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FOREWORD 
 
The Food, Fibre and Timber Industries Training Council of Western Australia has three core functions: 
to provide a leadership role in promoting training to industry, to support innovation and workforce 
development, and to provide forward looking advice to State Government on the training needs and 
priorities of industry in Western Australia.   
 
In 2010 the Department of Training and Workforce Development developed Skilling WA – A workforce 
development plan for Western Australia.  Skilling WA outlines a number of key issues impacting on the 
development of the State’s workforce.  Analysis of these issues led to the development of five strategic 
goals: 

Strategic goal 1 
Increase participation in the workforce particularly among the under-employed and 
disengaged, mature-aged workers, Aboriginal and Torres Strait Islander and other 
under-represented groups. 

Strategic goal 2   
Supplement the Western Australian workforce with skilled migrants to fill 
employment vacancies unable to be filled by the local workforce and address those 
factors which support a growing population 

Strategic goal 3 
Attract workers with the right skills to the Western Australian workforce and retain 
them by offering access to rewarding employment and a diverse and vibrant 
community and environment to live in. 

Strategic goal 4 
Provide flexible, responsive and innovative education and training which enable 
people to develop and utilise the skills necessary for them to realise their potential 
and contribute to Western Australia’s prosperity. 

Strategic goal 5 
Plan and coordinate a strategic State Government response to workforce 
development issues in Western Australia. 

 
The following Workforce Development Plan is the Food, Fibre and Timber Industries contribution to 
achieving the strategic goals outlined in Skilling WA. 
 
The Workforce Development Plan is the result of comprehensive research undertaken by the Training 
Council.  It identifies workforce development needs of our various industries and outlines strategies 
to improve industry’s ability to attract and retain workers, while ensuring the required workforce skills 
are available for industry to remain competitive and develop to its full potential.   
 
We commend this Plan to you and look forward to achieving a highly skilled Western Australian 
workforce. 
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Overview 

Issuing Authority 

This plan is issued under contract between the Department of Training and Workforce Development 
and the Training Council in accordance with the requirements of Schedule 2 of the Service Agreement 
and is maintained by the Training Council.  

Aim 

The aim of the plan is to outline industry workforce development trends, strategies and actions that 
provide high-level advice to the Department to inform future strategic directions and Skilling WA – A 
Workforce Development Plan for Western Australia. 

Objectives 

The objectives of this plan are to provide the Department with:  

a Profiles for industry portfolios for the Food, Fibre and Timber Industries Training Council 
such as: 

I. Primary 

II. Light Manufacturing 

III. Forestry 

IV. Food and Beverage 

b High-level state and national industry data and forward projections in regards to: 

I. Economic trends and impacts on workforce planning; 

II. Current and future labour market modeling consistent with information provided 
for the development of the State Priority Occupation List (SPOL); 

III. Regional variations that may affect workforce planning; 

IV. Training and education including VETiS; 

V. Industry critical aspects that may impact on future planning. 

c Identification of issues that impact on State Workforce Planning and that inform and are 
linked to Skilling WA strategies.   

 

These objectives are established so that effective development of workforce planning in regions and 
at State level can occur. 
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SECTION 1 EXECUTIVE SUMMARY  

Industry Sectors and Training Packages 

Food Fibre & Timber Industries Training Council 

Industry Sectors Training Packages 

(a) Light Manufacturing 

 

• MSF Furnishings 

• LMT07 Textiles, Clothing and Footwear 

 

(b) Forestry 

 

• FP11 Forest and Forest Products 

• FPP10 Pulp and Paper Manufacturing  

 

(c) Food & Beverage • FDF10 Food Processing 

• MTM11Australian Meat   

• SFI11Seafood Industry  

 

(d) Primary • AGF07Agri-Food  

• AHC10 Agriculture, Horticulture and 
Conservation and Land Management 

• ACM10Animal Care and Management 
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Fast Facts 
Light Manufacturing 

The Light Manufacturing Industry includes three major sectors: furnishings; textiles, clothing and 
footwear (TCF); and laundry and dry cleaning.  

Strategic environment 

• Sectors combined employ more than 11,000 people   
• Predominantly small business located in the metropolitan area, with a number of 

businesses spread throughout the major regional centres 
• It is estimated in 2010/11, there were 4392 businesses operating within the Light 

Manufacturing Industry, 66% of businesses are owner operated, 31% employ less than 
20 staff and 3% employ between 20 and 199 workers 

• The Industry contributes approximately $1.38 billion to the State’s economy   
• Less than 40% of those employed in the  Industry hold a post-secondary qualification  
• In the TCF sector 34% are qualified, in the laundry and dry cleaning sector 29%, and in the 

furnishings sector 52% hold post-secondary qualifications 
• High levels of non-completion in trade qualifications (51.9% in 2007) 
• Under representation in the older age ranges in the Furnishings sector due to relatively 

high degree of manual labour involved and the trend towards tradespersons steadily 
leaving the industry 

• The laundry and dry cleaning sector is characterised by large numbers of older workers 
• Operates in a highly competitive environment and is heavily affected by: reductions in 

tariffs, value of the Australian dollar, and increased overseas competition from nations 
with much lower labour costs 

• Increase in mining activity in the State’s north and south creates significant workforce 
challenges for business, particularly in trade related areas 

• Concern that Australia’s focus on mining could result in narrowing of the nation’s 
manufacturing base 

• Increasing use of social media  
• Many TCF businesses continuing to produce designs overseas 
• Movement away from shop fronts to on-line sales and warehousing 
• Introduction of new technologies 
• Introduction of Design Led Innovation concepts to improve domestic and global 

competitiveness 
• Development of STEM skills to implement innovation 

 

Labour and skills needs 

• Sewing Machinists (in particular Sample Machinists in boutique and small run 
manufacturing ) 

• TCF Mechanics 
• Pattern Makers 
• Drycleaners and Pressers 
• Cabinet makers 
• Wood machinists 
• Upholsterers 
• Floor finishers 
• Furniture finishers 
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• Glaziers 
• Glass production machine operator 
• Interior Designer (Kitchen and Bathroom) 
• Production Manager (Manufacturing) 
• Vocational Education Teachers – Light Manufacturing  
• Industrial sewing machinists/Canvas goods fabricator 
• Post trade skills in business management, furniture design, supervisory skills, CNC, CAD, 

new technology 
• Skill development programs that provide upskilling in clothing alterations, Central Batch 

Washers, intellectual property protection laws 
 

Issues, barriers and opportunities 
• Introduction of competitive manufacturing concepts and training across sectors 
• Management and leadership training 
• Increasing focus on ethical and sustainable practices 
• Attracting and retaining staff across all levels 
• Improving career path opportunities  
• Skill development programs that provide upskilling post qualification 
• Innovative delivery methods that focus on developing skills on the job and that address 

thin/regional markets 
• Increasing participation from underrepresented groups through targeted skill 

development programs 
• Promoting workforce development strategies, other than training, to assist retention and 

attraction 
• Competition for labour (mining labourers earn 25% more than higher qualified wood 

trade workers) 
• Encouraging apprentices to complete training  
• Innovative delivery methods to address thin markets 
• Increasing participation from underrepresented groups through targeted skill 

development programs 
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Forest and Forest Products 

Comprises forest growing and management, harvesting and haulage, sawmilling and processing, 
timber manufactured products, wood panel and board production, timber merchandising 

Strategic environment 
• Approximately 5,500 people employed across the state 
• In 2010/11, there were 2411 Forest and Forest Product businesses operating.  It is 

estimated 79% of these are non-employing operations mainly in the Forestry and logging 
sector where independent contractors are prevalent, 18% employ less than 20 workers 
and 3% employ between 20 and 199 workers another 6 businesses employ 200 or more  

• Forestry activity predominantly located in Great Southern and South West 
• Timber manufactured products sector located in the metropolitan area, with a number 

of businesses spread throughout the major regional centres 
• Estimated that the forestry industry delivers economic benefits to the state of up to one 

billion dollars annually 
• In 2009-10, the total value of forest products exported from WA was $328 million, a 

further $104 million worth of log production was delivered to local sawmills and 
processing centres 

• Key industry that naturally captures and stores carbon – forests and wood are renewable 
‘carbon sink’ resources 

• Suffers from lack of supportive government policy and community opposition 
• Low ongoing investment in the industry  
• Industry faces challenges from significant volumes of cheaper imports 
• Industry experiences ongoing structural changes affecting Australian economy and local 

communities 
• Increase in mining activity in the State’s north and south creates significant workforce 

challenges for business  
• Strong training culture with high levels of on- the-job and certificate level training across 

the sectors  
• Over 40% of employees in the Timber Manufacturing sector hold post-secondary 

qualifications compared with 24% in the Forestry Operations sector 
• Introduction of new innovative management principles to improve productivity and 

industry competitiveness.  

Labour and skills needs 
• Logging plant operators 
• Forestry workers 
• Vocational Education Teacher – Forestry 
• Production Manager (Forestry) 
• Forester 
• Log Truck Drivers 
• Skill development programs in areas such as fire management and awareness, new 

machine technologies 
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Issues, barriers and opportunities 
• Aging workforce and difficulty in attracting new people into the industry  
• Management and leadership 
• Strong training culture within the industry 
• Improving career path opportunities  
• Skill development programs that provide upskilling  
• Innovative delivery methods that focus on developing skills on the job and that address 

thin/regional markets 
• Increasing participation from underrepresented groups through targeted skill 

development programs  
• Promoting workforce development strategies, other than training, to assist retention and 

attraction 
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Primary Industry 

Comprises rural production, horticulture, conservation and land management and animal care and 
management 

Strategic environment 
• Over 17,100 primary industry related enterprises; over 300 veterinary services, mostly 

metropolitan.  
• Comprises 100 million hectares of farms and 28 million hectares managed by Department 

of Parks and Wildlife (DPaW) 
• Agriculture Gross Value Production of $6 billion, Over 16  million visits to DPaW managed 

lands and waters, WA pet care industry is worth well over $450m 
• 80% of agriculture production is exported, in addition, WA also exports its world leading 

expertise in areas such as dryland farming 
• Strict quarantine requirements ensure WA is one the most pest and disease-free 

agricultural production areas in the world  
• Variable training culture – lowest in rural production, medium in horticulture/Animal 

Care and Management (exception being Veterinary with a considerable higher AQF level 
training) and strong in Conservation and Land Management (CLM) 

• Increased resources activity creates significant workforce development challenges for 
business 

Labour and skills needs 
 

• Dairy cattle farmer 
• Horse breeder 
• Agricultural engineer 
• Agricultural consultant 
• Agricultural scientist 
• Apiarist 
• Conservation officer 
• Park ranger 
• Pet groomer 
• Beef cattle farmer 
• Vegetable grower 
• Gardener (general) 
• Arborist 
• Mixed crop farmer 
• Pig farmer 
• Greenkeeper 
• Nurseryperson 
• Grain, oilseed or pasture grower 
• Turf grower 
• Wool classer 
• Agricultural and horticultural 

mobile plant operator 
• Mixed livestock farmer 
• Landscape gardener 
• Shearer 

• Veterinary nurse 
• Poultry farmer 
• Sheep farmer 
• Mixed crop and livestock 

farmer 
• Fruit or nut grower 
• Agricultural technician 
• Zookeeper 
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Issues, barriers and opportunities 

• Attracting and retaining staff at all levels 
• Ageing workforce 
• High and increasing reliance on a variously skilled transient workforce 
• Hardly any specific industry skill shortage areas that qualify for skilled migration 
• Thin markets, regionally dispersed  
• Availability of experienced trainers willing/able to deliver in the work place 
• Funded entry level skill set delivery is crucially important 
• Strong need for comprehensive and effective education, training and extension programmes 

prior and following introduction of Carbon Farming Initiative 
• Physical nature of worker restricts access to some employee groups 
• Very hard to access experienced trainers willing/able to deliver in the work place 
• Remoteness of some work can reduce attractiveness 
• Seasonality of some work can affect worker attraction 
• Existence of some CLM roles and organisations is dependent on government funding 
• Regionally dispersed workforce increases costs of on-site training delivery    
• There is an increasing participation of indigenous trainees in CLM 
• High attrition in veterinary nurses during training.  Retention issues with young veterinary 

nurses leaving industry to start families 
• Need for refresher training to both re skill and increase re-attraction of veterinary nurses  
• Unregulated dog training industry impacting on quality of service delivery 
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Food and Beverage 

Comprises food and beverage processing; meat processing and seafood production 

Strategic environment 
• Represented by over 1700 manufacturing and processing companies and 1600 non-

processing seafood businesses 
• Employs approximately 25,000 people  
• Over 50% of WA’s medium and small scale food processing operations are regionally based. 

Meat processors primarily based in South West and metropolitan area.  Seafood industry 
operates around WA coastline and has a large number of small businesses.  Medium to large 
business involvement in processing, trawl and some aquaculture businesses 

• Processing and manufacturing accounts for about 14% of WA manufacturing with a turnover 
of $5.5 billion 

• Processed food total export value of $689 million; total meat production value $1.2billion.  
Meat export value $443million.   Seafood production $296 million of which 86% is exported.  

• WA is a established supplier to Asian region 
• Exports have been impacted heavily by the high $A  
• Processing sector is highly regulated 
• Variable training culture – trade sectors such as baking and meat are more active  
• Abattoirs very affected by low stock numbers which will take time to rebuild  
• Increased mining activity creates significant workforce development challenges for business  
• Proposed federal marine park policy severely threatens seafood industry 
• Increased offshore oil and gas activity impacts workforce development; especially as a result 

of close competency alignment and geographic proximity  

Labour and skills needs 
• Meat inspector 
• Food technologist 
• Environmental health officer 
• Butcher or smallgoods maker 
• Slaughterer 
• Baker 
• Meat boner and slicer 
• Fishing hand 

 

Issues, barriers and opportunities 

• Attracting and retaining staff at all levels.  Highly skilled staff harder to source 
• Increasing reliance on a variously skilled transient workforce 
• Industry is finding justification of recognised, accredited training increasingly difficult 
• Businesses who can afford automation to overcome issues of labour and skills shortages  are 

doing so at an increasing rate 
• Some roles are physically demanding hence limit opportunities for some underrepresented 

groups 
• Availability of experienced trainers willing/able to deliver in the work place is a barrier 
• Skill set delivery is important, particularly for transient workers  
• Literacy and Numeracy support necessary to meet regulatory requirements 
• Forecasted increase in resources sector activity in Southern  / South west region will present 

significant attraction and retention issues 
• Broad range of training and delivery required, much of which is outside of apprenticeships 
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• Skill set delivery required to cater both for increasing transient worker base as well as vertical 
career pathways beyond trades  

• Attracting and retaining staff across all levels 
• Majority of operators SMEs 
• Improving career path awareness and opportunities 
• Skill development programs that provide up-skilling  
• Thin markets, often regionally dispersed  
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WORKFORCE DEVELOPMENT DRIVERS 
Light Manufacturing 

Key Drivers 
IbisWorld (2011) identifies a number of key drivers of activity in the light manufacturing industries:  

• Demand from accommodation, cafes and restaurants 
• Demand from alterations and repairs to housing and buildings  
• Demand from department stores and clothing retailers 
• Demand from hospitals, nursing homes and mine sites 
• Demand from housing and non-residential construction 
• Import duties on apparel manufacturing 
• Real household disposable income 
• Real household disposable income 
• Total labour force (growth in uniform rental and laundering) 
• Trade-weighted index. 

Climatic variability and Environment 
• Environmental considerations across all sectors of light manufacturing are seeing businesses 

embrace new standards of sustainability in terms of quality, energy efficiency and water 
saving.   

• The furniture industry is actively promoting high design furniture products using native 
timbers along with the forest and forest products sector promoting timber as a sustainable 
resource that captures and stores carbon. 

• Laundries are moving away from labour-intensive washer extractors towards more efficient 
batch washing machines.  For large operators logistic solutions are becoming increasingly 
important for servicing major clients including special requirements for resource and mining 
operations.  

• Dry cleaning businesses are increasingly offering on-line services and installing more efficient 
machinery with reduced cycle times.  Due to changes in fashion and clothing material, wet 
cleaning is predicted to lead to a new growth cycle for dry cleaners. 

Labour and Skill Needs 

• Almost all sectors of the light manufacturing industry find it difficult to attract and retain 
permanent employees. 

• There is a general need to educate and encourage young people into the industry. Industry 
suggested promoting the industry to schools including Trade Training Centres, primary 
schools, and schools undertaking manual arts programs. 

• The industry has low levels of understanding regarding workforce development strategies and 
requires building business capability in industry for workforce development.   

• The light manufacturing industry requires skills in new technologies (CNC & CAD), new 
Australian Standards for insulated glass units, clothing repairs and alterations, supply chain 
management, supervisory skills, sustainability skills, management, leadership, and pre-
employment programs for migrant workers. 

  

Industry Workforce Development Plan 2015/16 Page 18 of 136 



Forestry 

Key drivers  
• Demand from logging – downstream demand generated by wood and paper product 

industries. 
• Economic growth – indirect effect on the performance of the industry through its impact on 

downstream wood and paper products industries including residential and commercial 
building and construction, domestic manufactured furniture, timber re-sawing and dressing. 

• Legislative compliance – such as Forest Management Plan, Illegal Logging Bill, Australian 
Forestry Standards (IbisWorld 2011), Forest Operator Licensing System (FOLS). 

• Systems and technology – advancements in technology affecting breeding and cultivation of 
trees. 

Climatic variability and Environment 
• IbisWorld (2011) suggests increasing restrictions on access to native forests will prompt 

growth in forest plantations as an alternative source of timber supply.   
• Offsetting carbon via forests is likely to become a key activity for the industry resulting in an 

expansion of Agroforestry. 
• Environmental considerations – changing environmental concerns such as reduced soil 

erosion, salinity control and carbon sequestration.   
• There has been a sudden increase in the demand for skills in sustainable work practices.  

Carbon capture, environmental resource management, and energy and material efficiency 
are factors across all sectors of the industry, as is the use of biomass technologies to produce 
electrical energy for communities. 

Labour and Skill Needs 
• Forestry is a major industry in the South West and Great Southern regions of Western 

Australia.  Activities range from tree planting to harvesting, log truck driving to fine furniture 
making. 

• The industry is experiencing an ageing workforce and has difficulty attracting new and 
younger workers.  Hiring younger people is reportedly becoming very difficult due to 
unrealistic expectations about the industry. 

• Due to the diversity and location of the industry, skill development programs are difficult for 
employers to access.  Auspicing has been successfully used within the industry with the 
majority of the training being performed “on the job” and being auspiced by an RTO. 

• Salary competition and attractiveness of another industry are common reasons given by 
businesses that have difficulty recruiting and retaining key staff.  This is primarily due to 
increases in economic activity in the resources sector where there is a corresponding drain 
on the availability of local and experienced staff. 
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Primary Industries 

Key Drivers 
• High population growth will see continue to increase demand for food, which will in turn lead 

to higher demand for farm products. 
• The market drivers are commodity (grain and meat) prices 
• Western Australia has significant advantages as an exporter of horticultural products, 

including: 
o counter season production to the northern hemisphere; 
o a reputation for supplying safe, quality assured products; 
o diverse climatic regions ranging from  a temperate climate in the south to sub-tropical 

conditions in the north.  These conditions support a wide range of crops and create an 
extended production season;  

o strong export culture; 
o short sea freight delivery times to many Asian and Middle East markets; and 
o being a leader in native flower species accounting for around 50% of Australia's cut 

flower exports. 

Labour and Skill Needs 
• The rural production sector is not a high employer except in times of harvest or seeding.  
• Most farms are predominantly run by owner-operators.  63% of businesses are non-

employers. (ABS 2011)  
• Some of the work within the industry is seasonal or of a part-time nature, which could 

inaccurately indicate a low labour industry.  
• The industry is seeking new technologies to increase the efficiency of human output.   
• There have been improvements in farm productivity, better irrigation technologies, increased 

use of precision agriculture and advances in undercover horticulture (i.e. growing fruit and 
vegetables under cover). 

• It is an aging workforce, with in many cases, a critical lack of succession planning will mean 
that many farms may cease production when the farmer retires. 

• Common among most sectors of the primary industry is a shortage of workers capable of 
filling management and supervisory roles.  This is highlighted during harvesting and seeding, 
where a large proportion of the workers are transient and the farm owner does not have 
anyone skilled enough to supervise the temporary workers. 

• 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.  

• All sectors have difficulties in attracting and retaining their workforce.  With a large 
proportion of the industry outside the metropolitan area, there is an issue of limited access 
to Registered Training Organisations (RTOs) because of thin markets.  Individuals and 
enterprises are increasingly looking for flexible (particularly entry level) Skill Sets; however, 
there are concerns that the current funding system does not support this. 
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Climatic variability and Environment 

• Australia’s Emissions Reduction Fund, ongoing Biodiversity Conservation Strategy and 
commitment to improved natural resource management (NRM) are all contributing to an 
increasing demand for workers in conservation and land management.  Similarly, NRM 
capacity is becoming increasingly important in the rural production and horticulture sectors.   

• Around 70% of metropolitan fresh food production occurs in the peri-urban areas of Perth.  
The importance of the integration of production with NRM in these areas is of paramount and 
immediate importance.      

• Sustainability, climatic variability and associated issues of land and water management, 
emissions control and energy management are key focus areas.  

• Biosecurity and the effective management of pre-border, border and post-border risks of 
foreign and local pests and diseases is a significant issue.  Some sectors have introduced 
standards and codes of practices to ensure a high level of biosecurity control.  Mapping of 
these standards to nationally recognised competencies and the development of endorsed 
Skill Sets is currently being undertaken at a national level. 

• As with other primary industries, sustainability and the effects of climate are critical to the 
conservation and land management sector.  Minimising the impact that other industries have 
on the environment and encouraging effective utilisation of water, soil and energy will 
continue to be a major focus of the sector.   

• Changing practices in animal handling and welfare will drive increased need for skill 
development of existing managers and development of existing managers and workers. 
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Food and Beverage 

Key Drivers 
• Work and lifestyle trends such as longer working hours, increased income levels and smaller 

household sizes mean consumers continue to look for more quality convenience foods.  The 
implications for industry include an increase in volume and diversity of pre-cut salads, 
vegetables, and frozen/chilled pre-made meals. 

• Consumer education and awareness of illnesses associated with obesity drives more demand 
for healthy choice alternatives, high food safety standards and product information / 
labelling. 

Climatic variability and Environment 
• Energy prices are a major cost to most food processing companies and forecast increases in 

electricity costs over 2014/15 will exceed savings from the removal of the carbon tax.   
• The food processing industry are high users of water and as such, are investing in new 

technologies to decrease the use of water. 
• Proposed commonwealth marine park planning policy will further restrict access to resources 

and place increased pressure on the production sector. 
• Drought affects the viability of the meat processing sector.    As a result of prolonged drought, 

abattoirs have been adversely affected by low stock numbers.  It will take time for stock 
numbers to rebuild to previous levels. 

Labour and Skill Needs 
• The food and beverage sector has a medium to strong trade focus.  The industry is heavily 

legislated and skill development for the workforce primarily focuses on food safety and 
meeting an extensive list of complex regulatory requirements.   

• Skill shortages in the food processing sector affect the whole supply chain.  Generally, 
processing companies facing intractable labour and skills shortages are faced with two 
options; either close their business or shift operations offshore 

• The effects of labour and skills siphoning to the offshore oil and gas industry is a particularly 
significant issue for the seafood industry. 

• The meat industry reports difficulty recruiting workers at all levels.   
• Thin Markets are an issue for regional delivery.  Training in the regions is challenging due to 

small numbers.  Skill Sets are also often the preferred training product for the industry.  Skill 
Sets are needed by industry to meet both its entry level training needs (which have multiplied 
due to a marked increase in the use of transient labour) and for vertical and horizontal career 
pathways beyond trade level 

• Regional food processing centres have a high proportion of Culturally and Linguistically 
Diverse (CaLD) workers. Many processors (particularly meat works) report that this labour is 
critical.  In turn, the viability of regional processors is vital to the future of many regional 
towns and communities. 
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Summary of Issues Table 
 

Issue Recommended Priority Action(s) Skilling WA Strategy Lead Agency Due Date: 
Industry Capability  - Workforce Development 
There are significant challengers for enterprises 
to become ‘employers of choice’ due to a lack of 
knowledge of workforce development strategies 
and good human resource practice. 
 
The need for job descriptions, recruitment and 
selection procedures, training needs analysis and 
succession planning are critical to ensure ongoing 
business expansion and viability. 
 
There is a general shortage of active business 
planning processes within the smaller, family run 
enterprises.  Many do not have the knowledge 
base required to understand how much it costs to 
operate a business. 
 
The high Australian Dollar is impacting small 
businesses as well as operating in a competitive 
environment.  Businesses require skills to 
increase productivity and to improve work 
processes. 

