 

Difficult to find any RTO willing to regularly assess for a few trainees 

Higher level existing worker training difficult 

Problems with work experience placements 

Rural and remote where e-learning not wanted and there is lack of quality staff to 
deliver in workplace 

 
 As such, the Food, Fibre and Timber Industries Training Council is undertaking a research project to: 
 

 Investigate opportunities for addressing the training needs of industries identified as priority thin 
markets, including delivery of alternative qualifications and other innovative strategies 

 Identify key stakeholders in the food, fibre and timber industries impacted by difficulties associated 
with training in thin market areas 

 Analyse recent statistics to obtain current training delivery, both institutional and 
traineeship/apprenticeship, of ‘occupations in demand’ and identify RTOs with scope to deliver thin 
market qualifications 

 

18. How effective are migration options in meeting your skills and labour needs? 

 Eligibility criteria for occupations to be included on state and federal skill shortage lists mean that 
shortages in labour and skills are unlikely to be addressed by such mechanisms as skilled and unskilled 
migration programs. 

 Feedback from industry has been that migration options are not understood and that the process and 
bureaucracy associated with it is a major barrier.   
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19. What strategies could be adopted in this sector to encourage greater participation from 

underrepresented groups such as young people, women, Indigenous Australians and new migrants? 

Language, literacy and numeracy (LLN) is a significant barrier to training. This is an important issue because 
although industry needs to meet many regulatory requirements, the number of workers in the industry with 
lower LLN levels is considerable.  The prevalence of CaLD workers in the sector magnifies the issue.  
 
Compounding the problem of a poor industry perception, there is little understanding of the career 
opportunities in the food processing industry.  A general lack of good promotional programs for the industry 
makes this situation worse.  The fact that the industry has a highly variable training culture doesn’t help. 
 
Strategies to encourage younger people into the workforce are vital to the sectors.  However, there are few 
VET in school (VETiS) programs offered, with the exception of Aquaculture and Wine.  While Aquaculture is 
popular with young people there is concern about the quantity of employment prospects in the industry 

20. Why do you think some occupations (e.g. agricultural support services) are attracting workers from 

these underrepresented groups? 

In a 2011 FFTITC survey respondents were asked to indicate reasons why employees are attracted to the 
industry.  Reasons included lifestyle, flexible working hours/shift work, the attraction and enjoyment of 
working with food and the availability of entry level work.  Whether this is the reason that some occupations 
are attracting workers from underrepresented groups, it can't be said. 

21. In your sector, are there any critical jobs where there are skills and/or labour shortages?  

See attached.  (This is an excerpt from our recent Industry Workforce Development Plan 2013-2014) 

22. In which occupations are employers experiencing difficulty in recruiting workers? 

See above 

23. Do the workforce development initiatives currently operating in your sector support good skills 

development? What are the gaps in service provision and areas of duplication? 

No.  Industry is not using the VET system to any significant extent.  There are several reasons for this, 

including: a lack of knowledge/familiarity with the VET system, lack of funding to support existing 

worker skill development and industry sees little perceived value in full qualifications.  The lack of 

funding for entry level skill sets is an issue for industry and prevents businesses starting the journey of 

up-skilling staff.  

24. How could the National Workforce Development Fund better support the food and beverage industry 

to lift productivity? 
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Recently, The Food Fibre And Timber Industries Training Council partnered with Agrifood Skills Australia to 
promote and develop potential submissions for the National Workforce Development Fund.  Considerable time 
and effort was spent liaising with industry and in particular those rooms that had potential ideas. A submission 
writer was provided to industry to assist them in developing their proposals. However there were many 
barriers in getting the projects to submission stage. 
 
The main barriers within this project were: 

 The tight timeline (enrolments had to be confirmed by June 30); 

 The gap in training funding; 

 Guarantee from associations and members for the gap in training costs; 

 Letters of support (did not want to commit to any guarantees in writing in a project that wasn’t 
identified fully); 

Some of the Associations had only just received funding to do their own training and skills needs analyses so 
were unable to identify the qualifications or skills sets they required for their projects;  
 
In terms of the Innovative projects, the distinction between training and research were clearly defined 
however there was no provision or acknowledgement for research to provide the foundation for the training.   
 
At the end of the project it was unfortunate that no applications were put forward to the Department of 
innovation.   
 
A report was provided to Agrifood Skills Australia outlining the barriers and also presenting some 
recommendations. 
 
The recommendations included: 

 The Fund includes provision for SME’s to access workforce development planning tools/consultative 
processes. Therefore the Fund becomes a two pronged model with access to training funding only 
being provided once the WDP’s are completed.   

 The Fund includes financial provision within the model for the Participating Organisations to research 
training programs/surveys etc for Associations on behalf of their members in SNA’s.  ie – that thought 
be given to other aspects of industry representation rather than just enterprises. It must be noted, that 
the majority of these organisations may need to bring in expertise (at a cost to them) to assist them in 
identifying their skill needs.   

 That the various levels of co-contribution from enterprises be reviewed, particularly in reference to 
SMEs.  The current level of 33% is excessive to most small businesses and is a major barrier.   

 RTO’s are left out of the application and quote only on training.  PO’s should be encouraged financially 
to project manage their own training programs so that it becomes an intrinsic cultural shift for the 
organisation to keep training as part of their overall business operations. 

 
 

25. What mechanisms could be introduced to support a more coordinated approach to workforce 

development? 

Industry associations and small business development centres should be encouraged to take a 

greater role in building workforce development capacity in industry.  Businesses that would have 
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benefitted from initiatives such as the National Workforce Development Fund were not able to access 

the services of workforce development professionals that could assist applicant businesses with 

workforce development planning and implementation.  As with workplace trainers, there is a shortage 

of qualified and experienced workforce development practitioners.     

26. Given the high proportion of food and beverage businesses located in regional Australia, what 

strategies could be used to promote a cluster-based workforce development approach? Are there 

regions or sectors where this would not be appropriate? 

Cooperation between enterprises has always been difficult due to the competitive nature of the industry. For 
industry to get together and identify their training needs and have a solution developed that would suit all 
enterprises would be very difficult. 
 
In Western Australia, industry associations promote skills and workforce development solutions. However 
these industry associations are resourced at very different levels with some of them having volunteer staff and 
others having formal boards and paid staff. Proactive industry associations would like to increase their 
involvement in these areas however generally are unable to due to a lack of resources.  
 
So if industry associations are finding it difficult using their influences to promote skills and workforce 
development it will be very difficult for anyone to use a cluster-based workforce development approach 
effectively.   

27. How can the food and beverage industry be supported to increase its investment in language, 

literacy and numeracy training for its workforce? 

Business could be better supported by taxation incentives for training in LLN.  The receipt of 150% 

human capital development taxation rebate on LLN training and support expenditure would be a 

simple and effective means of supporting increased investment.  The wider social benefits of 

increased LLN far outweigh the relatively small taxation costs. 

Any other comments on this Issues Paper? 
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