That the Food, Fibre and Timber 
Industries Training Council continue 
promoting and facilitating workforce 
development strategies through its 
network of Industry Advisory Groups.  
 

Attract workers with the right skills to the 
Western Australian workforce and retain 
them by offering access to rewarding 
employment and a diverse and vibrant 
community and environment to live in 

 Ongoing 

Promote competitive systems and 
processes qualifications across all 
sectors to improve productivity 
 

 Food, Fibre and 
Timber Industries 
Training Council   

July 2016 

For the Food, Fibre and Timber 
Industries Training Council to lobby 
both the state and federal 
governments to provide funding for 
specific workforce development 
activities such as assistance with the 
development of job descriptions, 
human resource policies, training 
plans. 
 

 Food, Fibre and 
Timber Industries 
Training Council   

Ongoing 

 For the Department of Training and 
Workforce Development to facilitate 
strategies to increase business 
capability in industry for workforce 
development, through specific 
workforce development activities, for 
example: 
• To continue to develop the DTWD 

Workplace Essentials website as a 
portal for information and tools on 
Workforce Development  

 Department of 
Training and 
Workforce 
Development  

Completed and 
Ongoing 
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• To continue to support training to 
small businesses in areas of business 
management.   

• To continue to fund the TAE skill set 
for supervisors of apprentices to 
improve the level of training and 
support offered to apprentices 

Attracting and retaining new workers  
 
There is a negative image of some of the 
industries.  There may be perceptions of poor 
employment practices; unattractive work 
environments and unstable employment in 
general.   
 
Careers in the various industries are not as well 
known to young people.  They are perceived as 
perhaps poor career choices with limited 
opportunities for advancement 
 
Many of the industries cannot offer the same 
salaries as other industries, in particular the 
resource sector; therefore there is a ‘crowding 
out’ effect.  
 
VET in School programs are not providing all of 
the industry with prospective young employees.  
Some programs do not adequately prepare 
students for the workplace.  In some sectors, 
especially the food sector, schools offer limited 
programs. 
 
 

    

To promote appropriate qualifications 
for delivery in schools that lead to 
pathways within the Food, Fibre and 
Timber Industries.   

 Food, Fibre and 
Timber Industries 
Training Council   

Ongoing 

Skill Sets 
Full qualifications are often not attractive to 
industry.  The delivery of Skill Sets rather than full 
qualifications has been suggested as a key 
training solution to address a number of 

Through the industry advisory group 
network, establish projects as required 
to develop Skill Sets.  Areas to look at 
are: 
• Supervisory/Management skills 

Provide flexible, responsive and innovative 
education and training which enables 
people to develop and utilise the skills 
necessary for them to realise their 

Food, Fibre and 
Timber Industries 
Training Council   

Ongoing 
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workforce development needs.  This includes 
post trade skills in new technologies, supervisory 
skills, sustainability skills, and pre-employment 
programs. 
 
Also needed are on-the-job Skill Sets for new job 
entrants 
 
This has emerged in many sectors, but in 
particular the Agrifood industries as a result of 
the increasing reliance on transient labour. 
 

• Occupational Health and Safety 
• Entry level core skills 
• Regulatory requirements 
• Sustainability/Carbon Farming 
 

potential and contribute to Western 
Australia’s prosperity. 

For the Food, Fibre and Timber 
Industries Training Council to continue 
to lobby both state and federal 
governments for Skill Sets to be funded.  
The Skill Sets should be able to be 
delivered independently without the 
need for associated qualifications.   
 

 Food, Fibre and 
Timber Industries 
Training Council   

Ongoing 
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Decreased enrolments and subsequent creation 
of Thin Markets 
The Food, Fibre & Timber Industries are made up 
of a large numbers of smaller industries:  
 
Light Manufacturing sector includes floor 
coverings, furniture/cabinet making, soft 
furnishings, picture framing, dry cleaning, 
laundry, and Textile, Clothing and Footwear (TCF) 
Mechanics.  
 
Over the last 3-4 years, enrolments in both 
employment based training (apprenticeships and 
traineeships) and institutional delivery has 
decreased in many areas under the coverage of 
the Food, Fibre and Timber Industries Training 
Council.   
 
This has resulted in the creation of thin markets.   
 
The Training Council survey of RTOs (FFTI, 2012) 
found that 80% of RTOs operating in the light 
manufacturing sector experienced difficulties 
servicing thin markets 
 
This makes training provision difficult due to a 
shortage of skilled trainers and the high costs of 
delivering to small groups.  Regional training also 
suffers due to lack of financial support to deliver 
to regional and remote destinations. 
 
With a large proportion of the industry outside 
the metropolitan area, there is an issue of limited 
access to Registered Training Organisations 
(RTOs) because of thin markets 
 

To facilitate implementation of the 
recommendations under “Business and 
Industry” from the report: 

Thin Markets – Improving workforce 
development opportunities in thin 
markets of the Food, Fibre and Timber 
Industries. (Published June 2015) 
 
 

Provide flexible, responsive and innovative 
education and training which enables 
people to develop and utilize the skills 
necessary for them to realize their potential 
and contribute to Western Australia’s 
prosperity. 
 

Food, Fibre and 
Timber Industries 
Training Council   

July 2016 
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State Priority Occupation List (SPOL) 
The Department relies heavily on the State 
priority occupation list, which is an annually 
produced list of skilled occupations in high 
demand or considered industry-critical in 
Western Australia.  This list influences investment 
in skills development as well as the State Skilled 
Migration List with Priority 1 & 2 occupations only 
being considered for both funding and migration.   
Eligibility criteria for SPOL which are heavily 
weighted on total employees and employment 
growth effectively preclude many food, fibre and 
timber industry occupations from being 
considered for inclusion as Priority 1 or 2 
occupations.  The reliance on outdated, unwieldy 
and inaccurate ANZSCO coding which matches 
poorly with census employment statistics further 
compounds this problem. 
Also, in both the State and National Skill 
Migration List, there are very few occupations 
available for Skilled Migration.  

To improve quality of information 
provided to DTWD to influence priority 
status of key occupations in demand 
 

 Food, Fibre and 
Timber Industries 
Training Council   

Ongoing 
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SECTION 2 METHODOLOGY 

Methodology 
Combinations of qualitative and quantitative methods were used to determine the training and workforce 
development needs of the food, fibre and timber industries in Western Australia.   
 
Quantitative Methodology  
In addition to an analysis of Australian Bureau of Statistics data to gain a demographic overview, a 
literature review was conducted to identify environmental factors impacting on the industries.  For 
example, changes in government policy, industry specific trends, and new technologies.  Reports were also 
obtained from IBISWorld, a leading research agency which provides current business and industry 
information.   
 
Qualitative Methodology 
The Food, Fibre and Timber Industries Training Council have eight (8) Industry Advisory Groups.  
Representation on these groups includes Industry Associations, Employers, Unions and Registered Training 
Organisations (RTOs).  The groups cover: 

• Animal Care & Management 
• Food & Beverage 
• Furnishings 
• Forest & Forest Products 
• Horticulture & Conservation and Land Management 
• Rural Production 
• Seafood 
• Textiles, Clothing, Footwear and Allied Services 

A database is established for all of these groups and this is used to disseminate surveys and information. 
Industry Advisory Group meetings are also held quarterly.    
 
To determine the barriers to employment and training in the food, fibre and timber industries, two 
detailed workforce development surveys were developed and administered to stakeholders in each of the 
industry sectors.   
 
The survey contained questions which included general domains of questioning such as industry sector, 
location of business, employment, training activity, job vacancies and recruitment experiences.  The survey 
was administered to over one-hundred and fifty industry personnel, including Registered Training 
Providers, either over the phone, on-line, or in a one to one interview situation.  
 
In 2014, the Food, Fibre and Timber Industries Training Council were asked by the Department of Training 
and Workforce Development to provide input into the review of the Skilled Priority Occupations List.   This 
involved a formal survey of the Training Council’s stakeholders utilising a series of questions set by DTWD.  
Information obtained on critical occupations were then submitted to DTWD as well as updated in this 
document.    
 
To supplement the above activities, qualitative information was obtained from industry through site visits, 
Strategic Industry Planning meetings, sector specific Industry Advisory Group meetings, and Board of 
Management meetings.  These meetings provide a rich source of industry intelligence derived from 
discussion of topical issues relating to industry training activity. Information was also gathered from 
specific project work performed by the Training Council. 
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SECTION 3 INDUSTRY PROFILE 

Overview of the Light Manufacturing Industry  

Industry Analysis 

The light manufacturing industry includes three major sectors: furnishings; textiles, clothing and footwear; 
and the laundry and dry cleaning sector.  The sectors combined employ more than 11,000 people (ABS 
2011)1 and contributes approximately $1.38 billion to the State’s economy (ABS 2011).  
 
The industry is made up predominately of small 
businesses undertaking the following key activities:  

• Clothing alterations 
• Clothing production and design 
• Digital embroidery 
• Floor coverings 
• Footwear production and repair 
• Furniture/cabinet making 
• Glass and glazing 
• Interior design and decoration 
• Laundry and Dry cleaning operations 
• Mattress and base making 
• Musical instrument making and repair 
• Picture framing 
• Soft furnishings 
• Sewing machine maintenance/repair 
• Stained glass and leadlighting 
• Textile fabrication. 

 
There are approximately 1,347 businesses operating in the Textile, Clothing, Footwear and Allied Services 
sector.  Of these 750 (56%) are owner operated, 524 (39%) employ less than 20 employees, and 70 (5%) 
employ between 20 and 199 workers, see Table 1. 
 
Table 1: Number of TCF and Allied Services businesses by sector by employment size range, 2010-11 

Industry sector Non 
employing 

1-19 20-199 200+  Total 

Natural Textile Mfg 3 3 0 0 6 
Synthetic Textile Mfg 3 3 0 0 6 
Leather Tanning, Fur Dressing, Leather Product Mfg 20 3 0 0 23 
Textile Floor Covering Manufacturing 3 0 0 0 3 
Rope, Cordage and Twine Mfg 6 8 0 0 14 
Cut and Sewn Textile Product Mfg 91 97 10 0 198 
Textile Finishing and Other Textile Product Mfg 36 32 6 0 74 
Knitted Product Mfg 0 3 3 0 6 
Clothing Mfg 212 134 18 0 364 
Footwear Mfg 6 6 6 0 18 
Clothing and Footwear Repair 30 45 3 0 78 
Other Repair and Maintenance n.e.c. 137 56 3 0 196 
Laundry and Dry-Cleaning Services 203 134 21 3 361 
TOTAL 750 524 70 3 1347 

Source: ABS Counts of Australian Businesses, 2012 

1 Numbers employed based on ANZSIC categories assigned to the Training Council by WA Department of Training and Workforce 
Development 
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In the period 2010-11, 180 businesses exited the industry and 140 entered.  This activity mainly occurred 
in the Clothing Manufacturing and the laundry and dry-cleaning services areas in non-employing 
businesses.   
 
In the Furnishings sector there are approximately 3045 businesses operating, see Table 2.  Of these 2145 
(70%) are owner operators, for example wall and floor tilers and carpet layers, 832 (28%) employ between 
1 and 19 people, and 68 (2%) employ between 20 and 199 workers. 
 
Table 2: Number of Furnishings businesses by sector by employment size range, 2010-11 

Industry Sector Non 
employing 

1-19 20-199 200+  Total 

Glass and Glass Product Manufacturing 31 39 12 0 82 
Wooden Furniture and Upholstered Seat Mfg 234 224 30 0 488 
Mattress Manufacturing 0 0 3 0 3 
Other Furniture Manufacturing 15 9 0 0 24 
Tiling and Carpeting Services 1570 386 7 0 1963 
Glazing Services 295 174 16 0 485 
TOTAL 2145 832 68 0 3045 

Source: ABS Counts of Australian Businesses, 2012 
 
The light manufacturing industry is operating in an environment heavily affected by increased overseas 
competition due to a number of factors including reductions in tariffs, value of the Australian dollar, and 
increasing competition from nations with much lower labour costs and government subsidies.   
 
Concerns such as increasing energy costs and long-term sustainability have many small businesses in this 
sector operating in survival mode.  Retailers concerned about their own profit margins, are increasingly 
sourcing imported products which has a negative impact on local manufacturers (MSA 2012).  
 
Despite this there are clear opportunities for Australian manufacturers to produce short runs of highly 
customized products and services that meet specific local and global market needs.  Australia has a clear 
advantage in its ability to compete in these areas as they intrinsically cannot be serviced by mass 
production (MSA, 2014).   
 
Design led innovation (DLI) is a new concept that is gaining traction in the manufacturing sector and can 
be a vehicle to achieving manufacturing competitiveness.   DLI is a framework based on the premise that 
design is an activity that focusses on conceiving and developing a plan for a new or significantly improved 
product, service or system to best meet users’ needs. The DLI framework consists of five core principles, 
Clarity of purpose, Become your market, Be a disruptor, Integrate your business model, and own the change 
experience.  The Australian Design Integration Network suggests that if Australia is to address the 
challenges of the structural economic shifts it currently faces, then DLI principles will need to be 
incorporated throughout education and in industry practice (Bucolo & King 2014).   
 
Manufacturing Skills Australia (2015) notes that the ability to commercialise innovation needs to improve.  
In addition to tax incentives to encourage commercialisation of intellectual property and removing 
approval barriers for new products, development of science, technology, engineering and mathematics 
(STEM) skills are fundamental to driving future manufacturing.  Recent studies have forecasted that 
occupations with high science or maths knowledge will grow at almost double the rate of jobs with low 
science and maths skills requirements.  
 

“along with the ability to innovate, flexibility to work with and implement those 
innovations will also be crucial for business success.  People with STEM qualifications 
also appear to fit this profile, with 71% of employers agreeing that people with STEM 
qualifications are able to adapt to changes in business.”  (Office of the Chief Scientist) 
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IbisWorld (2014) identifies a number of key drivers of activity in the light manufacturing industries:  
• Demand from accommodation, cafes and restaurants 
• Demand from alterations and repairs to housing and buildings  
• Demand from department stores and clothing retailers 
• Demand from hospitals, nursing homes and mine sites 
• Demand from housing and non-residential construction 
• Import duties on apparel manufacturing 
• Real household disposable income 
• Total labour force (growth in uniform rental and laundering) 
• Trade-weighted index. 

 
As indicated in the above list, the light manufacturing industry is strongly aligned with activities in the 
housing industry.  For example growth in the housing sector translates to growth in the furnishings sector 
as new homes and buildings need new furnishings, kitchens, bathrooms, beds, curtains, and window and 
door fixtures.  Similarly when household disposable income is elevated and consumer confidence high, the 
textile clothing and footwear sector will experience high levels of activity.  
 
Over the past few years the Australian economy has experienced restrained growth and a reliance on the 
resources sector.  CCI expects to see a broader investment profile in 2014 and beyond in the WA economy 
with private consumption, housing activity and consumer confidence showing signs of improvement.  CCI 
forecasts dwelling investment will grow by 10 percent in 2013-14 and a further five per cent in 2014-15 
(CCI Outlook, 2013). This predictor coupled with low and steady interest rates should result in improved 
activity for the light manufacturing sector. 

Industry Trends and Technology 
Businesses are continually looking to improve productivity and competiveness through manufacturing 
technologies. New machines such as 3D body scanners, whole garment knitting machines, 3D printers, 
laser cutters, computer numerically controlled (CNC) and computer aided design technology (CAD) is 
progressively being introduced in the furnishings and textiles sector resulting in a short supply of workers 
with skills and knowledge in these areas.  The need to embrace new technologies in VET and up-skilling 
existing workers is a critical priority for manufacturing.  Similarly the laundry and dry cleaning sector has 
undergone significant automation over the years and requires employees with skills in digital and 
electronic technology. 
 
Dry cleaning businesses are increasingly offering on-line services and installing more efficient machinery 
with reduced cycle times.  Due to changes in fashion and clothing material, wet cleaning is predicted to 
lead to a new growth cycle for dry cleaners.  Production scheduling, workflow and customer satisfaction 
are key skills development areas for operators to improve productivity (IBIS, 2011). 
 
Laundries are moving away from labour-intensive washer extractors towards more efficient batch washing 
machines.  For large operators logistic solutions are becoming increasingly important for servicing major 
clients including special requirements for resource and mining operations.  
 
The use of web based sales and marketing techniques is popular across the commercial manufacturing 
sector and the trend from shop fronts to on-line sales and warehousing arrangements opens up a number 
of new business opportunities.  
 
Environmental factors are becoming more important in all areas of chemical, water and energy use. The 
industries report design considerations, the type of materials used, and workplace practices, as directly 
affecting energy efficiency, waste and water consumption. 
 
Despite technology and design advances in the production of plastic and steel, fashion and design trends 
generally favour the long-term use of wooden furniture (IBIS, 2011).  The furniture industry is actively 
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promoting high design furniture products using native timbers along with the forest and forest products 
sector promoting timber as a sustainable resource that captures and stores carbon. 

Labour and Skill Demand 
Most businesses in the light manufacturing sector, excluding textile clothing and footwear, report a drain 
on the supply of labour once large mining projects start.  This is predominantly due to the high level of 
wages offered by mining companies; for example, average weekly earnings for full-time adult employees 
show construction and mining labourers earning 25% more than higher qualified wood trades workers 
(ABS, 2011). 
 
The recent increase in mining activity in the north of Western Australia resulted in an increase in 
competition for labour however with this sector moving out of the construction phase and into operational 
stages, industries will experience an improved ability to find workers which may also result in some 
pressure off wages.   
 
The fallout from the global financial crisis saw a rationalisation of the interior design and decoration sector.  
Currently the sector is experiencing a relatively stable workforce however industry noted a distinct lack of 
qualified designers with one to three years experience.  Upskilling in new computer aided design (CAD) 
technologies, Australian Standards, legislation, and sustainability continue to be key areas of training for 
existing interior designers.   
 
More collaboration between the design and manufacturing sectors of the Light Manufacturing Industry 
has been highlighted as an opportunity for innovation.  Industry has commented on the lack of awareness 
designers have about the manufacturing process, similarly designers note there are missed opportunities 
for product development without collaboration with manufacturers. 
 
In a recent survey (FFTI, 2014) employers reported difficulty in recruiting a number of occupations.  The 
included: 

• Glaziers and Fabricators 
• Wood Machinists 
• Cabinet Makers 
• Floor Finishers 
• Furniture Finishers 
• Upholsterers 
• Interior Designers (Kitchen and Bathroom) 
• Production Managers 
• Curtain and Blind Manufacturing workers 
• Sewing Machinists 
• Clothing patternmaker 
• Alterations specialists 
• Canvas and leather goods worker 
• TCF Mechanic 
• Multi disciplinary designers (TCF sector) 
• Pressers and Dry Cleaners 
• Technical Laundry Operators.   

 
The main reasons provided by industry for the difficulty in recruiting for these occupations include, lack of 
skilled workers, salary competition, perceived lack of career opportunities, attractiveness of another 
industry, and an aging workforce.  Difficult to retain occupations include Cabinetmakers, Wood Machinists, 
Floor Finishers and Dry Cleaners.    
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Regional Impact 
Training in the regions is characterised by a combination of delivery methods including institutional, on 
the job, on-line, and apprentices engaged in block release programs in Perth.  Employers report varying 
degrees of satisfaction with block release programs with several indicating a preference for trainers to 
travel to the regions and conduct training on the job.  Common issues with block release include loss of 
productivity whilst the apprentice is in Perth, no capacity to ‘backfill’ and the cost of travel and 
accommodation.   
 
Based on consultation with industry in late 2012, employers in the Peel, South West and Great Southern 
regions report stable employment conditions with demand for workers meeting supply. However in the 
North West, businesses report using fly-in fly-out workers to meet the installation needs of the kitchen 
and bathroom sector due to a shortage of skilled workers. 

Regulatory Requirements 
Changes are being planned to implement an agreement between all states and the Commonwealth to 
bring occupational safety and health (OSH) into a uniform framework across Australia.  The new model 
Work Health and Safety Regulations have differing requirements from the existing OSH regulations.  
WorkSafe WA has identified 13 areas that will require changes.  One of these areas is High risk work 
licences (HRWL) for the operation of boilers (pressure equipment).  For the Laundry and Dry Cleaning 
sectors this will mean all operators of boilers with an output of between 150 and 500 kilowatts will be 
required to obtain a HRWL.  This will be a crucial area of training for Laundry and Dry Cleaning businesses.  

Gender/ Age Participation 
The furnishings sector is made up of 85% males and 15% females.  Conversely, the laundry/dry cleaning 
sector and the textiles, clothing and footwear sector employs more women, 56% and 65% respectively, 
than men (44% and 35%) (ABS:2011).  It is further noted that the proportion of males to females have 
remained relatively stable since 2006, see Chart 1. 
 
Chart 1:  Furnishings and Textiles Industry sectors by gender, 2006 and 2011 
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Source: ABS 2006, 2011 
 
According to ABS data as depicted in Table 3, females make up less than 2% of the cabinet making 
workforce.  The low participation rate of women in trades is fairly common across all trade areas including 
Glaziers, Floor Finishers, Upholsterers and Wood Machinists.  The Furniture trades have had a number of 
successes with women undertaking apprenticeships in Cabinet Making and Glazing and based on industry 
consultation there is scope for further increasing female participation in the Light Manufacturing trades.  
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Table 3: Number of males/females in Light Manufacturing Industry by occupational group 
Occupational area Male % Female % Total 
Cabinetmakers 2,936 98% 74 2% 3,010 
Canvas and Leather Goods Makers 205 69% 90 31% 295 
Clothing Trades Workers 92 14% 548 86% 640 
Fashion, Industrial and Jewellery Designers 148 35% 274 65% 422 
Floor Finishers 1,027 97% 27 3% 1,054 
Glaziers  1,119 99% 13 1% 1,132  
Interior Designers 166 23% 565 77% 731 
Laundry Workers 309 21% 1188 79% 1,497 
Manufacturers 1,859 80% 472 20% 2,331 
Production Managers 5,693 89% 726 11% 6,419 
Supply and Distribution Managers 2,456 84% 454 16% 2,910 
Textile, Clothing & Footwear Trades Workers nfd 4 33% 8 67% 12 
Upholsterers 246 89% 31 11% 277 
Wood Machinists and Other Wood Trades Workers 404 82% 89 18% 493 
Wood Trades Workers nfd 12 100% 0 0% 12 
Total 16,676 79% 4,559 21% 21,235 

Source: ABS, 2011 Census of Population and Housing 
 
The laundry and dry cleaning sector is characterised by large numbers of older workers, see Chart 2.  This 
is reflective of the high number of workers from culturally and linguistically diverse backgrounds that often 
enter the industry to supplement a household income, as opposed to seeking a long term career. 
 

Chart 2: Furnishings and Textiles Industry sectors by age as a percentage of total sector workforce 
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Source: ABS, 2011 Census of Population and Housing 
 
The under representation in the older age ranges in the furnishings sector may be due to the relatively 
high degree of manual labour involved.  A study commissioned by NCVER identified a distinct pattern of 
people in trade occupations whereby they receive training and enter the workforce by their mid 20’s and 
then steadily exit the occupation.  Conversely, people in professional occupations train and enter the 
workforce by their late 20’s but do not leave in substantial numbers until retirement (Martin 2007). 
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Under-represented Groups Participation 
Industry experiences a drain on the workforce once key mining projects enter the construction stage.  In 
preparing for this challenge key stakeholders are becoming acutely aware of the need to source workers 
from non-traditional pools such as indigenous, migrants, ex-offenders and the long term unemployed. 
 
However results from a recent survey of industry (FFTI, 2012) show a reluctance to employ from 
Indigenous and disability groups in particular.  The survey asked employers if they would be employing 
people from under-represented groups in the next 12 months.  The following table summarises the 
responses.   
 
Table 4: Furnishings and Textiles employment of people from under-represented groups 

Under-represented group Yes Possibly No 
Female workers 19 13 3 
Mature age workers 15 16 3 
Workers from a culturally or linguistically diverse background 9 14 10 
Apprentices or trainees 4 22 9 
Workers with disabilities 0 11 16 
Indigenous workers 0 19 11 
TOTAL 47 95 52 

Source:  FFTI TC Industry Survey 2012 

In 2011 the Training Council asked employers what constraints (if any) they had to employing under-
represented groups.  Generally respondents indicated that skills and being able to do the job were the only 
requirements for employment. One employer indicted that good English communication skills and an 
ability to understand the importance of working safely was paramount.  Interpretation of the results from 
the two surveys indicates scope to facilitate greater employment opportunities through training and 
development of underrepresented groups to meet industry expectations.  
 
In the clothing production sector there is an opportunity to train migrant workers in sewing machining, 
and clothing alternations and repairs.  Discussions with Industry Associations, Migrant Workforce 
Development Centre, the Job Service Networks and a survey of TCF business indicate a willingness to 
participate in projects that train and provide work experience to migrants.  However projects of this nature 
require commitment from a training provider and additional funding to employ a co-ordinator/mentor 
that can drive the project and provide English, language and literacy support.    
 

Major Challenges and Barriers 

Traineeships/Apprenticeships 

There is a general lack of knowledge within industry regarding traineeships.  Generally, the industry is 
either not aware of the incentives available for training or do not understand the system.  This was 
evidenced in a recent industry workforce development workshop where participants rated improving 
partnerships between training organisations and industry associations as the most important way of 
removing barriers to workforce development. 
 
The furnishings sector is characterised by high levels of traineeship and apprenticeship qualifications.  
Many businesses have expressed difficulties with the current system including the cost of training, issues 
of ‘down time’, non-completion rates, and apprentices being non-productive in their first and second year. 
 
Of particular concern to the industry are the high non-completion rates of apprentices. Industry suggested 
that this may be due to the specialising of training and the lack of general skills that would enable workers 
to move across the industry sectors, whilst others expressed concern that the image of the furniture trades 
is low, workers are no longer proud to be an apprentice, and that the low wage rates for apprentices can 
be a deterrent.  
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NCVER (2011) reports that apprentice completion rates vary between industries and can be influenced by 
business economic conditions and individual preferences, and circumstances of apprentices.  The following 
table shows completion rates for contracts of training in three broad occupational groupings. The rates 
have been adjusted to allow for changes in contracts, such as a change in employer.  As indicated in Table 
5 the completion rates of TCF trades workers and Wood trades workers are in decline and well below the 
all occupations average. 
 
Table 5: Furnishings and Textiles individual completion rates  

Occupation (ANZSCO) group 2006 
% 

2007 
% 

393 Textile, clothing and footwear trades workers 52.2 50.0 
394 Wood trades workers 52.0 48.1 
81 Cleaners and laundry workers 64.8 63.9 
All occupations 55.3 55.3 

Source:  NCVER 2011 
 
The Training Council received funding in 2013 from the Australian Government to mentor 120 Wood 
Trades apprentices over 24 months.  The project provided a number of support services to apprentices in 
their first year of training to improve the completion rates, improve the supply of skilled workers in the 
furnishings sector, and increase awareness of career paths in the wood trades.  Apprenticeships included 
in the program are Cabinet Making, Furniture Making, Wood Machining, Flooring Technology and 
Upholstery.  The Wood Trades Mentoring Scheme used face-to-face mentoring methods to support first 
year apprentices in their trade.  Use of social media and phone/email contact was used to ensure ongoing 
contact with the apprentices and to develop a network of wood trades apprentices. 
 
The Wood Trades Mentoring Scheme identified a number of retention issues that affect completion rates 
of apprentices in the Furnishings sector.  They include: 

• Little understanding provided to the apprentice about where he/she ‘fits’ in the business/industry 
• Learning tends to be slow and apprentices become disengaged 
• Responsibilities at work are not clearly articulated to the apprentice 
• Understanding by both employer and apprentice of the award system and workplace entitlements 
• Apprentices have a limited understanding of the challenges employers face 
• Lack of hands on training in the workplace  
• Apprentices would like to see more encouragement to enjoy their apprenticeship. 

 
The Australian Industry Group (AIG) advocates for a number of supports for businesses and improvements 
to the apprenticeship system including: 

• Provision of jargon free information 
• Development of training plans that reflect the workplace 
• Assistance for employers to determine competent performance 
• Better communication to understand the stage apprentices are at 
• Clear procedures for confirming competency on the job (CCI Conference notes, 2014). 

 
Currently businesses are not aware of how an apprenticeship program is modelled and that they are 
entitled to participate in the development of the training plan (ie the selection of units of competency).   
 
In 2013 the Training Council funded Polytechnic West – WA Institute of Fashion and Textiles to review the 
traditional approach to TCF training delivery in order to enable the college to respond differently to 
industry needs.  The research focused on determining the viability of developing a suitable certificate III 
traineeship to addressed skill shortages cited by industry bodies in areas such as high end bridal, sample 
machinists, costume makers and the alterations sector.  
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The research produced: 
• Specific Industry needs analysis pertaining to the skills shortage groups identified  
• Proposed qualifications have been contextualised for specific industry sectors  
• An outline of the delivery mode and facilitation structure expected to be piloted  
• A list of units selected from the National Training Package LMT07 to reflect the skills shortage 

training needs of this targeted industry sector  
• Research the delivery mode options that will be flexible, convenient and innovative to industry 

needs. 
 
The project clearly concluded that representatives of the textile, clothing and footwear industry are highly 
supportive of contextualised training for the current and future workforce.  Further funding is required to 
assist in the development of specific training resources to reflect the emerging technology and 
environmental trends within the sector.  

Thin markets 

The light manufacturing industry is made up of large numbers of smaller industries, for example floor 
coverings, furniture making, soft furnishings, picture framing, piano tuning, upholstery, coopering, musical 
instrument making, stained glass and leadlighting, furniture finishing, dry cleaning, laundry, and sewing 
machine repair and maintenance. This makes training provision difficult due to a shortage of skilled 
trainers and the high costs of delivering to small groups.  Regional training also suffers due to lack of 
financial support to deliver to regional and remote destinations. 
 
Inequitable training resource allocation by RTOs (including equipment) to smaller industry sectors is of 
concern to industry.  The qualification and experience levels of trainers and the allocation of training space 
in large colleges are creating unacceptable barriers for industry training and this in itself has the potential 
to influence enrolment numbers.  
 
The soft furnishings industry experiences a general lack of a 
training culture due to there being no requirement for ‘trades’ 
within the industry coupled with limited training facilities and 
resources. The sector is experiencing an ageing workforce and 
skill shortages are evident in the production and installation 
areas.  There is an urgent need to attract young people into the 
industry and to identify occupational roles and career paths both 
parallel and vertical. Unfortunately the major State Training 
Provider has removed soft furnishings qualifications from scope 
due to low enrolments. 
 
The textile fabrication sector anticipates ongoing activity over the 
next few years and is experiencing a shortage of heavy duty machinists. Regulations surrounding the 
erection of sails are also becoming a key issue for installers. The upholstery sector is reporting low activity 
however, the training (delivered as an apprenticeship), develops skills which could be easily transferred to 
the textile fabrication sector.  Creating broad based training programs are the key to ensure training in 
thin market areas continue.  For example the development of an industrial sewing machinist’s qualification 
that develops skills applicable to upholstery, soft furnishings and textile fabrication.  
 
The Training Council survey of RTOs (FFTI, 2012) found that 80% of RTOs operating in the light 
manufacturing sector experienced difficulties servicing thin markets.   Reasons for the difficulties include: 

• Budget constraints 
• Can’t run a class with small numbers 
• Current funding model 
• Difficult to attend regularly to assess for few trainees 

Industry Workforce Development Plan 2015/16 Page 37 of 136 



• Difficulty of small employers to allow the time needed to complete units and undertake 
course work during normal hours 

• Lack of financial support for regional travel to deliver 
• No real attempt to improve the market 
• Problems with finding work experience placements  
• Very costly 
• Volatile market where small percentages effect numbers. 

 
Given the difficulty servicing thin markets in an environment where government resources are limited, the 
Training Council was advised that the State Training Provider of apprenticeship training in the light 
manufacturing industry removed a number of trade qualifications from scope, they include: 

• Certificate III in Furniture Finishing (French Polishers) 
• Certificate III in Upholstery (Upholsterers) 
• Certificate III in Textile Fabrication (Canvas and sail makers) 
• Certificate III in Flooring Technology (Floor Finishers 
• Certificate III in Furniture Making – Wood Machining (Wood Machinists). 

 
The industry is extremely concerned about the loss of training in WA in the above fields.  Representations 
have been made to the Minister for Training and Workforce Development and the Department of Training 
and Workforce Development with a view to implementing strategies that ensures WA industry has access 
to training in the above trades.   Although training in these trades areas is not available in WA, employers 
and apprentices can continue to enrol in the qualifications and receive training from interstate training 
providers.   
 
A recent study (FFTI, 2015) by the Training Council has identified a diverse range of factors that can 
influence or ‘drive’ the thinning of a VET market.  The ‘drivers’ identified were: 

• The specialization and proliferation of job roles within business and industry 
• Proliferation of training products 
• Training packages and the continual improvement process 
• Flexibility and responsiveness of Registered Training Organisations 
• Level of enterprise and industry workforce planning and training culture 
• Distribution of demand and supply 
• Government policy 
• Market information. 

 
The study recommended a number of strategies to alleviate the impact of thin markets, they included: 

• Identifying, monitoring and managing thin markets through development of Thin Market working 
groups 

• Increasing industry understanding of the VET system and how training could be delivered with 
minimal number of training products or other ‘alternative’ training products such as Skill Sets and 
accredited courses 

• Facilitating better understanding and communication between industry and RTOs of industry 
training needs. 

Management and Leadership 

A key priority for Manufacturing is to develop the workforce with management and leadership skills.  
Improved leadership and management skills are necessary for business to increase productivity, innovate, 
adapt to changing business models and integrate into global supply chains (AWPA 2014). 
 
Australia will see up to 180,000 low-skilled jobs disappear by 2025.  These jobs are being replaced by 
automated processes with workers taking greater responsibility for quality control and operational 
efficiencies.  Deloitte statistics suggest that jobs requiring high-level qualifications will rise by 2.1% to 5.2% 
(MSA 2013). 
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The introduction of automated systems across manufacturing coupled with heightened focus on 
productivity across the Australian economy will mean enterprises will need to become more efficient with 
the use of its human and material resources.  Implementation of workforce development in competitive 
systems and practices is critical along with sound human resource management capability.   

Workforce development capability 

Although the furnishings sector has a strong culture of training due to the establishment of trades, 
generally the wider light manufacturing industry experiences low levels of human resource/workforce 
development systems particularly in smaller family run businesses.  The need for job descriptions, 
recruitment and selection procedures, training needs analysis and succession planning are critical to 
ensure ongoing business expansion and viability. 

Skills sets 

The delivery of Skill Sets rather than full qualifications has been suggested as a key training solution to 
address a number of workforce development needs.  This includes skills in new technologies (CNC & CAD), 
new Australian Standards for insulated glass units, clothing repairs and alterations, supply chain 
management, supervisory skills, sustainability skills, management, leadership, and pre-employment 
programs for migrant workers. 
 
Some sectors of the industry express concern that excessive uptake of Skill Sets at lower AQF levels may 
erode the benefits of achieving a full qualification, and in some cases occupational outcomes may become 
distorted and/or non-existent.  However there is a school of thought that where training is designed in a 
building block format, this may encourage the development of a progressive training culture.  
 
A recent study examined the capacity of Skill Sets to be part of a more flexible skilling solution (NCVER, 
2012).  The research found that whilst current policy limits the flexibility and responsiveness of skills sets, 
there is clear evidence that Skill Sets have the capacity to: capture students who would otherwise be 
unlikely to undertake formal training; improve productivity; provide a pathway to higher qualifications; 
and provide a vehicle for gaining knowledge in a specialised or emerging area.  

Attraction and retention issues 

Almost all sectors of the light manufacturing industry find it difficult to attract and retain permanent 
employees and believe there is a need to improve the perception of the sector by focusing on career 
pathways and highlighting key characteristics of business operations including: energy and water 
conservation, new technology advances, team leadership functions, administering receiving and 
dispatching items, and the opportunity to work on highly technical machinery.  There is also a need to 
promote job outcomes of each qualification; for example Certificate I starting point for most priority target 
groups, Certificate II VETiS, Certificate III entry level, and Certificate IV supervisory level. 
 
Small business operators in the TCF sector find it difficult to release staff for training and in the textile 
fabrication sector are skeptical of the benefits of training as people, once trained, tend to leave the 
industry for higher paying jobs.  Industry suggested investigating a group training scheme that offered 
training and employment across the textile sectors.  This however has its challenges due to thin markets. 
 
There is a lack of progressive training options which has the potential to lead to ineffective workplace 
relations and ultimately retention of staff.  Industry requires delivery of higher level qualifications, and 
online RPL systems across all sectors. 
 
The Training Council is currently working with Canning Coalition and Industry Associations to promote 
careers to students in high schools in the South East Corridor.  The project will deliver a number of 
programs to schools in 2014/15 which will include tours of industry and training provider sites and 
provision of industry speakers. 

Industry Workforce Development Plan 2015/16 Page 39 of 136 



Language literacy and numeracy 

The light manufacturing sector attracts large numbers of students and immigrants from non-English 
speaking backgrounds with low levels of literacy, language and numeracy.   
 
A good command of the English language was identified as a barrier to employment and training, especially 
in high risk sectors where training in occupational health and safety was compulsory, and communications 
between work colleagues essential. 
 
MSA (2014) notes manufacturing skills must be built on a sound based of STEM (science, technology, 
engineering, and mathematics) capabilities and language, literacy and numeracy (LLN) skills which will 
require the provision of additional and ongoing support for VET practitioners.  

Occupational health and safety 

There is a critical need to ensure the entire sector conducts induction programs and ongoing awareness 
workshops that cover occupational health and safety.  The working environment across the light 
manufacturing sector is inherently hazardous. Employees operate industrial machinery including ban saws, 
edging machines, and CNC equipment, handle large sheets of timber and glass, use dangerous chemicals 
and finishes, and work extensively with power tools.  Although occupational health and safety has 
improved over the years, accidents and fatalities still occur and businesses must be forever vigilant in 
ensuring the safety of employees, clients and themselves. 

Innovative training solutions 

Industry experiences difficulty in accessing training that is responsive to its specific needs.  This is due to 
tight funding parameters; for example, cost of delivery that sees rules relating to minimum numbers for 
class sizes and high employer contribution rates.  RTOs need to be funded so that they are able to offer 
training that is relevant to industry, including flexible delivery arrangements and Skill Sets or individual 
competencies that meet industry needs.  Overwhelmingly industry supports institutional based training 
for non trade occupations.  Industry workshops are also considered useful for addressing skills gaps in the 
workforce (FFTI, 2012). 
 
Industry commented that a number of the larger training providers are reluctant to travel to regional areas 
to undertake training and suggest that RTOs should be going to students rather than students travelling to 
RTOs.  There is further concern regarding the assessment strategies of students undertaking e-learning 
and the validity of exercises submitted without strict authenticity checking. 

Variable training effort 

Industry has expressed concern regarding the imbalance between organisations who undertake formal 
training of staff and those that do not.  In a number of cases second year apprentices were reported as 
moving to another employer to finish their training. The employer where they complete the training then 
receives the final completion payment and a skilled worker. Industry regards this as a disincentive to train 
as organisations who limit their investment in training were able to gain the benefit of organisations who 
invested heavily in training.  A number of possible ways to alleviate the practice is suggested, including 
paying the incentive payment monthly and creating an industry training fund. 

Trainers 

A number of responses from Industry and RTOs suggest that a major barrier to training is trainers not 
having adequate skills and knowledge and not providing adequate support to trainees.  A negative 
experience with training has the potential to discourage any future workforce development practices.  This 
issue needs further exploration to understand whether assistance from industry is required, for example 
offering information sessions on new trends and equipment, return to industry schemes.  
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New and Emerging Skills 
Environmental considerations across all sectors of light manufacturing are seeing businesses embrace new 
standards of sustainability in terms of quality, energy efficiency and water saving.  It is hoped there will be 
growing demand for training once Skill Sets in sustainability are rolled out. 
 
Maintaining a competitive edge is essential in today’s manufacturing sector. New qualifications and skills 
in competitive systems and practices are progressively being delivered across the state.  These 
qualifications focus on the elimination of all types of waste beyond physical waste and cost issues.  Training 
in competitive systems and practices provide managers and workers with the tools, knowledge and skills 
for establishing business systems and work practices that support immediate and ongoing improvements.   
 
The textile, clothing and footwear sectors have seen a steady increase in manufacturing operations moving 
to overseas locations.  Value-adding to imported goods is a growth area where enterprise are 
incorporating or expanding services in digital embroidery, fabric printing and clothing alteration. This has 
created opportunities for skills development in supply chain management in a global environment.   
 
New computer numerically controlled (CNC) technology is steadily being introduced across the furnishings 
and textiles sector. The majority of manufacturers are now automated, and employees operate 
computerized machinery rather than hand tools to produce furniture or flat panels (manufactured boards).  
This has resulted in a need to upskill many existing workers in new technologies. 
 
Computer Assisted Drawing (CAD) is also being used for design elements for interior design in the 
furnishings industry as well as pattern making for the fashion industry.  Again, this has resulted in a need 
for up skilling existing workers. 
 
Survey respondents (FFTI, 2012) report a number of emerging issues that will determine workforce needs 
over the next 3 years.  In order of priority they include: labour shortages, manufacturing process and 
techniques, import competition, and consumer demand.  In terms of workforce development, these 
results translate into the need for strategies that see continued training in key skill shortage occupations 
and increased emphasis on innovation, new technology, global markets, promotion and delivery of 
competitive systems and practices qualifications. 
 

Skilled Migration 
The cost and time consuming nature of using migration to fill labour and skills shortages has been noted 
by most industry sectors in the most recent workforce development survey (FFTITC 2014).  This, and a low 
level of industry understanding of skilled migration options limit the use of skilled migrants to fill skill 
shortages. 
 
In this survey light manufacturing industry respondents provided the following feedback about the 457 
migration system: 

• Met my needs (40%) 
• Paperwork was onerous (33%) 
• Confusing (13%) 
• Lengthy Process (53%) 
• Unable to source overseas worker (13%). 
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Occupations in Demand (ANZSCO Code) 
The following table identifies highest priority and priority skill shortages in the Light Manufacturing 
industry. 
 
Table 6: Occupations in Demand – Light Manufacturing 

Occupations in Demand 

ANZSCO6 Occupation Summary 

394111 Cabinetmaker Identified as part of research for the review of the 2015 FFTITC IWDP where 
employers have difficulties in recruiting suitably qualified workers. There is a high 
incidence of non-completion of qualifications.  This is an area where there is 
demand for workers across the production process. Continuing and very high 
demand for new entrant and existing worker training in response to ageing 
worker profile and shortage of trades-people. Ongoing shortages cited by 
enterprises and industry bodies. 
 

811512 Drycleaner Identified as part of research for the review of the 2015 FFTITC IWDP. Ongoing 
shortages of skilled workers cited by enterprises and industry bodies. Dry 
Cleaning sector operates with a lean workforce and find it difficult to release 
staff for training, difficult to attract and retain permanent employees, and 
experience low levels of literacy, language and numeracy. Although recent advice 
indicates a steady supply of labour to this sector, the requirement for skilled 
workers is ongoing.  Predicted to worsen with aging workforce and reduction in 
active RTOs in the market.  Introduction of new licensing requirements for boiler 
operations will have training implications. 
 

332111 Floor finisher There are a large percentage of unqualified workers coupled with low 
apprenticeship numbers.  As with all trades there is a 'crowding-out' effect with 
increased mining activity which can affect attraction and retention of 
apprentices.  Shortages predicted to worsen with apprenticeship training now 
contracted out to eastern states RTOs.  
 

394211 Furniture 
finisher 

Identified as part of research for the review of the 2015 FFTITC IWDP. This is an 
area where employers have difficulties in recruiting suitably qualified workers in 
the Furniture Making sector. Need is small but critical in occupational terms.  
Shortages predicted to worsen with apprenticeship training now contracted out 
to eastern states RTOs. 
 

711113 Glass 
production 
machine 
operator 

High performing sector with increased demand for skilled workers. This is an area 
where qualifications have been recently revised to encompass a broader industry 
application. For example the new apprenticeship now includes Glass 
Manufacturing stream. 
 

711611 
 
 
393213 

Sewing 
machinist 
 
Dressmaker or 
Tailor 

Ongoing shortages cited by enterprises and industry bodies. Continuing and very 
high demand for new entrant and existing worker training in response to ageing 
worker profile and shortage of experienced machinists.  Industry identified 
critical need to address the shortage of sample machinists in boutique and small 
run manufacturing enterprises, the alterations and soft furnishings sectors are 
also facing skill shortages.   
 
Specific skill requirements include: garment construction, sourcing fabric, 
designing and product development, trade drawings, specification writing, 
quality assurance, sustainability, alterations and repair, fabric knowledge, social 
media and computer aided design. 
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Occupations in Demand (cont) 

ANZSCO6 Occupation Summary 

393311 Upholsterer Low training effort due to contraction of the industry coupled with minimal 
numbers of apprentices. However industry report difficulty recruiting 
experienced upholsterers. Need is small in number but critical in occupational 
terms.  Shortages predicted to worsen with apprenticeship training now 
contracted out to eastern states RTOs. 
 

394213 Wood machinist Identified as part of research for the review of the 2015 FFTITC IWDP. This is an 
area where employers have difficulties in recruiting suitably qualified workers. 
Concern that the trade is undervalued. Training Providers reporting low 
apprenticeship numbers. The qualification has been revised to encompass 
current technologies and work practices.  Shortages predicted to worsen with 
apprenticeship training now contracted out to eastern states RTOs. 
 

232511 Interior 
Designer 
(Kitchen and 
Bathroom) 

Identified as part of research for the review of the 2015 FFTITC IWDP.  New 
qualification and traineeship. Demand for new entrant and existing worker 
training in response to growing awareness of need to create career paths and 
ongoing opportunities in the sector.  Need is small. 
 

133512 Production 
Manager 
(Manufacturing) 

Identified as part of research for the review of the 2015 FFTITC IWDP.  Australia 
will see up to 180,000 low-skilled jobs disappear by 2025.  Changing industry 
standards, environmental considerations, and compliance requirements and a 
need to implement innovative practices and competitive systems and processes 
has contributed to a shortage of staff with administration, leadership and 
supervisor skills. 
 

Workforce Development Opportunities 
Overall, less than 40% of those employed in the light manufacturing sector hold post-secondary 
qualifications.  Chart 3 shows that in the textile, clothing and footwear sector 34% are qualified, in the 
laundry and dry cleaning sector 29% are qualified, and in the furnishings sector approximately 52% of the 
workforce hold post-secondary qualifications.  Of those in the furnishing sector, the majority hold a 
Certificate III or IV level qualification which reflects the trade based nature of occupations in this area, for 
example cabinet making, floor finishing, upholstery and glazing. 
 
A comparison of 2006 and 2011 figures indicate a slight increase in the qualification levels of employees 
across the light manufacturing industry, 4% in the furnishings sector, 6% in laundry and dry cleaning, and 
3% in the textiles, clothing and footwear sector, see Chart 4. As suggested however there is a large 
percentage (60%) of unqualified workers across the light manufacturing industry, suggesting a need to lift 
the participation rates in training programs, explore different training models, and promote recognition of 
prior learning programs.   
 
The Training Council surveyed Registered Training Organisations to gauge their views on training and 
workforce development for the industry.  When asked if there was an increasing market/need for any 
specific types of training, the majority of respondents indicated skills sets, traineeships, and Certificate IV 
level training in a range of skill areas would be required.  Key growth areas and skilling priorities included 
use of technology, sustainability, occupational health and safety, use of chemicals and solvents, 
process/lean manufacturing, and problem solving. 
 
The light manufacturing industry is undergoing significant technology changes and offers increased 
opportunities for delivery of post-trade Skill Sets such as furniture finishing and design, advanced sewing 
skills, manufacture and installation of insulated glass units, intellectual property protection laws, advanced 
laundry skills, computer aided design (CAD) and computer numerically controlled (CNC) technologies.  
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Industry representatives have further expressed interest in the delivery of Certificate IV in Design of 
Kitchens, Bathrooms and Interior Spaces across the metropolitan and regional areas to enhance employee 
skills and improve career paths. 
 
Chart 3:  Furnishing and Textiles Industry sectors by qualification levels as  
percentage of total sector workforce 
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Chart 4: Furnishings and Textiles Industry – Post-secondary qualification levels 2006 and 2011 
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There is a general need to educate and encourage young people into the industry. Industry suggested 
promoting the industry to schools including Trade Training Centres, primary schools, and schools 
undertaking manual arts programs. However as indicated in a recent study undertaken by the Training 
Council (FFTI 2011) there are varying community views on the value of vocational education in schools.  It 
is commonplace for parents to encourage students to enroll in Australian Tertiary Admissions Ranking 
(ATAR) subjects and pursue further studies at university, in addition many teachers lack a sound 
understanding of the vocational education and training system. This has a significant impact on the priority 
given to vocational education and training and in particular the take up of trades.  
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Alternative strategies such as programs that take the responsibility away from educators and focus more 
on promoting the industry directly to students and parents may be more successful.  For example, talking 
to parent groups and student bodies where available, offering out-of-school hours tours of businesses, 
and developing advertising campaigns using techniques that promote lifestyle benefits from participating 
in the industry. 
 
All sectors report difficulties in attracting and retaining staff.  Generally, there are few career paths offered 
post Certificate III level; although there is opportunity for developing supervisory/middle management 
level training - in particular, skill development programs focused on workforce management capability, 
business planning and on-site training skills.   
 
In a recent survey (FFTI 2011), industry employers reported adopting a number of workforce development 
strategies to enhance workforce attraction and retention.  The following table provides a summary of the 
strategies: 
 
Table 7:  Furnishings and Textiles workforce development strategies 

Strategy adopted Percentage of 
respondents 

Increased wage rates 71% 
Improved working conditions 47% 
Succession planning 41% 
Mentoring 41% 
Job re-design 35% 
Training needs analysis 29% 
Recruitment 29% 
Advertising on web sites, industry functions, international students, 457 visas 18% 

Source:  FFTI Training Council Survey 2011 
 
As reported in Table 7, increasing wage rates and improving working conditions is the most popular 
method of retaining and attracting staff.  Succession planning, mentoring and job redesign were rated 
highly amongst respondents indicating an opportunity to develop programs that offer advice and training 
to businesses in these techniques. 
 
While wages are a key motivating factor in choice of employment, the more subtle aspects of working in 
the furnishing and textiles sector should be promoted to potential employees.  In a 2011 FFTITC survey 
respondents were asked to indicate reasons why employees are attracted to the industry.  These included 
being able to work with your hands, being creative and creating a product, involvement in new and exciting 
trends and materials, team oriented working environments and stable employment.  The Laundry and Dry 
Cleaning sector reported flexible work times, certified training, low stress and steady employment as key 
features of the work environment.  The promotion of these attractive aspects and the efforts by businesses 
to maximise their appeal through innovative job design and working arrangements could hold the key to 
increased attraction and retention.  To illustrate this, businesses who have undertaken such initiatives 
rarely state retention as a workforce development issue.  
 
The industry agrees that there is a need to explore alternative labour markets to address the predicted 
shortage of workers.  The TCF sector reports a lack of encouragement for migrants to become involved in 
the industry and would welcome the development of a pre-employment program targeting new 
immigrants.  
 
There is an opportunity to make links with prisoner outreach services such as Outcare and the Ex-offender 
Workforce Development Centre.  With the Department of Corrective Services offering nationally 
recognised training programs to inmates, there is an opportunity to link ex-offenders with the industries 
within which they have trained. 
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Improving VET outcomes 
Manufacturing Skills Australia notes that to assist manufacturers to become more competitive and 
dynamic vocational education and training must focus on delivering: 

• Customized training solutions 
• High-level skills, for example leadership and innovation 
• Broad-based, transferrable trade skills 
• Effective apprenticeship programs (MSA Environmental Scan 2014). 

 
The following list provides suggestions from RTOs to improve VET outcomes: 

• Develop industry partnerships and encourage industry placement 
• Enhance training in new technologies through realistic experiences 
• Facilitate wider validation of assessment 
• Improve industry awareness and benefits of training 
• Improve literacy and numeracy of students 
• Improve resource development support 
• Improve supervision skills of industry through training 
• Increase funding for private providers 
• Involve employers in providing meaningful training and career paths 
• Make training more productive 
• Offer alternative training arrangements to the apprenticeship/traineeship system 
• Offer more work ready programs for prison clients 
• Offer useful professional development 
• Raise the profile of industry to educate and attract quality apprentices 
• Remodel apprenticeship training to make it relevant to modern business practices. 

 
The Training Council will explore these responses over the coming years. 
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VET Training Data by Qualification – Enrolments and Completion 

Pre-Employment (Institutional Based Training, pre-apprenticeships) 

The data in Table 8 has been provided by the Department of Training and Workforce Development (DTWD) 
and details the number of enrolments in courses offered institutionally by Registered Training 
Organisations (RTOs), both state and private, and funded by the Department of Training and Workforce 
Development. The data also includes vocational education and training delivered in Schools (VETiS).  The 
data does not include VETiS courses funded by the Department of Education, fee for service delivery, and 
training funding through the National Workforce Development Fund. 
 
Table 8: TCF & Allied Services, VET enrolments – Institution based training 

Course 2014 2013 2012 2011 2010 2009 

LMT11000 Certificate I in Dry Cleaning Operations 0 0 0 0 0 16 

LMT11106 Certificate I in Textiles Clothing and Footwear 0 0 0 0 0 2 

LMT20600 Certificate II in Clothing Production (Intermediate) 1 0 0 0 0 4 

LMT20606 Certificate II in Clothing Production (Intermediate) 0 0 0 0 0 17 

LMT20607 Certificate II in Clothing Production (Intermediate) 0 33 27 64 50 49 

LMT20700 Certificate II in Clothing Production (Complex or 
Multiple Processes) 

0 0 0 0 0 4 

LMT20706 Certificate II in Clothing Production (Complex or 
Multiple Processes) 

0 0 0 0 0 10 

LMT20707 Certificate II in Clothing Production (Complex or 
Multiple Processes) 

13 25 24 10 25 8 

LMT21406 Certificate II in Laundry Operations 0 0 0 0 0 9 

LMT21407 Certificate II in Laundry Operations 0 0 0 0 0 21 

LMT21410 Certificate II in Laundry Operations 0 0 11 0 0 0 

LMT21706 Certificate II in Applied Fashion Design and Technology 0 0 0 0 0 16 

LMT21707 Certificate II in Applied Fashion Design and Technology 47 19 20 48 67 35 

LMT30407 Certificate III in Textile Fabrication 0 0 0 7 0 0 

LMT30500 Certificate III in Clothing Production 0 0 0 0 0 9 

LMT30507 Certificate III in Clothing Production 44 46 55 37 14 1 

LMT31107 Certificate III in Laundry Operations 0 0 0 8 27 2 

LMT31210 Certificate III in Dry Cleaning Operations 0 37 0 0 0 0 

LMT41006 Certificate IV in Applied Fashion Design and Technology 0 0 0 0 0 52 

LMT41007 Certificate IV in Applied Fashion Design and Technology 85 192 179 207 224 238 

LMT50100 Diploma of Textiles Clothing and Footwear 0 0 0 0 0 24 

LMT50307 Diploma of Applied Fashion Design and Technology 90 48 88 80 66 57 

LMT60307 Advanced Diploma of Applied Fashion Design and 
Technology 

18 24 20 28 17 0 

Source: Department of Training and Workforce Development, VET Enrolment Data Collection (2014) 
 

The data in Table 8 shows strong enrolments in Certificate II and IV in Applied Fashion Design and 
Technology providing a popular pathway for further studies.  The likelihood of employment in ‘fashion 
design’ however is doubtful and graduates from Diploma of Applied Fashion Design and Technology are 
more likely to be employed in positions such as sample machining and patternmaking.  Although there are 
high enrolments (2013) in Certificate II in Clothing Production, this qualification is almost exclusively 
delivered in regional areas.  The Certificate II in Applied Fashion Design and Technology is a frequent choice 
for VETiS programs and industry supports this qualification being used as a ‘taster’ for students considering 
a career in the textile, clothing and footwear sector. 
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Table 9: Furnishings, VET enrolments – Institution based training 

Course 2014 2013 2012 2011 2010 2009 

LMF10102 Certificate I in Furnishing 0 0 0 0 2 111 

LMF10108 Certificate I in Furnishing 0 1 0 13 30 0 

LMF20302 Certificate II in Furniture Making 0 0 0 0 2 26 

LMF20309 Certificate II in Furniture Making 56 45 81 64 82 0 

MSF20313 Certificate II in Furniture Making 1 0 0 0 0 0 

LMF20402 Certificate II in Glass and Glazing 0 0 0 6 3 0 

LMF20411 Certificate II in Glass and Glazing 2 2 1 0 0 0 

LMF30202 Certificate III in Furniture Finishing 0 0 1 0 0 0 

LMF30302 Certificate III in Furniture Making 0 0 0 0 0 1 

LMF30402 Certificate III in Furniture Making (Cabinet Making) 0 0 0 1 7 16 

LMF30602 Certificate III in Glass and Glazing 0 1 3 1 1 0 

LMF30611 Certificate III in Glass and Glazing 6 6 1 0 0 0 

LMF30902 Certificate III in Soft Furnishing 0 0 2 11 18 0 

LMF31208 Certificate III in Flooring Technology 0 1 1 30 0 0 

LMF32109 Certificate III in Cabinet Making 2 2 5 14 10 0 

LMF40408 Certificate IV in Interior Decoration 18 112 134 20 14 0 

LMF40508 Certificate IV in Furniture Design and Technology 10 12 0 0 11 0 

LMF50408 Diploma of Interior Design and Decoration 126 91 60 6 0 0 

LMF60208 Advanced Diploma of Interior Design 24 33 28 0 0 0 
Source: Department of Training and Workforce Development VESU data cube 2015 
 
Table 9 provides a breakdown of institutional based training funding by the Department of Training and 
Workforce Development.  Although not shown in the data above, the Certificate I in Furniture Making 
attracts high enrolments and is almost entirely delivered in schools.  With the introduction of Trade 
Training Centres and improved investment in training facilities in schools, there is a trend towards 
Certificate II qualifications being offered to high school students (driven by recent changes to WA 
Certificate of Education).  Although the concept of exposing students to the furniture making skills is 
welcomed by industry, there is concern that unless the training is delivered by a trade qualified teacher 
and students are given realistic work placement, industry training standards will suffer. 
 

Vocational Education in Schools (VETiS) 
From 2015 students will be required to achieve an Australian Tertiary Admission Rank (ATAR) or a 
minimum Certificate II training program to graduate with a WA Certificate of Education.  This will see a 
substantial increase in the number of students undertaking vocational education in schools.  To support 
the implementation of changes to the WA Certificate of Education the following activities have been 
undertaken by the Training Council: 

• Made recommendations to the WA Department of Training and Workforce Development for 
industry specific qualifications that would be suitable for VETiS delivery to be included in the VETiS 
Qualifications Register.  The qualifications have support from industry for delivery in schools.  For 
the Light Manufacturing industry these included: 

 Certificate II in Applied Fashion Design and Technology 
 Certificate II in Clothing Production 
 Certificate II in Process Manufacturing 
 Certificate II in Manufacturing Technology 

• Development of specific brochures and posters to promote careers pathways to students at 
school.   

Industry Workforce Development Plan 2015/16 Page 48 of 136 



Apprenticeships and Traineeships 
Table 10 provides traineeship and apprenticeship activity in the TCF sector sourced from the Department 
of Training and Workforce Development.  The data does not include VETiS courses funded by the 
Department of Education, fee for service delivery, and training funding through the National Workforce 
Development Fund. 
 
The Laundry sector has a strong history of training over the past 5 years.  Although there is a decline in 
Certificate III traineeship commencements, which most likely reflects market saturation, there are 
opportunities for upskilling workers in new technology, competitive systems and processes, and frontline 
management skills. 
 
Dry Cleaning is showing a decrease in traineeship commencements which is concerning to the two key 
industry associations and most likely due to decreased competition in the training market.  However 
industry has suggested the course duration is too long and the sign up process slow and bureaucratic.  A 
recently submission by the Training Council through the Establishment and Variation of Apprenticeship 
process has resulted in a reduction to the nominal term of the Certificate II and III in Dry Cleaning to meet 
industry needs. 
 
Table 10:  Traineeship commencements – Textile clothing and footwear and Allied services 

Course 2014 2013 2012 2011 2010 2009 

LMT21406 Certificate II in Laundry Operations 0 0 0 0 0 8 

LMT21407 Certificate II in Laundry Operations 0 0 0 12 22 1 

LMT21410 Certificate II in Laundry Operations 27 21 15 13 0 0 

LMT21506 Certificate II in Dry Cleaning Operations 0 0 0 0 0 3 

LMT21507 Certificate II in Dry Cleaning Operations 0 0 0 0 0 1 

LMT30400 Certificate III in Textile Fabrication 0 0 0 0 0 4 

LMT30406 Certificate III in Textile Fabrication 0 0 0 0 4 5 

LMT30407 Certificate III in Textile Fabrication 2 9 13 15 14 7 

LMT31107 Certificate III in Laundry Operations 0 0 7 28 42 16 

LMT31110 Certificate III in Laundry Operations 35 50 44 20 0 0 

LMT31206 Certificate III in Dry Cleaning Operations 0 0 0 0 0 1 

LMT31207 Certificate III in Dry Cleaning Operations 0 0 0 3 4 0 

LMT31210 Certificate III in Dry Cleaning Operations 0 7 12 1 0 0 
Source: Department of Training and Workforce Development VESU data cube 2015 
 
There is an urgent need to encourage training in Certificate III in Textile Fabrication given industry has 
identified canvas and sail makers as a skill shortage area and there are complex by-laws governing the 
erection of shade sails and specific occupational health and safety issues relating to installation.  The 
training is regarded as a ‘thin market’ area. 
 
The clothing production sector has been experiencing skills shortages in sewing machinists, clothing and 
alterations, and patternmaking.  As indicated in the table above the traineeship is rarely utilised due to the 
seasonal nature of the industry and employers being unwilling to commit to full time employment 
arrangements.  However there is demand from Corrective Services to auspice with a Training Provider to 
provide traineeships in Clothing Production to women currently residing at Bandyup Women’s Prison.  
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Table 11: Apprenticeship/Traineeship commencements – Furnishings  

Course 2014 2013 2012 2011 2010 2009 

LMF20302 Certificate II in Furniture Making 0 0 0 1 16 64 

LMF20309 Certificate II in Furniture Making 7 10 31 38 29 0 

LMF20402 Certificate II in Glass and Glazing 0 0 1 1 0 2 

LMF30102 Certificate III in Floor Covering and Finishing 0 0 0 1 12 43 

LMF30202 Certificate III in Furniture Finishing 8 10 22 24 21 19 

LMF30302 Certificate III in Furniture Making 0 0 2 6 13 39 

LMF30402 Certificate III in Furniture Making (Cabinet Making) 0 6 34 154 398 670 

LMF30502 Certificate III in Furniture Making (Wood Machining) 3 7 11 18 15 28 

LMF30602 Certificate III in Glass and Glazing 2 31 78 128 150 163 

LMF30611 Certificate III in Glass and Glazing 151 101 45 0 0 0 

LMF31002 Certificate III in Upholstery 4 4 5 9 14 15 

LMF31208 Certificate III in Flooring Technology 30 24 27 37 38 17 

LMF32109 Certificate III in Cabinet Making 414 419 441 395 174 0 

LMF40609 Certificate IV in Design of Kitchens, Bathrooms and 
Interior Spaces 2 4 2 0 0 0 

Source: Department of Training and Workforce Development VESU data cube 2015 
 
Table 11 provides traineeship and apprenticeship activity in the Furnishings sector sourced from the 
Department of Training and Workforce Development.  The data does not include VETiS courses funded by 
the Department of Education, fee for service delivery, and training funding through the National 
Workforce Development Fund. 
 
Whilst only a relatively new qualification, and recently established cadetship, the Certificate IV in Design 
of Kitchens, Bathrooms and Interior Spaces has the potential to deliver valuable outcomes for the 
furnishings industry.  Industry consultation reveals strong interest in the qualification for improving 
workforce skills and assisting with retention of staff.  The glazing and cabinet making trades are continuing 
to show strong enrolments. 
 
As highlighted in the above table the industry features a large number of ‘thin markets’ which are of 
particular concern.  Although ABS data indicates a number of people in the occupations, industry reports 
the uptake of training is minimal.  This is particularly evident in the Flooring Industry where almost 950 
people identified as being a floor finisher yet in the past 6 years an average of 38 apprentices per year 
have been indentured.  Similarly there are minimal numbers of apprentices in the upholstery, furniture 
finishing, wood machining, and picture framing despite large numbers of people working in these 
occupations.   
 
The reasons for low apprenticeship numbers in the flooring sector can in part, be attributed to the 
employment relationships common in the sector where floor finishers often work as contractors to 
flooring retailers as opposed to floor finishers being employed by retailers.  This is generally not the case 
in the cabinet making sector, and where there is evidence of a decline in cabinet making and glazing 
apprenticeship enrolments, this is usually attributed to low activity in the housing sector resulting in fewer 
apprenticeship opportunities. 
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Industry Issues Bullet Points: 

• Building business capability in industry for workforce development, through funding specific 
workforce development activities.  This includes creation of retention models that focus on 
capturing and retaining a sufficient pool of experienced and capable trainers to deliver quality 
training.  

• Almost all sectors of the light manufacturing industry find it difficult to attract and retain 
permanent employees and believe there is a need to improve the perception of the sector by 
focusing on career pathways.  There is also a need to promote job outcomes of each 
qualification; for example Certificate I starting point for most priority target groups, 
Certificate II VETiS, Certificate III entry level, and Certificate IV supervisory level. 

• Extend workshops and briefings to industry representatives on various funding available for 
training throughout the year.  This includes increasing capacity of industry to utilise the 
Industry Skills Fund in 2015. 

• Continue to lobby for funding to address ongoing skills shortages in the TCF sector, in 
particular Patternmakers and Sewing Machinists through development of pre-employment 
programs for migrants. 

• Promote competitive systems and processes qualifications across the light manufacturing 
sector to improve productivity. 

• Promote higher level qualifications across the sectors to improve leadership, management 
and supervisory skills. 

• Promote the use of Skill Sets in identified areas to address skill gaps of industry. 

• Promote the concept of Design Led Innovation in education, training and industry practice to 
improve domestic and global competitiveness. 

• Identifying the industry STEM skills needs.  
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Overview of the Forest and Forest Products Industry  

Industry Analysis 

In Western Australia the Forest and the forest products industry comprises: 
• Forest growing and management 
• Harvesting and haulage 
• Sawmilling and processing 
• Timber manufactured products 
• Timber merchandising 
• Wood Panel and Board Production. 

 
Key drivers of activity in the Forest and forest products industry 
include: 

• Demand from logging – downstream demand 
generated by wood and paper product industries 

• Economic growth – indirect effect on the 
performance of the industry through its impact on 
downstream wood and paper products industries 
including residential and commercial building and 
construction, domestic manufactured furniture, 
timber resawing and dressing 

• Environmental considerations – changing 
environmental concerns such as reduced soil erosion, salinity control and carbon 
sequestration, public concern 

• Legislative compliance – such as Forest Management Plan, Illegal Logging Act, Australian 
Forestry Standards, Forest Operator Licensing System (FOLS) 

• Systems and technology – advancements in technology affecting breeding and cultivation of 
trees (Ibis, 2011 &2014). 

 
The forestry industry employs in excess of 5,500 people in metropolitan and regional areas of Western 
Australia and delivers in excess of $1 billion of annual economic activity.  In addition to providing wood 
products, forests provide a range of amenity and ecosystem services including carbon sequestration, soil 
and water protection, and aesthetic values and recreational opportunities.  Markets exist for few of these 
services and the numbers of people visiting forests is generally not collected.  An estimation of the total 
economic benefit of these services is therefore difficult.  What is clear however, is that to manage 
Australia’s forest for the benefit of the whole community requires a highly skilled and experienced 
workforce. 
 
The Forest and forest products industry comprises over 2,411 businesses see Table 12.  1,909 (79%) of 
these are non-employing operations mainly in the Forestry and logging sector where independent 
contractors are prevalent.  426 (18%) of business employ less than 20 workers, 70 (3%) employ between 
20 and 199 and 6 businesses employ 200 or more. 
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Table 12: Number of Forest and Forest Products businesses by sector by employment size range, 2010-11 

Industry sector Non 
employing 

1-19 20-199 200+  Total 

Log Sawmilling 40 37 6 0 83 
Wood Chipping 10 3 3 0 16 
Timber Wholesaling 63 43 3 0 109 
Forestry 1482 74 3 3 1562 
Logging 84 22 5 0 111 
Pulp, Paper and Paperboard Manufacturing 3 3 6 0 12 
Corrugated Paperboard and Paperboard Container 
Manufacturing 

3 15 0 0 18 

Paper Bag Manufacturing 0 0 3 0 3 
Paper Stationery Manufacturing 6 9 6 0 21 
Sanitary Paper Product Manufacturing 0 0 0 0 0 
Other Converted Paper Product Manufacturing 3 6 0 0 9 
Timber Resawing and Dressing 16 19 3 0 38 
Prefabricated Wooden Building Manufacturing 3 6 0 0 9 
Wooden Structural Fitting and Component 
Manufacturing 

128 139 16 3 286 

Veneer and Plywood Manufacturing 0 0 0 0 0 
Reconstituted Wood Product Manufacturing 6 6 0 0 12 
Other Wood Product Manufacturing n.e.c. 62 44 16 0 122 
TOTAL 1909 426 70 6 2411 

Source: ABS Counts of Australian Businesses, 2012 
 
The industry has experienced a number of challenges in the last decade including the failure of several 
large forest growing investment schemes, low ongoing investment, lack of community support, varible 
Australian dollar resulting in significant volumes of cheaper imported wood and wood products, and a 
decline in residential construction activity.  However, the industry is showing signs of recovery, and in the 
long term, there are strong opportunities for expansion in areas of Agroforestry, and sandalwood.  Added 
to this is the increase in construction activity in the housing sector and a consequential rise in domestic 
consumption of wood products.   
 
IBIS (2014) forecasts steady growth for Forestry over the next five years due to higher prices and modest 
demand increases.  Increasing restrictions on native forests will prompt growth in forest plantations as an 
alternative source of timber supply.  A closer relationship is expected between industry, state and territory 
governments with the expectation that the Federal Government can provide incentives to encourage 
development of private plantation resources. Participants likely to invest in plantations will include 
integrated timber and wood processing groups, investment companies, joint ventures and overseas 
investors.    
 
Similarly, revenue growth is higher due to housing construction levels and increased production of wood 
chips and logs for export due to the Australian dollar being forecasted to depreciate over the next five 
years. 
 
The industry is emerging from a period of uncertainty which was largely due to the cyclic nature of the 
Forest Management Plan and associated policies surrounding granting of contracts to fulfil supply.  With 
the granting of contracts by the Forest Products Commission completed in April 2014, successful tenderers 
are now preparing for a more assured future.  Immediate investment by industry and government in 
training and workforce development to meet critical occupational shortages is now required, in particular 
logging plant operators and log truck drivers. 
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Industry Trends 
Agroforestry or ‘farm forestry’ is a recent development in the industry and has become more popular due 
to the ecological and economic benefits relating to diversity of activity and integration of land use. Many 
tree species have been integrated into farming systems in the Wheatbelt, South West and Great Southern 
regions and are successfully serving the environment by reducing global warming, mitigating salinity, 
improving water quality and enhancing biodiversity (DAFWA, 2011:33).  It is likely that expansion of 
Agroforestry will increasingly contribute to growth providing essential resources to the forest products 
sector (IbisWorld, 2014). 
 
Environmental concerns positively influence demand for forestry.  Forests can be seen as a partial solution 
to problems of greenhouse gases, soil salinity and erosion as well as offering biodiversity.  Greater 
recognition of the benefits of forests has a flow on effect for demand for conservation, Tourism and various 
wood-based products.  The Australian Government (2013) reports an increasing understanding of the role 
of forests in carbon storage and a public view that harvesting trees is viewed favourably if trees are 
replaced with new plantings. 

Labour and Skill Demand 
A number of issues have been identified by Industry as determining labour and skill needs of the Forestry 
Industry.  They include: 

• Consumer demand  
• Global economy 
• Growing or shrinking markets 
• Import/local competition 
• Labour shortages 
• Legislation (FFTI Survey, 2012). 

 
The demand for skilled workers in the forestry industry is relatively stable, however each year many 
businesses report shortages in key occupational areas such as logging plant operators and log truck drivers.  
Salary competition and attractiveness of other industries are common reasons given by businesses that 
have difficulty recruiting and retaining key staff.  This is primarily due to increases in economic activity in 
the resources sector where there is a corresponding drain on the availability of local and experienced staff.   
 
More recently Industry is reporting skill gaps in load restraint training specific to log truck drivers and 
logging plant operators.  Added to this is a shortage of experienced trainers for the Forestry industry.  A 
number of reasons were cited by training providers experiencing difficulty recruiting and retaining 
lecturers including: 

• Difficult skill set to recruit (machinery operation and teaching) 
• Intellectual capital drain to resource sector  
• Lack of expertise and onerous compliance requirements for lecturers 
• Lack of suitable applicants with appropriate qualifications 
• Unable to offer full time work (FFTI RTO Survey, 2012). 

 
There is a strong training culture in the forestry sector with many employers engaging in certificate III 
training.  As expected, during times of restructure and uncertainty (ie tender process dictating supply), a 
number of employers have chosen to upskill existing staff rather than recruit.  However since the Forest 
Management Plan 2014-2023 was released by the Department of Environment and Conservation late last 
year and logging contracts finalized by Forest products Commission early this year, we should see renewed 
confidence in the Forestry industry with certainty of supply now guaranteed for the next 10 years.   
 
Timber wholesalers report skills shortages in operational areas such as sales and administration and 
estimating and detailing.  This sector could benefit from training in competitive systems and processes 
(formerly referred to as competitive manufacturing training). 
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Recent surveys (FFTI 2011, 2012) of employers in the sector overwhelmingly support on-the-job training.  
There is a frequent need for on-the-job Skill Sets for new job entrants.  Short courses and skills sets were 
also suggested as preferred formats for the development of specialist skills such as: 

• Electronic data & mapping applications 
• Fire management and Forest ecology 
• Licences for forklifts, rigging, dogging 
• Regulatory/compliance training 
• Timber technology. 

 
Top skilling priorities recognised by training providers working with the industry include: 

• Load restraint 
• Chain of custody 
• Basic tree felling and Coppicing  
• Lean manufacturing 
• New technology in harvesting machines 
• Occupational health and safety 
• Supervisor skills 
• Sustainability (Industry consultation, FFTI RTO Survey, 2012). 

 
Forestworks (2014) highlights a range of higher level skills gaps in the existing workforce and further 
identifies a number of emerging skill needs, they include: 

• skills for implementing due diligence codes of practice 
• knowledge of new world economy 
• specialized skills in global imaging systems 
• resource analysis and management of environmental risks 
• fire management/fire fighting capability 
• operations management skills 
• measuring environmental footprint 
• skills to use energy efficiency options 
• improved digital literacy and numeracy 
• innovation capabilities 
• skills for service innovation and industry collaboration. 

Regional Impact 
Forestry is a major industry in the South West and Great Southern regions of Western Australia.  Activities 
range from tree planting to harvesting, log truck driving to fine furniture making.  Workers can expect to 
work anywhere between 20 and 80 hours a week depending on the industry sector and the current stability 
in the timber supply chain.  Working environments range from working alone in a native forest (50 miles 
from the nearest shop), to working with 50 others in a timber production workshop.  
 
The diverse nature of the industry influences how training is delivered.  Given the range of locations and 
types of equipment and machinery, the industry is best suited to on-the-job training models.  This has 
implications for funding as on-the-job training in remote locations is resource intensive and as a 
consequence has a direct effect on profitability for training providers.  Training providers also report that 
increasing TAC and ASQA costs and licensing requirements are resulting in trainers spending more time 
with compliance related issues rather than training and program development.  
 
Auspicing arrangements are proving highly successful in the Great Southern as they enable trainers to 
focus on transferring skills and knowledge rather than spending time managing RTO compliance 
requirements.  ForestWorks (ATTA Conference, 2012) cites the need to market the value of training and 
improve the perception of industry that, just as machinery is an asset so are employees and industry 
trainers. 
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Regulatory Requirements  
A recent suggestion from the Australian Pesticides and Veterinary Medicines Authority (APVMA) could see 
the timber treatment chemical copper chrome arsenate (CCA) be declared as a ‘restricted chemical 
product’.  Essentially this will result in the chemical only being supplied to  and used by authorised users. 
This declaration is expected to occur in 2012 and will have implications for timber treatment plants using 
CCA. APVMA determines what training is deemed appropriate for users of restricted chemicals.  The 
Training Council along with ForestWorks ISC will monitor these developments for any impact on the skill 
standards required (ForestWorks 2012). 
 
The industry will also be affected by the Illegal Logging Prohibition Act 2012 that prescribes due diligence, 
certification and chain of custody practices to ensure that imported timber products come from 
sustainable sources. Business will be required to gather information to ensure all timber and timber 
products are made from legally logged timber.  The regulations come into effect in November 2014. To 
comply with the Act, timber products importers, producers and suppliers need to develop specific skills.  
Delivery of the new Advanced Diploma in Forest Industry Sustainability will support development of skills 
and knowledge in this area (ForestWorks 2012). 
 
It could be expected that the introduction of a carbon market would benefit the Forestry industry as there 
will be incentives to maintain old-growth forests and develop plantation forests.  Similarly the Federal 
Government’s Illegal Logging Prohibition Act 2012 to control timber sourced from illegal logging activities 
has the potential to reduce the availability of low cost timbers and improve the competitive position of 
local timber businesses (FPC, 2012:22). 
 
ForestWorks has developed a national skills recognition system that aims to secure consistent operating 
standards across the industry, and provide a pathway for skills development.  The new system, Forest 
Operator Licensing System (FOLS) certifies operators who have undertaken relevant nationally accredited 
training with a recognised training provider. 

Gender/ Age Participation 
The Forestry industry employs approximately 20% females and 80% males across its sectors.  The 
proportion of males to females has remained relatively stable since 2006, see Chart 5, indicating an 
opportunity to improve representation of women in the workforce.  
 
Chart 5: Forest and Forest Products industry sectors by gender, 2006 and 2011 
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Source: ABS 2006 & 2011 Census of Population and Housing  
 
Despite challenging conditions including negative media, the data provided by the ABS depicted in Chart 
5, indicates employment within the WA forestry industry has remain relatively stable over the past five 
years. 
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A project undertaken by Forestworks, Women in Forestry, recommended the development of a range of 
strategies to manage workforce development including clear recruitment policies, skill development 
programs, promotion of job opportunities and career paths within the workplace.  The strategies are 
considered essential in workplaces where minority groups can often experience indifference to their 
concerns and issues, choices and decisions (ForestWorks, 2009). 
 
The industry is experiencing an ageing workforce and has difficulty attracting new and younger workers.  
Hiring younger people is reportedly becoming very difficult due to unrealistic expectations about the 
industry.  The sector finds it difficult to attract young people into the industry and as indicated in Chart 6, 
is experiencing an ageing workforce with over 75% of the workforce aged over 30. Developing clear career 
path structures and encouraging employers to engage new trainees is vital if we are to address the future 
skill demands of the industry.  Recommendations from FFTI Forestry Industry Advisory Group to address 
the issue include development of an orientation program for schools that promotes the careers paths 
within and across the Forestry Industry. 
 
Chart 6: Forest and Forest Products industry sectors by age as a percentage of total sector workforce 
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Source: ABS 2011 Census of Population and Housing  
  
The ageing workforce is further depicted below.  Chart 7 shows a decline in the number of employees in 
the 30 to 49 age range and an increase in the 50 to 79 age range.  Although these figures reflect natural 
ageing, there is a distinct decrease in the number of younger workers entering the industry with a 
corresponding increase in the number of older workers compared to five years ago.  The Forest Products 
Commission expects in five to ten years’ time retirement of staff in critical roles will peak. 
 
Chart 7: Forest and Forest Products industry by age, 2006 and 2011 
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Under-represented Groups Participation 
Most employers in the Forestry industry indicate they would possibly employ people from under-
represented groups including trainees, workers with disabilities, workers from a culturally or linguistically 
diverse background, indigenous workers, female workers and mature age workers.  Generally, businesses 
report that appropriate skills and being able to do the job were the only requirements for employment.  
Additionally reliability and the significant commitment given to training and supervising were key 
considerations when recruiting from underrepresented groups.  

Major Challenges and Barriers 
The industry has a culture of training on the job however 
there is limited access to RTOs and qualified assessors in 
regional and rural areas.  Given the distance between jobs, 
on the job training is prohibitive for some training 
providers.  This is evidenced through a recent surveys (FFTI 
Survey, 2012) where businesses reported a number of 
issues/barriers to training.  They included: 

• Lack of a training provider able to deliver 
required training 

• Lack of funding for training 
• No suitable training providers in the area 
• Poor training outcomes 
• Too busy for staff to attend training. 

 
Nationally the Agriculture, forestry and fishing industries 
are identified as priority industries under the National OHS 
Strategy 2002-2012.  Along with Transport and storage and Manufacturing, Agriculture, forestry and 
fishing recorded the highest incidence rates of all industries, with nearly twice the rate for all industries 
(Safe Work Australia, 2012).  In Western Australia, the Agriculture, forestry and fishing industry recorded 
the highest number of traumatic work-related fatalities during 2011-12 (Safe Work Australia, 2012).  This 
industry also recorded the fifth highest frequency rate and the third highest incidence rate of all industry 
divisions in relation to work-related lost time injuries and diseases.  In 2011, the category of Farm, Forestry 
and Garden Workers was highlighted as one of the five most common occupations in WA to experience a 
workplace injury or disease (Government of WA, 2011)2. 
 
A submission by the Training Council to the DTWD has resulted in an increase in the nominal hours 
attributed to several competency standards in the Forestry Training Package to ensure adequate resources 
are devoted to key occupational health and safety practices.   
 
The Industry reports an aging workforce and a growing recognition of the need to improve relationships 
with staff to avoid loss of employees to the mining and resources industry.  In a recent survey (FFTI, 2011) 
employers reported adopting a number of workforce development strategies to enhance workforce 
attraction and retention.   
 
As indicated in Table 13 increasing wage rates, improving working conditions and re-designing jobs are the 
most popular methods used to retain and attract staff.  Mentoring, conducting training needs analysis and 
succession planning were also rated highly amongst respondents indicating industry awareness and 
application of various alternative workforce development strategies. 
  

2 These figures are potentially understated as they relate to workers’ compensation claims and do not include self-employed workers, unpaid 
volunteers, students and Commonwealth Government workers.   
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Table 13: Forest and Forest Products industry workforce development strategies 

Strategy adopted Percentage of respondents 
Increased wage rates 57% 
Improved working conditions 57% 
Job re-design 57% 
Mentoring 50% 
Training needs analysis 50% 
Succession planning 43% 
Recruitment 36% 

Source:  FFTI ITC Industry Survey 2011 
 
While wages are a key motivating factor in choice of employment, the more subtle aspects of working in 
the forestry sector should be promoted to potential employees.  In a 2011 FFTITC survey, respondents 
were asked to indicate reasons why employees are attracted to the industry.  These included lifestyle and 
the ability to be home with family each night, outdoor regionally based work, low stress environment and 
working in an industry with good conditions of work and remuneration.  The promotion of these attractive 
aspects and the efforts by businesses to maximise their appeal through innovative job design and working 
arrangements could hold the key to increased attraction and retention.  To illustrate this, businesses who 
have undertaken such initiatives rarely state retention as a workforce development issue.  

New and Emerging Skills 
Offsetting carbon via forests is likely to become a key activity for the industry resulting in an expansion of 
Agroforestry.  Agroforestry systems combine conventional agricultural and forest production methods to 
offer increased diversification, productivity and economic benefits to the state.  New graduates and 
existing forest/farm managers will increasingly need to combine skills and knowledge in both production 
methods.  As carbon becomes a commodity the industry will also need to develop skills for understanding 
carbon trading, accounting and monitoring carbon storage, and calculating carbon offsets. 
 
There has been a sudden increase in the demand for skills in sustainable work practices.  Carbon capture, 
environmental resource management, and energy and material efficiency are factors across all sectors of 
the industry, as is the use of biomass technologies to produce electrical energy for communities.  The 
forest, wood, paper and timber products industry is the only industry that naturally captures and stores 
carbon. Thus, it has the potential to make a major and sustainable contribution to the national and global 
carbon-constrained economy (ForestWorks, 2012). 
 
The Federal Government’s Skills for Sustainability policy initiative was a catalyst for ForestWorks to 
undertake an extensive review of the Forest and Forest Products Industry training package to ensure 
industry standards of safety and sustainability were imbedded in all units and qualifications. Working in 
accordance with the industry priorities of adaptation, mitigation and bioenergy, as well as emerging job 
roles, units and qualifications were assessed in relation to four environmental sustainability themes: 

• maximising carbon capture and storage 
• renewable energy and biomass 
• environmental resource management and services  
• energy and material efficiency (ForestWorks, 2011). 

 
As the industry embraces sustainability principles, a more advanced level of reporting is required.  
Environmental management systems will become more prevalent, in particular carbon inventory and 
reporting systems. Compliance requirements for certification schemes will also demand workers at all 
levels of the industry to have higher language, literacy and numeracy skills (ForestWorks, 2012). 
 
The Department of Agriculture, Fisheries and Forestry defines certification as a method of demonstrating 
the implementation of sustainable forest management practices.  A certified forest (either native or 
plantation) means a forest that has been audited by an independent, third party certification body as being 
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sustainably managed.  The audit assesses the forest management practices of a forest manager or owner 
against the standard for certification (DAFF, 2012). 
 
Forest certification is an ongoing process with audits regularly. Understanding resource analysis and the 
ability to problem solve issues associated with the environment, for example water, salinity, rainfall, fire, 
pest and disease hazards, in a sustainable manner is inherent in the forest certification process and 
requires specialised skills and knowledge.  
 
Work in the Forest Operations sector is becoming increasingly computerised.  Technological developments 
that assist forest planning, growing and operation and fire management are widely used in this sector.  
Remote sensing technologies, mobile GIS applications and digital technology to identify tree genetic codes 
and assist with log traceability are all finding applicability within this industry.  In the Timber Manufacturing 
sector, high technology production systems are integral across the entire sector to support efficiency and 
competitiveness.  Technical and digital literacy skills are therefore essential in most business operations 
across the Forestry Industry (Forestworks 2012).   
 
The Forest Products Commission (2014) continues to express concern over dangerous and illegal forest 
protest activity occurring in native forest harvesting operations.  A positive image and public education 
about forests and their social value is required.  Industry recognises that clear and effective communication 
at all levels of community has the potential to improve the social license, remove political pressure and 
improve investment uncertainties.  Development of skills in building and maintaining community 
relationships is therefore integral to a viable forestry industry.  
 
Recent surveys reported by Australia’s State of the Forests Report (2013) shows improved attitudes to 
forestry with more than 40% of respondents agreeing that Australia’s native forests were being managed 
sustainably.  The proportions of respondents who though 'we should not be cutting down any trees for 
wood products' decreased between 2009 and 2012 and the proportion of respondents who agreed that 
'we should use more wood because it is more environmentally friendly than alternative materials' 
increased.  
 

Thin Markets 
The Forest and Forest Products Industry is characterised by a large number of thin training markets.  Thin 
markets are defined as parts of the training market where there are few learners and/or VET providers.  A 
recent study (FFTI, 2015) by the Training Council has identified a diverse range of factors that can influence 
or ‘drive’ the thinning of a VET market.  The ‘drivers’ identified were: 

• The specialization and proliferation of job roles within business and industry 
• Proliferation of training products 
• Training packages and the continual improvement process 
• Flexibility and responsiveness of Registered Training Organisations 
• Level of enterprise and industry workforce planning and training culture 
• Distribution of demand and supply 
• Government policy 
• Market information. 

 
The study recommended a number of strategies to alleviate the impact of thin markets, they included: 

• Identifying, monitoring and managing thin markets by development of Thin Market working 
groups 

• Increase industry understanding of the VET system and how training could be delivered with 
minimal number of training products or other ‘alternative’ training products such as Skill Sets and 
accredited courses 

• Facilitate better understanding and communication between industry and RTOs of industry 
training needs. 
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Occupations in Demand (ANZSCO Code) 
The following table identifies highest priority and priority skill shortages in the forest and forest products 
sector. 
 
Table 14: Occupations in Demand – Forest and Forest Products 

Occupations in Demand 

ANZSCO6 Occupation Summary 

841311 Forestry worker 
(inc supervisors) 

Identified as part of research for the review of the 2015 FFTITC IWDP. Farm 
Forestry and environmental concerns are currently influencing the demand 
for forestry workers. Demand will increase due to natural resource 
management, lifting yields and sustainability pressures more broadly.  Skills in 
demand include forest ecology, electronic data and mapping applications, 
regulatory/compliance training, fire management and timber technology. 
Basic tree felling, OHS, sustainability and supervisory skills are also in high 
demand.  FPC contracts require harvesting operators to ensure adequate 
supervision of coupes during harvesting. 

721112 Logging plant 
operator 

Identified as part of research for the review of the 2015 FFTITC IWDP. 
Machinery Operators and Loader Drivers are reported as skill shortages in the 
Forestry industry.  The occupation requires skills in extensive technological 
advances being adopted in harvesting and haulage operations.  Operators 
need skills and knowledge in problem solving and in understanding these new 
technologies. This sector competes heavily with mining sector for skilled 
workers. Demand will increase in regions where mining and forestry are co-
located. 

133512 Production 
Manager 
(Manufacturing) 

Identified as part of research for the review of the 2015 FFTITC IWDP.  
Changing industry standards, environmental considerations, and compliance 
requirements and a need to implement competitive systems and processes 
has contributed to a shortage of staff with administration, leadership and 
supervisor skills.  There is increased demand for managers to have acute 
business acumen and be multiskilled.  Changes in technology and increased 
offshore production means managers are required to have a sound 
understanding of global supply chains and be innovative to compete in a 
global and domestic market 

234113 Forester Identified as part of research for the review of the 2015 FFTITC IWDP.  
Changing industry standards, environmental considerations, and compliance 
requires staff with up to date technical forestry skills and knowledge.  Need is 
small but critical in occupational terms.  Foresters are relied upon to ensure 
there is a steady flow of sustainable harvested product from the 
plantation/native forest to processing centres they are also relied upon to 
ensure businesses meet all regulatory and legislative requirements. 

733111 Truck Driver Consultation by the Food, Fibre and Timber Industries Training Council has 
identified this occupation as crucial and in demand in the Forestry Industry 
where Logging Truck Drivers are required to haul logs from native and 
plantation forests after harvesting.  Drivers are required to hold Multi-
combination drivers licenses, additional training in FPISS00027 Skill set for a 
forestry log truck driver is also recommended.  These competencies include 
specific skills and knowledge for loading and unloading log trucks, particularly 
load restraint. 
The industry experiences significant competition for labour from the mining 
industry in both the south west and north west of Australia.  Industry reports 
ongoing challenges in retaining drivers and the high costs of retraining new 
entrants.  Haulage operations are required to meet contracting obligations 
that include compliance with licensing, occupational health and safety, and 
fatigue management regulations.  These are significant factors that influence 
the ongoing availability of experienced workers for the Forestry industry. 
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Workforce Development Opportunities 
Timber wholesalers and retailers are a major segment of the industry and offer potential opportunities for 
skills development to enhance productivity.  General knowledge of timber merchant operations, 
warehousing, sales, and estimating and detailing, are key skill development areas.  
 
New traineeships in truss and frame manufacture and design offer new opportunities for business to 
recruit new employees and upskill existing workers through traineeship arrangements.  Many workers 
within the sector are unqualified and it is anticipated that industry will also be attracted to RPL programs 
for a number of qualifications. 
 
Development of workforce management capability in business is also regarded as a key skills development 
opportunity for the industry.  Promotion of workforce development strategies required across the sectors 
include job re-design, career pathing, improving facilities to improve well-being, and upskilling.   
 
Chart 8 shows the percentage of workers in the Forestry Operations and Timber Manufacturing sectors 
currently holding post-secondary qualifications.   As indicated more employees hold certificate level 
qualifications in the Timber Manufacturing sector (over 40%) than the Forestry Operations sector 
(approximately 24%).  Although the level of Timber Manufacturing training does not correspond to 
enrolments in qualifications from the Forestry training package (see Table 12), business within this sector 
could be utilising qualifications from the Manufacturing training package or the Business Services training 
package. 
 
Chart 8: Forestry industry sectors by qualifications level as percentage of total sector workforce 
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Chart 9 shows the number of employees within the Forestry Operations and Timber Manufacturing sectors 
has increased, 5% and 21% respectively, over the past five years.  As previously mentioned the spike in 
training activity in the Timber Manufacturing sector may be attributed to private training providers 
delivering processing and competitive systems and processes qualifications from the Manufacturing 
training package or business skills from the Business Services training package. 
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Chart 9: Forestry Industry – Post-secondary qualification levels 2006 & 2011 
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VET Training Data by Qualification – Enrolments and Completion 

Pre-Employment (Institutional Based Training, pre-apprenticeships) 

The data in Table 15 has been provided by the Department of Training and Workforce Development 
(DTWD) and details the number of enrolments in courses offered institutionally by Registered Training 
Organisations (RTOs), both state and private, and funded by the Department of Training and Workforce 
Development. The data also includes vocational education and training delivered in Schools (VETiS).  The 
data does not include VETiS courses funded by the Department of Education, fee for service delivery and 
training funded through the National Workforce Development Fund.  
 
Table 15 shows Certificate III in Forest Growing and Management and Certificate III in Harvesting and 
Haulage as the two most common qualifications currently in demand.  Further to the figures noted below, 
Great Southern Institute of Technology report a further 80 enrolments in Forest Growing and Management 
under National Workforce Development Funding, and approximately 55 enrolments are expected in 
Harvesting and Haulage. Another 67 Log Truck Drivers were forecast to stream into a Certificate III 
qualification during 2013.   
 
Table 15:  Forest and Forest Products, VET enrolments – Institution based training 

Course 2014 2013 2012 2011 2010 2009 

FPI20105 Certificate II in Forest Growing and Management 0 65 107 0 0 10 

FPI20111 Certificate II in Forest Growing and Management 0 35 0 0 0 0 

FPI20205 Certificate II in Harvesting and Haulage 0 0 0 0 0 8 

FPI20211 Certificate II in Harvesting and Haulage 0 10 0 0 0 0 

FPI30105 Certificate III in Forest Growing and Management 0 21 101 49 64 71 

FPI30111 Certificate III in Forest Growing and Management 61 181 0 0 0 0 

FPI30205 Certificate III in Harvesting and Haulage 1 18 71 22 10 0 

FPI30211 Certificate III in Harvesting and Haulage 33 91 0 0 0 0 

FPI40105 Certificate IV in Forest Operations 3 0 4 1 25 5 

FPI40111 Certificate IV in Forest Operations 11 6 0 0 0 0 

FPI50105 Diploma of Forest and Forest Products 0 0 2 0 40 9 

FPI50111 Diploma of Forest and Forest Products 7 3 0 0 0 0 
Source: Department of Training and Workforce Development VESU data cube 2015 
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The Forest Products Commission is also engaging in Forest Growing and Management training as a result 
of a recommendation from a recent audit of its operations.  The data indicates a steady uptake of training 
in the Forestry Operations sector, however in the Timber Manufacturing area minimal qualifications from 
the Forest Industries training package are being offered.  This is an area requiring further investigation.  
 
Harvesting operators under contract from the Forest Products Commission are required to ensure 
appropriate supervision of harvesting coupes.  This requires employees with highly developed supervision 
skills in people management, occupational health and safety, efficient harvesting practices, and safe 
loading and haulage skills.  The Certificate IV in Forest Operations is a suitable qualification to meet the 
needs identified.  As indicated above the qualification shows a small increase in enrolments. 
 
Table 16 provides traineeship and apprenticeship activity over the past five years in the Forestry Industry.  
As indicated in the table, the Timber Manufacturing qualifications are rarely used despite an increase in 
the qualification levels of employees in this sector.  Enrolments in Timber Truss and Frame qualifications 
are encouraging given the qualifications were only recently gazetted as traineeships.  
 
The Forestry Industry have a number of traineeships/apprenticeships available in all areas.  However, 
uptake in some of the traineeships is minimal.  Industry has identified several factors that impede 
industry’s take up of trainees, including: the cost of the training, time lost for training off the job, the high 
level of supervision required by staff unfamiliar with training and the bureaucracy of the sign-up process.  
A number of the traineeships exist in ‘thin market’ areas. 
 
Table 16: Traineeship commencements – Forest and Forest Products 

Course 2014 2013 2012 2011 2010 2009 

FPI20105 Certificate II in Forest Growing and Management 0 0 0 1 0 2 

FPI20205 Certificate II in Harvesting and Haulage 0 0 0 0 0 2 

FPI20305 Certificate II in Sawmilling and Processing 0 0 0 4 8 13 

FPI20405 Certificate II in Wood Panel Products 0 0 1 11 8 17 

FPI20505 Certificate II in Timber Manufactured Products 0 0 0 1 1 0 

FPI30205 Certificate III in Harvesting and Haulage 2 14 28 25 16 13 

FPI30211 Certificate III in Harvesting and Haulage 5 7 0 0 0 0 

FPI30305 Certificate III in Sawmilling and Processing 0 1 3 12 11 7 

FPI30311 Certificate III in Sawmilling and Processing 1 0 0 0 0 0 

FPI30405 Certificate III in Wood Panel Products 0 0 0 4 15 26 

FPI30705 Certificate III in Sawdoctoring 0 0 0 0 3 3 
Source: Department of Training and Workforce Development VESU data cube 2015 
 

Vocational Education and Training in Schools (VETiS) 
From 2015 students will be required to achieve an Australian Tertiary Admission Rank (ATAR) or a 
minimum Certificate II training program to graduate with a WA Certificate of Education.  This will see a 
substantial increase in the number of students undertaking vocational education in schools.  To support 
the implementation of changes to the WA Certificate of Education the following activities have been 
undertaken by the Training Council: 

• Made recommendations to the WA Department of Training and Workforce Development for 
industry specific qualifications that would be suitable for VETiS delivery to be included in the VETiS 
Qualifications Register.  For the Forestry Industry these included: 

 Certificate II in Forest Growing and Management 
 Certificate II in Sawmilling and Processing 
 Certificate II in Timber Manufactured Products 

• Development of specific brochures and posters to promote careers pathways to students at school 
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• Delivery of Careers that Inspire a Lifestyle project to expose students to industry through tours of 
workplaces 

• Promotion of occupations in demand to schools via Skills West Expo and VET Co-ordinator events 
and meetings. 

Skilled Migration 
Few businesses in the forest and forest products industry utilise skilled migration to fill skill shortages.  The 
main reason for this is the skill level of occupations in shortage not meeting the criteria for listing on skill 
shortage lists.  Logging plant operators was considered the most critical or in-demand occupation suitable 
for skilled migration (FFTITC 2014).  This and a low level of industry understanding of skilled migration 
options limit the use of skilled migrants to fill skill shortages. 
 
Those few businesses who had used skill migration for higher level occupations provided the following 
feedback about the migration system: 

• Paperwork was onerous 
• Confusing  
• Lengthy process  
• Unable to source overseas worker 
• Language, literacy and numeracy skills of migrant essential due to high risk environment and 

occupational health and safety requirements.  

Industry Issues Bullet Points: 
• Building business capability in industry for workforce development, through funding specific 

workforce development activities.  This includes creation of retention models that focus on 
capturing and retaining a sufficient pool of experienced and capable trainers to deliver quality 
training.  

 
• Extend workshops and briefings to industry representatives on various funding regimes available 

for training throughout the year.   
 
• Development of a Forestry orientation program for schools that promotes the career paths within 

and across the Forestry Industry. 
 
• Investigate the barriers to improving skills development in supervising and sustainability including 

carbon accounting and certification procedures to meet new legislation. 
 
• Promote Skill Sets and higher level qualifications across the sectors to improve supervisory, 

management and leadership skill levels. 
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Overview of the Food Industry  

Industry Analysis 

For the purposes of this report the food industry includes food and beverage, meat and seafood 
processing. 
 
Food industry sectors include: 

• Milling and baking  
• Confectionery making 
• Dairy and egg production 
• Fruit and vegetable processing 
• Convenience food manufacturing 
• Wine, beer and spirit production  
• Poultry processing 
• Meat processing 
• Seafood processing  

 
Table 17 shows a breakdown of food processing 
and seafood business in WA.  There are about 1600 seafood business (excluding processors), two thirds of 
which are self-employed operators.  The food processing and manufacturing industry comprises 
approximately 1,700 companies.  Over two-thirds of these companies are situated around the 
metropolitan and south-western regions.  In 2012, 34% of these companies were operated by sole traders.  
This majority of businesses employ 1-19 people and they make up 45% of food processing and 
manufacturing in WA. 
 
Table 17: Number of Food and Beverage businesses by sector by employment size range, 2010-11 

Industry sector Non 
employing 

1-19 20-199 200+  Total 

Seafood (non-processing)      

Offshore Longline and Rack Aquaculture 57 29 6 0 92 
Offshore Caged Aquaculture 0 0 0 0 0 
Onshore Aquaculture 87 31 6 0 124 
Rock Lobster and Crab Potting 566 298 6 0 870 
Prawn Fishing 54 33 6 0 93 
Line Fishing 87 33 0 0 120 
Fish Trawling, Seining and Netting 90 38 3 0 131 
Other Fishing 120 41 9 0 170 
Sub Total: 1061 503 36 0 1600 

Food and Beverage Processing      

Meat Processing 15 22 17 7 61 
Poultry Processing 0 3 6 0 9 
Cured Meat and Smallgoods Manufacturing 6 9 11 0 26 
Seafood Processing 13 16 6 0 35 
Milk and Cream Processing 6 6 0 0 12 
Ice Cream Manufacturing 3 3 3 0 9 
Cheese and Other Dairy Product Manufacturing 9 9 3 0 21 
Fruit and Vegetable Processing 28 15 3 0 46 
Oil and Fat Manufacturing 21 9 0 0 30 
Grain Mill Product Manufacturing 6 6 0 0 12 
Cereal, Pasta and Baking Mix Manufacturing 6 13 6 0 25 
Bread Manufacturing (Factory based) 7 12 12 3 34 
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Cake and Pastry Manufacturing (Factory based) 16 15 9 0 40 
Biscuit Manufacturing (Factory based) 3 0 0 0 3 
Bakery Product Manufacturing (Non-factory based) 74 182 121 3 380 
Sugar Manufacturing 3 0 3 0 6 
Confectionery Manufacturing 12 9 9 0 30 
Potato, Corn and Other Crisp Manufacturing 0 3 0 0 3 
Other Food Product Manufacturing n.e.c. 35 33 3 0 71 
Soft Drink, Cordial and Syrup Manufacturing 18 12 0 0 30 
Beer Manufacturing 13 14 13 3 43 
Spirit Manufacturing 0 3 3 0 6 
Wine and Other Alcoholic Beverage Manufacturing 136 82 49 0 267 
Meat, Poultry and Smallgoods Wholesaling 46 43 17 0 106 
Fresh Meat, Fish and Poultry Retailing 111 253 44 0 408 
Processing Total 587 772 338 16 1713 

Source: ABS Counts of Australian Businesses, 2012 
 
The food, beverage, meat and seafood processing industries in Western Australia represent 14% of total 
manufacturing in WA.  (DAFWA 2014). 
 
Western Australia produces about 45 million litres of wine annually, representing nearly 5% by volume of 
Australia’s production, but 12% of the value. It produces nearly one quarter of Australia’s fine wines 
(WIAWA 2014). 
 
The meat industry is the largest sector within the food and beverage industry and includes abattoirs, 
boning rooms, smallgoods, food retailing and food service operations.  In 2011, there approximately 4,940 
people are employed in the sector (ABS 2011).  It is possible the current number is less due to business 
closures in recent years. 
 
Annual production is over 310,000 tonnes and has a value of $1.2 billion.  Of this production, over 70,000 
tonnes is exported, to a value of $419 million. (DAFWA 2014) 
 
The meat processing sector primarily operates in the Metropolitan, South West and Great Southern 
regions. 
 
The seafood industry comprises businesses engaged in fishing, aquaculture, fisheries compliance, fishing 
operations, seafood processing, sales and distribution.  It also includes activities (including compliance) of 
the Department of Fisheries (WA). 
 
The seafood industry is generally characterised by a small number of large companies (particularly in the 
processing and pearling sectors) and a large number of small business involved in wild harvest.  
Aquaculture primarily comprises small to medium businesses.   
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Industry Trends 
In 2011 the Australian Food and Grocery Council noted: “It is believed that looking forward in a ‘business 
as usual' scenario, without any policy framework reforms, key pressures facing industry will continue 
unabated over the coming decade.  These include:  

• The Australian dollar being expected to remain high against the currencies of its major trading 
partners  

• The relative cost position of Australian manufacturers is forecast to remain significantly higher 
than lowest cost regional competitors, with on average a 22 per cent cost differential  

• Imports are forecast to continue to rise from $25 billion per annum to $47 billion by 2020, 
increasing the net trade deficit further.  

• Energy prices are expected to increase sharply in the next few years  
• From 2014, energy prices in real terms* are forecast to increase more modestly at 1 per cent per 

annum through to 2020. [* i.e. 1% increase p.a. relative to 2014].  (WA Treasury are forecasting 
electricity prices to increase by 7% in the 2014/15 financial year)  

• Labour scarcity pressures are expected to continue  
• Nominal labour costs (i.e. including inflation etc.) [are] forecast to grow by~3.6 per cent per 

annum.  
• Global commodity prices are expected to remain high and continue to experience high levels of 

volatility.  This will maintain margin pressure for local food and grocery manufacturers as they 
struggle to pass on rising input costs.  

 
If nothing changes and there are no policy reforms, the industry is forecast to be significantly less 
competitive in 2020 as a lack of growth translates into possible job losses and an inability to reinvest in 
major plant upgrades and innovation (AFGC 2011). 
 
In a recent study the AFGC found “Australia has the highest manufacturing costs in the world, with labour, 
utilities and regulatory costs all among the highest globally” (AFGC 2014).    This, coupled with Australian 
dollar exchange rates remaining considerably higher than mid (2013/14) year financial market predictions, 
means that policy reform remains the most important means to ensure industry remains globally 
competitive to 2020, and beyond. 
 
Meeting strong and growing Asian demand for premium food products and high quality protein will require 
considerable efforts to maximise production and improve market access.    
 
The ten months to May 2014 had seen international market access gained, restored or improved for a 
wide variety of food and agricultural commodities.  Processed, boxed and live beef has featured heavily 
on the list of achievements (DAFF 2014).  Significant investment in the WA beef industry over a similar 
period has been notable.  
  
The wine industry is steadily recovering from recent national oversupplies of wine.  The WA industry is 
optimistic with supply currently matching demand.  The high Australian dollar adds significant pressure to 
the local market as the cost of imported wine reduces. 
 
Apart from economic impacts, there are also a number of consumer trends which are impacting on the 
seafood, food and beverage sector.  Work and lifestyle trends such as longer working hours, increased 
income levels and smaller household sizes mean consumers continue to look for more quality convenience 
foods.  The implications for industry include an increase in volume and diversity of pre-cut salads, 
vegetables, and frozen/chilled pre-made meals. 
 
Consumer education and awareness of illnesses associated with obesity drives more demand for healthy 
choice alternatives, high food safety standards and product information / labelling.  Interest in ethical and 
sustainable food production and sourcing of locally produced ingredients is also rising (AFGC 2011). 
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As a result of prolonged drought, abattoirs had been adversely affected by low stock numbers.   While WA 
weather conditions have improved, drought in eastern Australia and the western USA meant that local 
stock numbers needed to (rapidly) significantly increase to meet global meat demand.  
 
With the meat industry continuing to rely heavily on transient labour, there is still a high need for entry 
level Skill Set delivery. 
 
Since 2010 to 2013 the gross value of production (GVP) in the seafood industry has decrease slightly, from 
$400m to $385m. (Department of Fisheries 2014).  One possible reason for this decrease was the ‘marine 
heatwave’ experienced along the WA coastline in 2010/11.  Since this extreme weather event fisheries 
affected have been managed accordingly, to ensure long term sustainability. 
 
Proposed Commonwealth Marine Park planning policy will continue to significantly impact access to 
resources and place increased pressure on the wild harvest sector. 
 
Seafood consumption in Western Australia is increasing each year, however, this is been met with an 
increase in imported farmed seafood.  Industry is concerned that the significant and growing middle class 
in the Asia Pacific area will raise food security* concerns not only for Australia but also for these close 
northern markets. 
 
This situation makes Western Australia an ideal place for foreign investment in Aquaculture as demand for 
healthy, high quality protein continues to rise.   
 
Changes in fisheries management arrangements and product development advancements will leading to 
increased processing opportunities.  This is likely to increase demand for training and workforce 
development in areas of retail, wholesale, marketing and distribution.    
  
* Food security [is] a situation that exists when all people, at all times, have physical, social and economic 
access to sufficient, safe and nutritious food that meets their dietary needs and food preferences for an 
active and healthy life. 
(FAO 2001) 
 

Labour and Skill Demand 
The food and beverage sector has a medium to strong trade focus.  The industry is very heavily legislated 
and skill development for the workforce is primarily centred on meeting the many regulatory 
requirements, including food safety.   
 
The importance of entry level Skill Sets has emerged in all sectors, including those with a high use of 
qualifications, such as meat processing.  This has mainly been as a result of the increasing reliance on 
transient labour. 
 
Processing companies faced with intractable labour and skills shortages are faced with two options; either 
close their business or shift operations offshore or interstate.  The frequently overlooked impact of the 
latter is that more often than not this adversely affects the whole value chain.  Western Australian 
producers of raw products and agribusiness service providers lose that business. Obviously, from a wider 
local employment perspective, the consequences are dire. 
 
A 2015 FFTITC survey of food and beverage industry employers again showed overwhelming support for 
on-the-job training delivery.  Across all sectors the greatest demand is for regulatory and compliance 
related training.  Industry has indicated that some of the skills required as short courses and skills sets 
include: 

• Licences for forklifts, cranes and elevated work platforms (EWP) 

Industry Workforce Development Plan 2015/16 Page 69 of 136 



• Diving (aquaculture) 
• People management and cultural awareness 
• Food safety / HACCP (Hazard analysis and critical control points) 

 
In a recent survey (FFTITC 2013) the lack of training for some food manufacturing sectors was reinforced.  
Some sectors such as frozen dairy and confectionary find it difficult to source local trainers with currency 
and competency. 
  
The meat industry has a strong training culture.  Notwithstanding, the industry still finds it difficult to 
attract and retain workers, particularly when resource industry related activity in the state increases.  
Although the resources industry as a whole is in a production phase (as opposed to the more labour 
intensive construction phase) there are still at least 12 major resource projects (capital expenditure 
exceeding $20m) planned for the South West and Great Southern regions (Department Mines and 
Petroleum 2014). 
 
The industry is currently relying on a significant and ever increasing level of transient workers.  This has 
dramatically increased the need for entry level Skill Set delivery.  
 
As with the wider food and beverage industry there is a need for training to be monitored and feedback 
sought from industry to determine whether training is meeting industry needs.  An example of this is the 
retail meat sector (especially supermarkets) where use of pre-packaged and butchered meat has meant 
the primary job role is that of a meat retailer / assistant with appropriate training being, in most cases, 
Certificate II in Meat Processing (Food Services).  International consumer demand for food traceability 
(particularly in the major export market of US) mean that skilling of job roles associated with labelling, 
barcoding and record keeping are of paramount importance.  
 
At the national 2015 MINTRAC Training Conference it was highlighted that these job roles, despite having 
huge implications for gaining and maintaining market share, are frequently entry level positions 
undertaken by staff with little or no formal training. 
 
The effects of labour and skills siphoning to the offshore oil and gas industry is a particularly significant 
issue for the seafood industry.  This is not simply due to the increased resources demand; it is also due to 
close alignment of the industries – geographically and from a workplace competency perspective. 
 
Training in much of the seafood industry is undertaken to meeting licensing and regulatory requirements.  
Areas of particular focus are vessel operations, marine engineering, fisheries legislation, occupational 
safety and health (OSH) and food safety.  Industry is considering the introduction of a national professional 
fisherman’s certificate which will include elements of OSH, first aid, navigation, deck practice (e.g. winch 
work), safe food handling, marine radio operation and search and rescue (SAR). 
 
There is considerable need to deliver value-adding seafood processing training programs to the seafood 
industry.  Access to this training would significantly add value throughout all levels of the supply chain. 
Similarly, it would increase value into the hospitality and tourism sectors. 
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Regional Impact 
Training in the regions is challenging due to small numbers.  Furthermore, funding systems that restrict 
delivery to full qualifications, rather than Skill Sets, do not accommodate industry training requirements.  
Funded Skill Sets are needed by industry to meet both its entry level training needs (which have multiplied 
due to a marked increase in the use of transient labour) and for vertical and horizontal career pathways 
beyond trade level.   
 
The current funding of vocational training places a strong focus on traditional trades and full qualifications.  
This recognises the training needs of some sectors; however in most of the food industry full qualifications 
are often not the prime training needs. 
 
In consultation with industry, Skill Sets or incremental building blocks are generally a more attractive 
option to industry.  A person who has a particular need for a ‘package’ of skills would undertake a Skill Set.  
The person could then build on that Skill Set with one or more building blocks and then acquire, over time, 
a full qualification. 
 
While this ‘building blocks’ approach to Skill Set acquisition is considerably more flexible for industry, and 
would dramatically increase VET participation, the current funding model doesn’t support this method of 
delivery. 
 
Most recently the importance of entry level Skill Sets has emerged in all agrifood sectors, including those 
with a high use of qualifications, such as meat processing.  A key driver has been the increasing reliance 
on transient labour. 
 
The main issues are access to funded entry level skills set training, the impact of removal of employer 
incentives for entry level Certificate II traineeships, low levels of language, literacy and numeracy, thin 
training markets and access to training in the regions 
 
An ageing regional workforce and the exodus of young people to larger regional centres exacerbate the 
shortage of labour for regionally based food enterprises. 
 
Regional skills and labour shortages can have several impacts; they: 
 

• prohibit some enterprises from continuing any normal operation 
• restrict breadth of normal operations 
• restrict expansion of normal activities 
• inhibit development of new production opportunities 

 
For those businesses still able to operate, albeit with minimal staffing levels, long working hours result in 
marked reductions in productivity. This situation is further exacerbated by several factors including: 
 

• The (increasingly) close geographic proximity of the resources industry, resulting in an 
accelerated labour and skills drain.  Traditionally this issue has been confined to the Pilbara 
and Kimberley regions the effect on most food sectors has been minimised.  The exception 
to date has been the seafood industry. 
 

• The common of social and lifestyle expectations found in workers of both the regional 
resources and food industry sectors; hence the likelihood of permanent drain to the 
resources sector from a regionally based enterprise is considerably higher than from a 
metropolitan enterprise. 
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An important aspect of many regional food processing centres is their reliance on Culturally and 
Linguistically Diverse (CaLD) workers.  Towns like Katanning have a large culturally diverse population that 
make an invaluable contribution, both to the local workforce and the social fabric of the region.  Many 
processors (particularly meat works) report that this labour is critical.  In turn, the viability of regional 
processors is vital to the future of many regional towns and communities. 
 
The resource industry benefits from the services and infrastructure provided by these communities. This 
is especially true in the exploration and early project development phases of new resource projects. 
 
Resource industry development in the South West and Great Southern is a particular threat to adjacent 
food processors; particularly those seeking truck drivers. 
 
To date, the meat industry (primarily because of its geographic distribution) has been less affected by 
labour and skills siphoning to the North West than other regional industries.  However, developing and 
planned resources projects in the South West and Great Southern are expected to have a major impact on 
the meat industry.  

 
Operating around the state in rural and remote 
regions, much of the fishing industry is 
characterised by small fishing boats with two 
or three crew.  This presents significant 
challenges for access to training. The fishing 
industry has found an effective form of 
delivery to be highly mobile trainers offering 
specialty Skill Sets in the regions.  However, it 
is difficult to find trainers with the knowledge, 
experience and ability to deliver in these 
disperse, seasonal and mostly thin markets. 
 
The seafood industry is seasonal and as result 
employs a considerable number of transient 

workers.  Much of the processing sector relies on backpackers, travelling retirees and working student / 
holiday visa holders in times of peak production.   
 
The high (and increasing) cost of housing in many regional centres magnifies attraction and retention 
challenges faced by business.  As a case in point, basic rentals of over $700 per week in Kununurra will 
have a serious negative impact on workforce development for the Ord-East Kimberley Expansion Project.  
 
Increased resource industry based activity in the North West has seen investment in training decline due 
to trained workers leaving the industry to work in the mining and offshore oil and gas sectors.  
Unfortunately training in this environment ultimately benefits the resources industry, not the seafood 
industry. 
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Regulatory Requirements  
In a 2013 FFTITC survey participants were asked what non-market related factors would influence future 
training.  In order of prevalence the main responses were: 

1. Food Safety 
2. HACCP (Hazard Analysis and Critical Control Points) 
3. Labelling laws 
4. National Work Health and Safety Regulations 
5. National Maritime Safety legislation 

 
Subsequent industry consultation throughout 2014 and 2015 has confirmed that these non-market 
factors remain the same, however labelling laws seem to have attracted more comment and seem to be 
a higher priority than Food Safety and HACCP.  This is a major concern for industry. 

  
The impact of regulatory ‘red-tape’ on business has been raised in all industry surveys and consultation 
since the first FFTITC Industry Workforce Development Plan in 2010. However over the last 12 months 
industry members have consistently rated the level of impact much higher than in previous years.   
 
A 2015 Curtin University ‘Cost of Doing Business in WA’ report3 highlighted the main barriers to business 
activities and performance cited by companies in different industry sectors.  The largest of these (across 
all sectors) was labour costs followed by other input costs and burdens of regulation or compliance. 
 
Changes in food labelling requirements add significant additional costs to food processors. According to a 
study conducted by CCIWA, the cost of changes to a label for small and medium enterprises (SME) is about 
$60,000.   
 
Extensive licensing and compliance requirements in the seafood industry mean there is an abundance of 
unmet training need. 

Gender/ Age Participation 
Chart 10 shows that for each sector gender participation rates have remained relatively stable between 
2006 and 2011.  The proportion of female workers is greatest in the food processing sector, with an almost 
equal number of female and male employees.  Lower female participation in the seafood sector reflects 
the fact that seafood harvesting is predominately a male occupation.  Conversely, seafood processing is 
predominately done by females.   
 
Many food and beverage industry sectors have an aging workforce.  Chart 11 shows that although the 
largest single cohort across all sectors is 15-19 year olds in food manufacturing, there are significant 
percentages across all sectors in the cohorts over 40 years of age. The demographics of the beverage sector 
may reflect a Skill Set more aligned to maintenance and operation of highly automated processing 
equipment used by most of the sector, hence the spike in the 30-39 year old cohort. 
 
 
  

3 https://business.curtin.edu.au/local/docs/BCEC-The-Costs-of-Doing-Business-in-WA.pdf 
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Chart 10:  Food and Beverage industry sector employment by gender, 2006 and 2011 

 
Source: ABS 2006, 2011 

 

Chart 11: Food and Beverage industry sectors employment by age 

 
Source: ABS 2011 
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Under-represented Groups Participation 
In a 2011 survey (FFTI 2011) industry employers were asked what constraints (if any) they had to employing 
underrepresented groups.  Of those that responded to the question, 44% provided an unqualified ‘No 
constraints’.  All employers who responded to the question said they would employ underrepresented 
groups however many qualified this by noting that some potential employees may be unsuitable because 
of the physically demanding nature of the work.  In addition, the need for qualifications, employee 
reliability and the inability to provide the higher level of workplace support were cited as barriers to 
participation of some groups.  There were also comments to the effect that disengaged workers either 
were unlikely to stay or required very high levels of supervision and management. 
 
With respect to actual participation, anecdotal evidence as part of consultation in 2012, indicates that 
there is an increase in participation of several underrepresented groups; notably migrants and 
humanitarian refugees, mature age, indigenous and female workers.  Although quantification and 
verification is difficult, it seems that the largest increase has probably been in migrant and humanitarian 
refugee workers.  
 
The Training Council surveyed industry (FFTITC 2012) and asked employers if they would be employing 
people from under-represented groups in the next 12 months.  The following table summarises the 
responses.   
 
Table 18: Employment of people from under-represented groups 

Under-represented group Yes Possibly No 

Apprentices or trainees 6 3 7 

Workers with disabilities 3 6 6 

Workers from a culturally or linguistically diverse 
background 7 8 1 

Indigenous workers 5 7 2 

Female workers 13 2 1 

Mature age workers 10 5 1 

TOTAL 44 31 18 

 

As indicated in Table 18, there is scope to encourage more people from under-represented groups to train 
and enter the food industries.  This is particularly true for mature age, indigenous, workers from a culturally 
or linguistically diverse background and workers with a disability.  The removal of employer incentives for 
Certificate II traineeships will drastically reduce the willingness of employers to take on entry level trainees.  
This is a significant barrier to increasing participation of underrepresented groups, particularly those with 
general skill, learning and work experience issues.  As shown in the previous there are already a high 
percentage of females in the food industries and this is unlikely to change.   

Major Challenges and Barriers 
The general perception of the food processing industry is not high.  Attracting new entrants into the 
industry is important and there is concern about a general lack of good promotional programs for the 
industry. There are significant attraction and retention issues within the industry.     
 
The cost and time consuming nature of using migration to fill labour and skills shortages has been noted 
by most industry sectors in the most recent workforce development survey (FFTITC 2014).  This, and a low 
level of industry understanding of skilled migration options limit the use of skilled migrants to fill skill 
shortages. 
 
In this survey food industry respondents provided the following feedback about the 457 migration system: 
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• Met my needs (50%) 
• Paperwork was onerous (36%) 
• Confusing (14%) 
• Lengthy Process (57%) 
• Occupation not on the skilled occupation list (36%) 

 
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 in industry. 
 
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. 
 
Industry continues to be significantly impacted by removal in 2011 of Commonwealth subsidies for 
Certificate II Traineeships to all except nominated equity groups. (MINTRAC 2012; FFTITC 2012) 
 
More emphasis needs to be placed on informing industry about Training Packages.  Simplification of 
training packages to facilitate industry engagement is critical to the success of packages being developed 
for industry needs. 
 
The baking industry continues to experience a shortage of qualified bakers.  Most employers report 
shortages of bakers and pastry cooks. A number of (particularly small) employers have recruited skilled 
bakers and/or pastry cooks from overseas on 457 immigration visas but this avenue is both costly and 
time-consuming” (Agrifood 2011, FFTITC 2014).  Costs associated with skilled migration recruitment are 
considerable and in many cases prohibitive.  In addition to normal costs associated with recruitment, 
sponsors have to consider: 
 

• Application fees 
• Migration agent fees 
• Flights 
• Medical fees 
• Recognition of Prior Learning (RPL) / skills recognition fees 

 
In regional areas sponsors frequently provide accommodation and transport for sponsored workers.  
 
The seafood industry is seasonal and attracts a large proportion of backpackers and travelling retirees to 
fill job vacancies.  The majority of this industry is located in regional locations where access to quality 
training is an issue due to thin training markets.  This is compounded by funding arrangements focussed 
on full qualifications rather than the necessary Skill Sets. 
 
To allow Australia to meet the strong and growing Asian demand for premium food products and high 
quality protein considerable efforts are be made to maximise production and improve market access.    
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Efforts to increase food production are being supported by investment and plans to develop large tracts 
of land in northern Australia, including the Kimberley.  Government and industry are simultaneously 
working to predict workforce requirements for these areas.  For this work to be effective it is vital planning 
also take into account recent and proposed developments in market access, including details of new and 
proposed Free Trade Agreements. 
 
Over the past 2 years international market access has been gained, restored or improved for a wide variety 
of food and agricultural commodities.  Processed, boxed and live beef has featured heavily on the list of 
achievements.  Significant investment in the WA beef industry over a similar period has been notable.  
Given these scenarios of increased demand, market access and high local investment, optimistic 
campaigns for major investment to develop areas for wide scale food production and processing are being 
considered by Government. 
 
To date, economic (especially high production costs) and environmental (plant pest and disease) factors 
have restricted food production in the Ord River Irrigation Area (ORIA).  Currently, the majority of the ORIA 
produces sandalwood. World demand is very large (and growing).  In February 2014 the import restriction 
of sandalwood wood and nuts into India (the largest global market) was lifted and this will further increase 
demand from Australian growers. 
 
These factors are vital when conducting workforce planning for activities in the ORIA and the Ord River 
Irrigation Expansion Project (OREP). For example, the workforce requirements for sugar production and 
processing (the original intended use for the majority of the OREP) are considerably different to those 
required for sandalwood production and harvest. 
 
While plans to increase capacity of Lake Argyle have been proposed, the current horticultural production 
of the ORIA is currently under-utilised, with a high proportion of many crops going to waste because 
traditional domestic markets for fresh produce become saturated and the cost of picking outside times of 
peak market demand is prohibitive. 
 
Investment in food processing infrastructure, either in the form of canneries (for excess pawpaws) or food 
processing (for excess pumpkins etc.) would have immediate economic and employment benefits for the 
region. 
 

New and Emerging Skills 
With greater expansion of the agrifood industries into global markets, operators in the supply chain will 
be required to make decisions in larger and more complex environments.  This will require a broader and 
deeper knowledge of risk management. 
 

Maintaining a competitive edge is also 
important for the food and beverage sector 
and skills in lean manufacturing are 
becoming more sought after.  
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. 
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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 increase 
the need for training. 
 
The potential to increase value (and employment) of the food processing industry in Western Australia 
through the adoption of new processing and packaging technology is vast.  Much of the required 
technology has been developed and is in use by large advanced food processing companies across Western 
Europe, South Africa, South America and (increasingly) sub continental and South East Asia.  Bulk supply 
of low value ‘feedstock’ into these food processors by WA based primary industries is a kin to exporting 
unrefined iron ore to overseas refineries and losing considerable value from the supply chain.  
 
One good example is the increasing the value of outputs from grain processing facilities to refine 
agricultural feedstocks into a variety of specialty goods that are used by the food and pharmaceutical 
industry. Products include starch and starch sugars as well as special fermentation products and valuable 
by-products.  This technology exists in countries like Austria and could be replicated in Western Australia 
to significantly add value to the grains industry – the largest agricultural production sector in Western 
Australia (by value). 
 
It is noteworthy that for many years WA has been educating and training food technologists with world 
class skills that (industry consultation confirms) is under-utilised by WA industry.  
 
Risk management and contingency planning training is required to build skills for developing plans to deal 
with potential food safety crises. 
 

Thin Markets 
The food and beverage industry is characterised by a large number of thin training markets.  Thin markets 
are defined as parts of the training market where there are few learners and/or VET providers.  A recent 
study (FFTI, 2015) by the Training Council has identified a diverse range of factors that can influence or 
‘drive’ the thinning of a VET market.  The ‘drivers’ identified were: 
 

• The specialization and proliferation of job roles within business and industry 
• Proliferation of training products 
• Training packages and the continual improvement process 
• Flexibility and responsiveness of Registered Training Organisations 
• Level of enterprise and industry workforce planning and training culture 
• Distribution of demand and supply 
• Government policy 
• Market information. 
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The study recommended a number of strategies to alleviate the impact of thin markets, they included: 
 

• Identifying, monitoring and managing thin markets by development of Thin Market working 
groups 

• Increase industry understanding of the VET system and how training could be delivered with 
minimal number of training products or other ‘alternative’ training products such as Skill Sets and 
accredited courses 

• Facilitate better understanding and communication between industry and RTOs of industry 
training needs. 
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Occupations in Demand (ANZSCO Code) 
Identified skill shortages in the seafood and food and beverage industry sectors are shown in the following 
table. 
 
Table 19: Skill/labour shortages – Seafood/Food and Beverage Industries 

Occupations in demand 

ANZSCO Occupation Summary 

311312 Meat inspector Identified as part of research for the review of the 2015 FFTITC IWDP.  
Ongoing shortages cited by enterprises and industry bodies. There is a 
need for workers to be upskilled and have capability in supervision as well 
as meat inspection duties. Continuing and very high demand for existing 
worker training in response to ageing worker profile and regulatory 
changes. Increasing regulation increases demand. 

234212 Food technologist Identified as part of research for the review of the 2015 FFTITC IWDP.  
Ongoing shortages cited by enterprises and industry bodies. 
 
The skills and competencies of the food technologist enable the industry to 
develop new products, value add lower grade products, contribute to 
efficient processing and delivery of foods, contribute to the security of the 
food supply and effectively manage safety and risk associated with food 
production. There is an increased demand by the food industry particularly 
as the medium scale enterprises employ more food technologists.  

251311 Environmental health 
officer 

Identified as part of research for the review of the 2015 FFTITC IWDP. 
Demand for existing worker training in response to ageing worker profile, 
regulatory changes and licensing. Existing shortage expected to increase in 
line with growth of urban development. Strong demand forecast reflective 
of industry shift to more technical/ para-professional roles across sectors. 
Skills required in areas of animal handling / welfare, biosecurity and 
chemical handling. There is a need for skill development of existing 
workers. 

351211 Butcher or smallgoods 
maker 

Identified as part of research for the review of the 2014 FFTITC IWDP. 
There is a shortage of qualified butchers throughout the meat processing, 
meat retailing and smallgood manufacturing sectors.  There will be 
increased demand as new processing plants become operational.  An 
ageing workforce is contributing to shortages.  The sectors remain heavily 
reliant on migration to meet demand. There is need for funding for 
upskilling into supervisory, management and leadership roles. 

831212 Slaughterer Identified as part of research for the review of the 2015 FFTITC IWDP. 
There is a shortage of Slaughterers throughout the meat processing sector.  
There will be increased demand as new processing plants become 
operational.  An ageing workforce is contributing to shortages.  The sectors 
remain heavily reliant on migration to meet demand.  
 
Adequate skilling is critical to implementation of whole-of-chain consistent 
practices in animal welfare and low-stress animal handling. 

ABS statistics showing an oversupply of slaughterers are strongly refuted 
by industry.  While this is a skilled occupation, it is an entry point to the 
industry and ABS figures do not reflect the relatively rapid progression of 
many slaughterers to other parts of the meat processing industry.  

351111 Baker Identified as part of research for the review of the 2015 FFTITC IWDP. An 
ageing workforce is contributing to shortages.  The sectors remain heavily 

Industry Workforce Development Plan 2015/16 Page 80 of 136 



Occupations in demand 

ANZSCO Occupation Summary 

reliant on migration to meet demand. There is need for funding for 
upskilling into supervisory, management and leadership roles in plant 
bakeries. 

831211 Meat boner and slicer Identified as part of research for the review of the 2015 FFTITC IWDP. 
There is a shortage of qualified Meat boners and slicers throughout the 
meat processing, meat retailing and smallgood manufacturing sectors.  
There will be increased demand as new processing plants become 
operational.  An ageing workforce is contributing to shortages.  The sectors 
remain heavily reliant on migration and transient labour to meet demand. 
There is need for funding for upskilling into supervisory, management and 
leadership roles. 

899212 Fishing hand Identified as part of research for the review of the 2015 FFTITC IWDP. 
There is a shortage of Fishing hands throughout most of the seafood 
production sector.  An ageing workforce and increased offshore oil and gas 
activity are contributing to shortages.  The sector remains heavily on a 
transient workforce.  Demand also driven by increased use of 
environmentally sustainable industry practices. 

 

Workforce Development Opportunities 
Most small (and many medium) sized businesses lack sufficient knowledge of the trainee and 
apprenticeship system.  Similarly there is little understanding of programs available to assist workforce 
development. 
 
Increasing business awareness and capacity in workforce development is a key area for industry.  In 
addition to the obvious attraction and retention features of workforce development, promotion of 
workforce development strategies such as job re-design, career pathing and working arrangements that 
enable increased employment of underrepresented groups should be a high priority. 
 
There is a need to increase industry understanding of migration options available.  In 2012 the Food and 
Agribusiness division of the Department of Agriculture and Food (WA) ran workshops with the baking 
industry, migration service providers, the FFTITC and the Department of Training and Workforce 
Development (Skilled Migration WA).  It was evident from these workshops that there is a poor 
understanding of the migration system and the applicability of the wide variety of visa classes available.  
The initiative was very successful and the model is being extended to other industry sectors.  
 
The promotion of attractive aspects and the efforts by businesses to maximise their appeal through 
innovative job design and working arrangements could be a key to increased attraction and retention.  
Businesses who have undertaken such initiatives rarely state retention as a workforce development issue. 
  
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  
 
For the many food and meat processing operations operating in the South West, proposed resources 
activity in the South West and Great Southern regions will add attraction and retention pressures.  
Businesses already have difficulty employing truck drivers and this situation is expected to worsen. 
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Strategies are needed to improve workforce participation, particularly among specific sectors of the 
community which are underrepresented in the labour force.  A range of taxation measures could be used 
to improve the overall participation in the workforce. 
 
As shown in Chart 12, the highest levels of education and training across all sectors are in Certificate III and 
IV.  This corresponds to the trade level qualifications used by the meat and baking sectors.  Entry level 
qualification levels are low and are expected to decrease further with the removal of employer incentives 
for Certificate II traineeships.  It is expected that this will have a flow on effect to higher level VET 
qualifications as less trainees will be available to follow the trade pathway into Certificate III. 
 
The relatively high levels of higher education and training in food and beverage manufacturing are closely 
related to the increased regulatory requirements in the industry and reflects the growing need for food 
technologists and food safety auditors. 
 

Chart 12: Food and beverage industry training and higher education by sector 

 
Source: ABS 2011 

 

Chart 13: Food and beverage industry post-secondary qualifications in 2006 and 2011 

 
Source: ABS 2006, 2011 
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Chart 13 shows there has been a slight decrease in education and training level across all sectors from 
2006 to 2011.  This is a cause for concern as industry is reporting an increased need for skills.  This need is 
driven by increased food demand, processing innovation, changing technology and increased regulatory 
demands.  Currently, WA has one university offering food technology courses and industry advice suggests 
that outputs from this course are mismatched to industry requirements.  This causes industry to look 
oversees for recruitment of suitably skilled employees.  

VET Training Data by Qualification – Enrolments and Completion  

Pre-Employment (Institutional Based Training, pre-apprenticeships) 

The data in Table 19 has been provided by the Department of Training and Workforce Development 
(DTWD) and details the number of enrolments in courses offered institutionally by Registered Training 
Organisations (RTOs), both state and private, and funded by the Department of Training and Workforce 
Development. The data also includes vocational education and training delivered in Schools (VETiS).  The 
data does not include VETiS courses funded by the Department of Education, fee for service delivery and 
training funding through the National Workforce Development Fund.  
 
Table 20:  Food and Beverage, VET enrolments – Institution based training 

Food Industry - Qualifications (IBT Enrolments 2010-2014) 2010 2011 2012 2013 2014 Total 
FDF10403 Certificate I in Food Processing (Wine) 1 0 0 0 0 1 
FDF10803 Certificate I in Food Processing (Retail Baking) 23 0 0 0 0 23 
FDF20103 Certificate II in Food Processing 37 16 12 5 1 71 
FDF20110 Certificate II in Food Processing 0 0 43 60 0 103 
FDF20111 Certificate II in Food Processing 0 0 0 0 0 0 
FDF20403 Certificate II in Food Processing (Wine) 87 29 34 0 0 150 
FDF20411 Certificate II in Wine Industry Operations 0 0 0 24 37 61 
FDF20510 Certificate II in Retail Baking Assistance 0 0 7 12 34 53 
FDF20903 Certificate II in Food Processing (Sales) 0 0 0 0 0 0 
FDF20910 Certificate II in Food Processing (Sales) 0 0 0 0 0 0 
FDF20911 Certificate II in Food Processing (Sales) 0 0 0 5 29 34 
FDF30103 Certificate III in Food Processing 1 0 0 0 0 1 
FDF30110 Certificate III in Food Processing 0 0 0 0 0 0 
FDF30111 Certificate III in Food Processing 0 0 0 0 0 0 
FDF30403 Certificate III in Food Processing (Wine) 8 38 6 0 0 52 
FDF30411 Certificate III in Wine Industry Operations 0 0 0 9 11 20 
FDF30503 Certificate III in Food Processing (Retail Baking - 
Cake and Pastry) 4 2 3 1 0 10 
FDF30510 Certificate III in Retail Baking (Cake and Pastry) 0 0 21 2 0 23 
FDF30603 Certificate III in Food Processing (Retail Baking - 
Bread) 1 3 3 2 0 9 
FDF30610 Certificate III in Retail Baking (Bread) 0 0 0 4 5 9 
FDF30703 Certificate III in Food Processing (Retail Baking - 
Combined) 22 47 2 0 0 71 
FDF30710 Certificate III in Retail Baking (Combined) 0 0 50 51 35 136 
FDF30903 Certificate III in Food Processing (Sales) 0 0 0 0 0 0 
FDF30910 Certificate III in Food Processing (Sales) 0 0 0 0 0 0 
FDF40103 Certificate IV in Food Processing 3 1 0 0 0 4 
FDF40110 Certificate IV in Food Processing 0 0 0 0 0 0 
FDF41007 Certificate IV in Food Processing (Food Safety 
Auditing) 3 3 0 0 0 6 
FDF50103 Diploma of Food Processing 5 6 5 0 0 16 
FDF Food Processing 195 145 186 175 152 853 

  2010 2011 2012 2013 2014 Total 
MTM10107 Certificate I in Meat Processing (Smallgoods) 0 0 0 0 0 0 
MTM20107 Certificate II in Meat Processing (Abattoirs) 24 2 0 0 0 26 
MTM20111 Certificate II in Meat Processing (Abattoirs) 0 0 0 0 0 0 
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MTM20207 Certificate II in Meat Processing (Smallgoods) 0 0 0 0 0 0 
MTM20407 Certificate II in Meat Processing (Food Services) 0 0 0 0 0 0 
MTM20411 Certificate II in Meat Processing (Food Services) 0 0 0 0 0 0 
MTM30107 Certificate III in Meat Processing (Boning Room) 4 0 0 0 0 4 
MTM30111 Certificate III in Meat Processing (Boning Room) 0 0 0 0 1 1 
MTM30207 Certificate III in Meat Processing (Food Services) 3 0 0 0 0 3 
MTM30211 Certificate III in Meat Processing (Food Services) 0 0 0 0 6 6 
MTM30307 Certificate III in Meat Processing (Meat Safety) 2 0 0 0 0 2 
MTM30311 Certificate III in Meat Processing (Meat Safety) 0 0 0 0 0 0 
MTM30407 Certificate III in Meat Processing (Rendering) 0 0 0 0 0 0 
MTM30411 Certificate III in Meat Processing (Rendering) 0 0 0 0 0 0 
MTM30507 Certificate III in Meat Processing (Slaughtering) 12 0 0 0 0 12 
MTM30511 Certificate III in Meat Processing (Slaughtering) 0 0 0 0 0 0 
MTM30607 Certificate III in Meat Processing (General) 0 0 0 0 0 0 
MTM30611 Certificate III in Meat Processing (General) 0 0 0 0 3 3 
MTM30800 Certificate III in Meat Processing (Meat 
Retailing) 0 0 0 0 0 0 
MTM30807 Certificate III in Meat Processing (Meat 
Retailing) 1 0 2 0 0 3 
MTM30811 Certificate III in Meat Processing (Retail Butcher) 0 0 4 3 1 8 
MTM30813 Certificate III in Meat Processing (Retail Butcher) 0 0 0 0 0 0 
MTM31011 Certificate III in Meat Processing (Smallgoods - 
Manufacture) 0 0 0 0 0 0 
MTM40107 Certificate IV in Meat Processing (Leadership) 0 0 0 0 0 0 
MTM40111 Certificate IV in Meat Processing (Leadership) 0 0 0 0 0 0 
MTM40207 Certificate IV in Meat Processing (Meat Safety) 0 0 0 0 0 0 
MTM40211 Certificate IV in Meat Processing (Meat Safety) 0 0 0 0 0 0 
MTM40307 Certificate IV in Meat Processing (Quality 
Assurance) 10 0 0 0 0 10 
MTM40311 Certificate IV in Meat Processing (Quality 
Assurance) 0 0 0 0 0 0 
MTM40407 Certificate IV in Meat Processing (General) 1 1 0 0 0 2 
MTM50107 Diploma of Meat Processing 1 0 0 0 0 1 
MTM50111 Diploma of Meat Processing 0 0 0 0 0 0 
MTM Australian Meat Industry Training Package 58 3 6 3 11 81 

  2010 2011 2012 2013 2014 Total 
SFI10104 Certificate I in Seafood Industry (Aquaculture) 47 21 3 0 0 71 
SFI10111 Certificate I in Aquaculture 0 0 0 0 28 28 
SFI10204 Certificate I in Seafood Industry (Fishing 
Operations) 117 0 0 0 0 117 
SFI10211 Certificate I in Fishing Operations 0 0 0 11 14 25 
SFI20104 Certificate II in Seafood Industry (Aquaculture) 86 140 106 0 0 332 
SFI20111 Certificate II in Aquaculture 0 0 25 145 127 297 
SFI20204 Certificate II in Seafood Industry (Fishing 
Operations) 151 221 109 5 0 486 
SFI20211 Certificate II in Fishing Operations 0 0 0 150 218 368 
SFI20504 Certificate II in Seafood Industry (Seafood 
Processing) 0 0 0 0 0 0 
SFI20511 Certificate II in Seafood Processing 0 0 0 0 0 0 
SFI30104 Certificate III in Seafood Industry (Aquaculture) 49 59 25 0 0 133 
SFI30111 Certificate III in Aquaculture 0 0 22 49 77 148 
SFI30211 Certificate III in Fishing Operations 0 0 0 0 7 7 
SFI30404 Certificate III in Seafood Industry (Fisheries 
Compliance) 9 37 6 0 0 52 
SFI30411 Certificate III in Fisheries Compliance 0 0 22 14 1 37 
SFI30504 Certificate III in Seafood Industry (Seafood 
Processing) 0 0 0 0 0 0 
SFI30511 Certificate III in Seafood Processing 0 0 0 0 0 0 
SFI40104 Certificate IV in Seafood Industry (Aquaculture) 1 1 0 0 0 2 
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SFI40111 Certificate IV in Aquaculture 0 0 0 1 5 6 
SFI40411 Certificate IV in Fisheries Compliance 0 0 5 0 0 5 
SFI50104 Diploma of Seafood Industry (Aquaculture) 24 23 9 0 0 56 
SFI50111 Diploma of Aquaculture 0 0 15 17 8 40 
SFI50411 Diploma of Fisheries Compliance 0 0 5 15 8 28 
SFI Seafood Industry Training Package 484 502 352 407 493 2238 

Source: Department of Training and Workforce Development, VESU Enrolment Data Collection 
 
Table 20 shows low institutional enrolments in the Food Processing or Meat Training Packages in 2014. 
The only FDF or MTM qualification with enrolments is Certificate II in Food Processing. Enrolments in 
institutional seafood qualification delivery has remained steady. 
 
Table 21: Apprenticeship and Traineeship commencements – Food and beverage industry 

Food Industry - Qualifications (EBT commencements 2010-
2014) 2010 2011 2012 2013 2014 Total 
Certificate II in Food Processing (FDF20103) 57 35 0 0 0 92 
Certificate II in Food Processing (FDF20110) 0 7 9 0 0 16 
Certificate II in Food Processing (FDF20111) 0 0 33 23 15 71 
Certificate II in Food Processing (Sales) (FDF20903) 1 0 0 0 0 1 
Certificate II in Food Processing (Sales) (FDF20910) 0 0 1 0 0 1 
Certificate II in Food Processing (Sales) (FDF20911) 0 0 0 0 31 31 
Certificate II in Food Processing (Wine) (FDF20403) 2 0 0 0 0 2 
Certificate II in Food Processing (Wine) (FDF20498) 0 0 0 0 0 0 
Certificate II in Wine Industry Operations (FDF20411) 0 0 2 1 0 3 
Certificate III in Food Processing (FDF30103) 106 64 0 0 0 170 
Certificate III in Food Processing (FDF30110) 0 33 59 13 0 105 
Certificate III in Food Processing (FDF30111) 0 7 185 105 30 327 

Certificate III in Food Processing (Retail Baking - Bread) 
(FDF30600) 0 0 0 0 0 

0 

Certificate III in Food Processing (Retail Baking - Bread) 
(FDF30603) 108 79 2 2 0 

191 

Certificate III in Food Processing (Retail Baking - Cake and Pastry) 
(FDF30503) 39 28 5 2 0 

74 

Certificate III in Food Processing (Retail Baking - Combined) 
(FDF30700) 0 0 0 0 0 

0 

Certificate III in Food Processing (Retail Baking - Combined) 
(FDF30703) 42 35 2 2 0 

81 

Certificate III in Food Processing (Sales) (FDF30903) 2 2 0 0 0 4 
Certificate III in Food Processing (Sales) (FDF30910) 0 0 0 1 0 1 
Certificate III in Food Processing (Wine) (FDF30403) 4 3 0 0 0 7 
Certificate III in Food Processing (Wine) (FDF30498) 0 0 0 0 0 0 
Certificate III in Retail Baking (Bread) (FDF30610) 0 31 93 93 71 288 
Certificate III in Retail Baking (Cake and Pastry) (FDF30510) 2 7 29 28 22 88 
Certificate III in Retail Baking (Combined) (FDF30710) 0 11 39 40 24 114 
Certificate III in Wine Industry Operations (FDF30411) 0 0 0 0 1 1 
Certificate IV in Food Processing (FDF40103) 3 0 0 0 0 3 
Certificate IV in Food Processing (FDF40110) 0 2 2 0 3 7 
FDF 366 344 461 310 197 1678 

  2010 2011 2012 2013 2014 Total 
Certificate II in Meat Processing (Abattoirs) (MTM20100) 0 0 0 0 0 0 
Certificate II in Meat Processing (Abattoirs) (MTM20107) 222 174 0 0 0 396 
Certificate II in Meat Processing (Abattoirs) (MTM20111) 0 9 115 144 165 433 
Certificate II in Meat Processing (Food Services) (MTM20400) 0 0 0 0 0 0 
Certificate II in Meat Processing (Food Services) (MTM20407) 5 7 0 0 0 12 
Certificate II in Meat Processing (Food Services) (MTM20411) 0 0 2 17 16 35 
Certificate II in Meat Processing (Smallgoods) (MTM20200) 0 0 0 0 0 0 
Certificate II in Meat Processing (Smallgoods) (MTM20207) 0 0 0 0 0 0 
Certificate III in Meat Processing (Boning Room) (MTM30107) 34 30 0 0 0 64 
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Certificate III in Meat Processing (Boning Room) (MTM30111) 0 0 32 14 20 66 
Certificate III in Meat Processing (Boning) (MTM30100) 0 0 0 0 0 0 
Certificate III in Meat Processing (Food Services) (MTM30207) 65 49 0 0 0 114 
Certificate III in Meat Processing (Food Services) (MTM30211) 0 1 36 23 3 63 
Certificate III in Meat Processing (General) (MTM30600) 0 0 0 0 0 0 
Certificate III in Meat Processing (General) (MTM30607) 7 3 0 0 0 10 
Certificate III in Meat Processing (General) (MTM30611) 1 1 2 0 3 7 
Certificate III in Meat Processing (Meat Retailing) (MTM30800) 2 2 0 0 0 4 
Certificate III in Meat Processing (Meat Retailing) (MTM30807) 183 142 14 1 0 340 
Certificate III in Meat Processing (Meat Safety) (MTM30307) 1 0 0 0 0 1 
Certificate III in Meat Processing (Meat Safety) (MTM30311) 0 0 2 0 7 9 
Certificate III in Meat Processing (Rendering) (MTM30407) 6 1 0 0 0 7 
Certificate III in Meat Processing (Rendering) (MTM30411) 0 0 1 0 0 1 
Certificate III in Meat Processing (Retail Butcher) (MTM30811) 4 21 142 58 2 227 
Certificate III in Meat Processing (Retail Butcher) (MTM30813) 0 5 25 35 93 158 
Certificate III in Meat Processing (Slaughtering) (MTM30500) 0 0 0 0 0 0 
Certificate III in Meat Processing (Slaughtering) (MTM30507) 22 9 0 0 0 31 
Certificate III in Meat Processing (Slaughtering) (MTM30511) 0 2 32 17 32 83 

Certificate III in Meat Processing (Smallgoods - General) 
(MTM30911) 0 0 0 0 0 

0 

Certificate III in Meat Processing (Smallgoods - Manufacture) 
(MTM31011) 0 0 1 5 3 

9 

Certificate IV in Meat Processing (Leadership) (MTM40100) 0 0 0 0 0 0 
Certificate IV in Meat Processing (Leadership) (MTM40107) 9 8 0 0 0 17 
Certificate IV in Meat Processing (Leadership) (MTM40111) 0 2 12 4 7 25 
Certificate IV in Meat Processing (Meat Safety) (MTM40207) 3 24 0 0 0 27 
Certificate IV in Meat Processing (Meat Safety) (MTM40211) 0 4 33 17 11 65 

Certificate IV in Meat Processing (Quality Assurance) 
(MTM40300) 0 0 0 0 0 

0 

Certificate IV in Meat Processing (Quality Assurance) 
(MTM40307) 14 8 0 0 0 

22 

Certificate IV in Meat Processing (Quality Assurance) 
(MTM40311) 0 2 12 10 5 

29 

Diploma of Meat Processing (MTM50107) 1 0 0 0 0 1 
Diploma of Meat Processing (MTM50111) 0 0 6 2 0 8 
MTM 579 504 467 347 367 2264 

  2010 2011 2012 2013 2014 Total 
Certificate II in Fishing Operations (SFI20211) 0 0 0 0 2 2 
Certificate II in Seafood Industry (Aquaculture) (SFI20104) 1 0 1 0 0 2 

Certificate II in Seafood Industry (Fishing Operations) (SFI20204) 3 0 1 0 0 
4 

Certificate II in Seafood Industry (Seafood Processing) (SFI20504) 1 1 0 0 0 
2 

Certificate II in Seafood Processing (SFI20511) 0 1 0 0 0 1 

Certificate II in the Seafood Industry (Fishing Operations) 
(SFI20200) 0 0 0 0 0 

0 

Certificate II in the Seafood Industry (Seafood Processing) 
(SFI20500) 0 0 0 0 0 

0 

Certificate III in Aquaculture (SFI30111) 0 1 0 2 2 5 
Certificate III in Seafood Industry (Aquaculture) (SFI30104) 4 2 0 0 0 6 

Certificate III in Seafood Industry (Fishing Operations) (SFI31204) 6 3 0 0 0 
9 

Certificate III in Seafood Industry (Seafood Processing) 
(SFI30504) 4 5 0 0 0 

9 

Certificate III in Seafood Processing (SFI30511) 0 1 0 0 0 1 
Certificate IV in Seafood Industry (Aquaculture) (SFI40104) 0 0 0 0 0 0 
SFI 19 14 2 2 4 41 

Source: WA Department of Training and Workforce Development 2012 
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Table 21 shows apprenticeship and traineeship commencements for the past five years.   
 
The large reduction of numbers in Certificate II and III in food processing is the most notable trend and does 
not bode well for high level skill development for the future.  This reduction is no doubt related to the 
changes in employer incentives for Certificate II qualifications. 

Apprenticeships and Traineeships 
Some sectors offer seasonal work and this creates difficulties in engaging apprentices and trainees.  There 
is a perception by industry that apprenticeships and traineeships are difficult to initiate and burdensome 
to manage.  In some sectors there is a general lack of knowledge on funding available for training. This 
restricts uptake of traineeships and apprenticeships. 
 
Of the food and beverage sectors, meat processing and retailing has the strongest training culture.  
Training undertaken by the meat industry is varied and extends well beyond trade qualifications, with 
many Skill Sets being developed and utilised by industry.  Despite this VET data shows a marked reduction 
in training over the past 18 months.  This reduction corresponds with the removal of the employer 
incentives for Certificate II traineeships in 2012. Traineeship numbers have not recovered since. 
 

Vocational Education in Schools (VETiS) 
From 2015 students will be required to achieve an Australian Tertiary Admission Rank (ATAR) or a 
minimum Certificate II training program to graduate with a WA Certificate of Education.  This will see a 
substantial increase in the number of students undertaking vocational education in schools.  To support 
the implementation of changes to the WA Certificate of Education the following activities have been 
undertaken by the Training Council: 
 

• The Food, Fibre and Timber Industries Training Council made recommendations to the WA 
Department of Training and Workforce Development for industry specific qualifications that would 
be suitable for VETiS delivery to be included in the VETiS Qualifications Register.  The qualifications 
have support from industry for delivery in schools.  For the food and beverage industry these 
included: 
 
 Certificate II in Seafood Processing 
 Certificate I in Aquaculture 
 Certificate I in Fishing Operations 
 Certificate II in Fishing Operations 
 Certificate II in Seafood Industry (Sales and Distribution) 
 Certificate II in Aquaculture 
 Certificate II in Food Processing (Sales) 
 Certificate III in Retail Baking (Cake and Pastry) 
 Certificate II in Wine Industry Operations 
 Certificate II in Food Processing 
 Certificate I in Food Processing 
 Certificate II in Retail Baking Assistance 
 Certificate III in Retail Baking (Combined) 
 Certificate I in Meat Processing (Smallgoods) 
 Certificate II in Meat Processing (Abattoirs) 
 Certificate II in Meat Processing (Food Services) 
 Certificate III in Meat Processing (Retail Butcher) 
 Certificate II in Meat Processing (Smallgoods) 
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• Development of specific brochures and posters to promote careers pathways to students at 
school.   

 

Industry Issues Bullet Points: 
• Development and endorsement of more formal Skill Sets to meet the increasing burden of 

specific industry training needs, especially with respect to regulatory compliance.   
 

• Creation of flexible training funding models that enable and encourage trainers to deliver to 
thin and costly markets, particularly in the regions.  This includes project funding with 
milestones to ensure adequate cash flow. 
 

• Building business capability in industry for workforce development, through funding specific 
workforce development activities.  
 

• Identification of ‘good practice’ in workforce and skills development for industry, to support 
industry engagement, and encourage mentoring/sharing of ideas between businesses. 
 

• Identifying the industry STEM skills needs. 
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Overview of the Primary Industries  

Industry Analysis 

For the purpose of this report the primary industries comprise: 
• Rural production - including broad acre cropping, livestock production and livestock 

products. 
• Horticulture - including landscaping and arboriculture  
• Conservation and land management 
• Animal care and management 

  
The cereal industry is the largest agricultural sector in Western Australia. Approximately 10 million tonnes 
of cereals are produced from 5,000 farms.  These are primarily family owned and operated businesses. 
(DAFWA 2012) 
 
Throughout WA, approximately 460 pastoral leases are running 2.2 million beef cattle.  Approximately 
14.4 million sheep are run by 6,100 wool growers on properties located in the agricultural region and 
adjacent rangelands. 
 
Table 22 shows that there in excess of 17,100 primary industry enterprises operating in Western Australia.  
The predominance family owned and run farms means that the ABS shows 63% of business are non-
employers.  This does not reflect accurately the level of involvement of family members in farming 
operations – particularly spouses and partners.  It also affects the quantitative evaluation and validation 
of skilled occupation shortages in the primary sector.  
  
It should be noted that these ABS statistics exclude government agency employment by departments such 
as the Department of Parks and Wildlife (DPaW).  For reference, DPaW and the Department of 
Environmental Regulation (DER) employ around 1900 people as permanent staffers, contractors, casual 
and seasonal workers and trainees in cities and towns as well as in some of the most remote areas of the 
State.  DPaW is among the most decentralised State Government agencies with approximately three-
quarters of its workforce employed in country areas. 
 
Table 22: Number of Primary Industry businesses by sector by employment size range, 2010-11 

Industry sector Non 
employing 

1-19 20-199 200+  Total 

Nursery Production (Under Cover) 30 6 6 0 42 
Nursery Production (Outdoors) 34 35 16 0 85 
Turf Growing 23 20 10 0 53 
Floriculture Production (Under Cover) 11 6 0 0 17 
Floriculture Production (Outdoors) 49 27 7 0 83 
Mushroom Growing 5 0 0 0 5 
Vegetable Growing (Under Cover) 72 27 0 0 99 
Vegetable Growing (Outdoors) 403 205 57 0 665 
Grape Growing 732 213 56 0 1001 
Kiwifruit Growing 6 0 3 0 9 
Berry Fruit Growing 55 14 15 0 84 
Apple and Pear Growing 81 76 34 3 194 
Stone Fruit Growing 62 43 8 0 113 
Citrus Fruit Growing 78 17 4 0 99 
Olive Growing 144 8 9 0 161 
Other Fruit and Tree Nut Growing 456 91 15 0 562 
Sheep Farming (Specialised) 1059 547 31 0 1637 
Beef Cattle Farming (Specialised) 1881 364 26 0 2271 
Beef Cattle Feedlots (Specialised) 11 3 0 0 14 
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Sheep-Beef Cattle Farming 447 213 4 0 664 
Grain-Sheep or Grain-Beef Cattle Farming 2118 1913 43 0 4074 
Other Grain Growing 1246 1060 25 0 2331 
Sugar Cane Growing 10 3 3 0 16 
Cotton Growing 7 0 0 0 7 
Other Crop Growing n.e.c. 130 42 6 0 178 
Dairy Cattle Farming. 263 165 9 0 437 
Poultry Farming (Meat) 33 42 3 0 78 
Poultry Farming (Eggs) 25 26 4 0 55 
Deer Farming 3 3 0 0 6 
Horse Farming 218 83 0 0 301 
Pig Farming 56 38 6 0 100 
Beekeeping 78 10 3 0 91 
Other Livestock Farming n.e.c. 169 16 3 0 188 
Hunting and Trapping 53 9 3 0 65 
Shearing Services 110 62 110 0 282 
Other Agriculture and Fishing Support Services 651 321 25 3 1000 
Zoological and Botanical Gardens Operation 11 3 0 0 14 
Nature Reserves and Conservation Parks Operation 10 12 0 0 22 
TOTAL 10830 5723 544 6 17103 

Source: ABS Counts of Australian Businesses, 2012 
 
The cropping sector contributes about $4 billion to the State’s economy annually. Wheat is WA’s fourth 
largest export after petroleum, iron ore and gold.  The total value of the industry to the economy is 
considerably higher, with an output multiplier of over 1.5. 
 
Western Australia is a significant player in the livestock industry and in 2011/12 livestock production and 
products were worth over $1.2 billion.  Live cattle and sheep exports in 2011/12 totalled $438 million 
(DAFWA 2013).   
 
Western Australia (WA) has a herd of approximately two million head of beef cattle distributed throughout 
the state.  For the past decade the WA beef herd has remained relatively stable, and as of June 2015 it is 
estimated at approximately 1.97 million head.  More than half of the herd are breeding cows and heifers 
(55%) with the remainder comprising of bulls, steers and calves. 
 
In 2014, WA produced approximately 305 000 cattle for live export (A$236m) and 106 000 tonnes carcase 
equivalent of processed beef (A$330m).  The Australian national herd is approximately 26.3 million head 
as of June 2015 with a gross sales value of A$8.5 billion. 
 
In contrast, approximately half of the live cattle are 
exported from WA with the remaining being boxed beef 
(one third of the beef exported and two thirds are 
consumed domestically).4 
 
The major export markets for live cattle in 2014 were 
Japan, Korea and Indonesia.  Export to China is expected 
to increase significantly. 
 
There are 14.2 million sheep and lambs in Western 
Australia (2014). They are mostly co-located in the 
cropping regions across southern Western Australia 

4 https://www.agric.wa.gov.au/industry-development/western-australian-beef-industry  
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(WA), with some grazing in adjacent rangelands. Sheep meat and wool are the key products produced by 
sheep in WA. 
 
The sheep industry contributes almost half of the gross value of agricultural production from all livestock 
industries. This is made up of $582 million for wool and $410 million for sheep meat (including live 
exports).5 
 
Currently, all the major live export markets for sheep are in the Middle East, with the UAE and Qatar 
significantly increasing demand in the last three years.  Kuwait’s share has declined and Saudi Arabia’s 
refusal to sign up to slaughter protocols has seen them disappear as a market.  Live sheep exports have 
been steady around 2 million head in the last three years, halting a 10-year decline in volumes.6 
 
While the total WA sheep flock is, on average, the second largest in Australia, post drought stock levels 
remain low will take several years to rebuild. Climatic variation combined with market drivers such as 
international demand (for meat and grains) and commodity prices continue effect the rate of flock 
rebuilding.  The fine wool quality in Western Australia is also arguably the best in the world (DAFWA 2012).  
Consultation as part of the IWDP process suggests that the market drivers such as commodity (grain and 
meat) prices and demand may slow the rate of flock rebuilding due to producers shifting investment 
between grain and sheep production.   
 
Horticulture includes amenity and production horticulture, landscaping, sports turf management and 
parks and gardens management. 
 
Production horticulture includes the cultivation of fruits, vegetables, beverage crops and nuts.  Due to 
varied climate and soil profiles, Western Australia is able to grow an abundance of food products.  The 
main areas of production are the South West, Great Southern, Gascoyne and Kimberley. 
 
While much of the market is local consumption, WA is a key exporter of particular premium grade crops 
including carrots, seed potatoes, and citrus. Significant advantages for WA are the freedom from major 
pests and diseases and short shipping times into high value Asian markets. 
 
Western Australia produces a wide range of horticultural products including vegetables, orchard fruit, 
grapes, flowers and nursery products. Officially, Western Australian horticulture production was valued at 
A$780 million in 2011/12.  Horticulture Australia estimates the value of production to be approximately 
40 per cent higher than official statistics. 
  
Western Australian horticulture production represents around 20 per cent of Australian horticulture 
production. Local horticultural industries involve significant value adding; a contribution estimated at $2 
billion (DAFWA 2013). 
 
The main production horticulture regions in Western Australia are the Kimberley, Gascoyne, Perth, South 
West and Great Southern regions. 
 
Western Australia has significant advantages as an exporter of horticultural products, including: 

• counter season production to the northern hemisphere; 
• a reputation for supplying safe, quality assured products; 
• diverse  climatic  regions  ranging  from  a  temperate  climate in  the south to sub-tropical 

conditions  in  the  north.  These conditions support a  wide range of crops and create an 
extended production season;  

• strong export culture; 

5 https://www.agric.wa.gov.au/sheep/western-australian-sheep-and-wool-industries  
6 http://www.mecardo.com.au/commodities/sheep/analysis/live-sheep-exports-steady-based-on-wa-supply.aspx 
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• short  sea  freight  delivery  times  to  many  Asian  and  Middle East markets; and 
• being a leader in native flower species accounting for around 50% of Australia's cut flower 

exports. (DAFWA 2013) 
 
From both environmental and 
tourism value perspectives, the 
conservation and land 
management sector is significant 
in Western Australia.  There are 
over 28 million hectares under 
the Department of Parks and 
Wildlife (DPaW). This equates to 
over 10% of terrestrial land (that 
is, not including marine reserves) 
of Western Australia. 
 
 

Conservation and land management encompasses soil and erosion control, revegetation and restoration, 
mapping, pest plant / animal control and assisting to manage the impact of the increasing human demands 
placed on natural resources. 
 
The sector works closely with other industries to facilitate environmental impact assessments, creation 
and implementation of community sustainability programs and the control of threats to the natural 
environment.   
 
The Department of Parks and Wildlife is responsible for protecting and conserving the State’s natural 
environment on behalf of the people of Western Australia. This includes conserving biodiversity and 
managing the State’s national parks, marine parks and other reserves, which cover more than 28 million 
hectares.  WA has 100 national parks and 13 marine parks with a diverse array of landscapes and 
seascapes, from coral reefs and tall forests to deep gorges and open plains of wildflowers. 
 
As the major industry proponent, DPaW provides access and enjoyable experiences for the over 16 million 
annual visitors to the lands and waters it manages on behalf of the people of Western Australia.7 
 
The animal care and management sector includes animal welfare officers and inspectors, local councils 
and port authorities as well as pet groomers and trainers, boarding kennels, pet food and accessories 
manufacturing and veterinary practitioners.  The sector also covers captive animals, animal technology 
and companion animal services. 
 
Generally, companion animals are animals kept by humans as pets.  However, the sector also includes 
guide dogs, service dogs (AQIS / police / corrective services etc.) working pets and animals bred for show 
and recreation (including horses).  The services provided for this group of animals are many and varied.  
 
Australia has one of the highest numbers of pet owners with an estimated 63% of households owning 
some kind of pet, 53% of which own a cat or a dog. The animal care sector is under pressure with the 
steadily increasing number of pet owners. (ACAC 2010).     

Industry Trends 
Sustainability and climatic variability and its associated issues of land and water management, emissions 
control and energy management are key focus areas.  
 

7http://www.dpaw.wa.gov.au/images/documents/about/annualreport/2014/DPaW_Annual_Report_FULL_WEB_.p
df  
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Biosecurity and the effective management of pre-border, border and post-border risks of foreign and local 
pests and diseases is a primary focus for government and industry.  Some sectors have introduced 
standards and codes of practices to ensure a high level of biosecurity control.  Work is being undertaken 
to map these standards to nationally recognised competencies. 
 
Natural resource availability concerns such as forecast water shortages are expected to be drivers for 
significant advances in technology and workplace competency, particularly in landscaping and turf 
management 
 
As with other primary industries, sustainability and climatic variability are critical to the conservation and 
land management sector.  Minimising the impact that other industries have on the environment and 
encouraging effective utilisation of water, soil and energy will continue to be a major focus of the sector.   
 
The animal care sector is under pressure with the steadily increasing 
number of pet owners.  The extent of care that the average pet 
owner is prepared to provide for their pet is expanding and 
increasing access to veterinary clinics is required.  Qualified pet 
groomers and dog trainers are in short supply in high demand. 
 
The animal care and management industry has a highly variable 
training culture.  The veterinary and captive animal sectors benefit 
from high levels of training while sectors such as dog training and 
grooming have considerably lower levels of training participation.  
 
The dog training and grooming industries in Western Australia are 
presently unregulated.  This has allowed the operation of many 
unqualified and inexperienced dog trainers and groomers, to the 
detriment of both quality of service delivery and public perception 
of the industries.  Both industries are seeking to address this issue through various means, including 
accreditation schemes for qualified industry members. 
 
The captive animal sector (which includes zoos and wildlife parks), although having few organisations 
directly involved, encompasses a diverse range of job roles.  The sector can find the attraction and 
retention of workers directly involved with captive animal care and management relatively easy.  It is far 
more challenging to find experienced keeping staff that are prepared to take the next step up into 
managerial (and less hands on) roles.   

Labour and Skill Demand 
All sectors have difficulties in attracting and retaining their workforce.  With a large proportion of the 
industry outside the metropolitan area, there is an issue of limited access to Registered Training 
Organisations (RTOs) because of thin markets.  Individuals and enterprises are increasingly looking for 
flexible (particularly entry level) Skill Sets; however, there are concerns that the current funding system 
does not support this. 
 
It is generally acknowledged that labour shortages have as much a detrimental effect on business viability 
as skill shortages.  This is an important issue.  It underlines why holistic approaches to industry workforce 
development that encompass all skill levels in the workforce are so critical; not just with respect to 
productivity, but to business survival.  
 
With many sectors suffer from what seems to be a lack of training culture and an undervaluing of skills 
development for their workforce.  For these sectors, selling the benefits of training is a priority.  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. 
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Attracting more young people into industry is a priority and effective VET in schools should be treated as 
a key mechanism for achieving this.   
 
Western Australia’s agricultural colleges deliver the majority of VET in schools for the primary sectors.  
However, there has been some concern from industry about the move away from rural qualifications to 
more trade related programs.  While supporters of this may anticipate that Agricultural College graduates 
who leave to pursue a trade outside of the primary industries will one day ‘return to the farm’, there is 
presently little evidence of this occurring.  Industry has stated the importance of students having access 
to ‘real industry’ and that teachers have current (and relevant) industry exposure. 
 
A FFTITC survey (FFTI 2011) of primary industry employers showed overwhelming support for on-the-job 
training delivery.  Short courses and skills sets were suggested as preferred formats for development of 
specialist skills such as: 

• Licences for forklifts 
• First Aid 
• People management and cultural awareness 
• Chemical handling 
• IT up-skilling 
• Food safety 
• OH&S. 

 
Subsequent regional surveys and industry liaison conducted in 2015 has confirmed these training needs 
are still current. 
 
There is a high level of transient worker participation in times of peak labour demand, particularly during 
the seasonal activities of fruit picking and grain harvest.  Although transient labour allows business to meet 
their labour demand requirements, a majority much of this labour force require a breadth of training 
(including OH&S) before they can start work.  This is time consuming and costly. 
 
Many primary sectors (particularly rural production) view a more streamlined and responsive migration 
system as an essential way of addressing ongoing (and growing) labour and skills shortages.  In addition, 
the WA Pork Industry Association provided significant details on migration barriers and challenges in its 
recent submission to the Agricultural Competitiveness White Paper in 2014. A key point raised was the 
high skill level required by a skilled or senior stockperson.  Existing ANZSCO classifications do not cater for 
this occupation and the ‘default’ ANZSCO classification 841599 covers Livestock Farm Workers Not 
Elsewhere Classified reflects neither the job role nor the skill level required.  This situation is the same in 
other livestock sectors.  A recommendation to redefine ANZSCO classification 361199 (Animal Attendants) 
to include the role Stockperson was made.   
 
While this would resolve immigration related issues, the allocation of only one pre entry, entry and post 
entry qualification to each ANZSCO classification, as per the SPOL / Priority Industry Qualification List 
process, presents problems for providing sector specific training.  This latter point further illustrates the 
inappropriateness of ANZSCO classifications for the purposes of addressing industry training and 
workforce development requirements.   
 
The landscaping sector has suggested that while skilled migration is an option, there is a need to skill 
workers in the content of local building codes in activities that involve construction. 
 
Attraction and retention of workers at all levels is a major challenge for the rural production industry. 
 
Industry would like a simplified process for signing up trainees and apprentices, as the current system is 
too hard and not really understood by industry.  There is overwhelming evidence that (outside the wool 
harvest sector) there is a disappointingly low knowledge of the traineeship system.  This is despite the 
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efforts of numerous (state and federal) service providers that have been funded to provide traineeship 
and apprenticeship information to all sectors of the agriculture industry. 
 
To remedy this issue, FFTITC has been working closely with CCIWA, industry, RTOs (with special emphasis 
on WA Agricultural Colleges and school farms) and Muresk Institute during 2014/15.  This has been highly 
successful.  It has led both a marked increase in awareness of traineeships and, very importantly, the 
development of sector specific sample programmes for traineeships in Certificate III in Agriculture. 
 
Production horticulture and rural production sectors continue to rely heavily on transient labour.  The 
ability of industry (particularly in the horticulture sector) to address labour and skills shortages is further 
hampered by having few occupations that qualify for skilled migration.   
 
The conservation and land management industry is one of the primary sectors most affected by an ageing 
workforce.  Complicating this is the loss of staff to the resources sector - particularly workers experienced 
in heavy machinery operation in isolated regional areas. 
 
While the remoteness of many conservation and land management activities is attractive to some new 
entrants, many find the isolation a deterrent.   The seasonality of work in some areas also reduces 
attractiveness of work in the industry. 
 

The scale (and frequently, existence) of public and not-for 
profit entity operations is often determined by the 
availability of funding, such as the federal Caring for our 
Country initiative.  The inherent uncertainty of this type of 
‘system’ does little to make the sector more attractive to 
young people who are seeking to work outdoors and enjoy 
the natural environment but have mortgages and other 
financial obligations.  
 

There is generally a good level of training involvement and the sector engages a considerable numbers of 
trainees. 
 
The perception of work in animal care and management is often distinctly different from reality.  The 
thought of working with animals is frequently attractive to young people; only after exposure to the 
industry through work or training experience are new entrants usually able to determine whether they are 
suited to the job. 
 
Many roles are physically demanding and duties often call for a strong stomach and are far removed from 
simply handling pets. 
 
Retention is further complicated for sectors such as veterinary nursing where many young women are 
attracted to the industry and stay for a relatively short time before leaving to start a family.  Re-attraction 
of mature age qualified veterinary nurses is an area that must be adequately addressed by several means, 
including delivery of tailored refresher courses. 

Regional Impact 
Ever increasing resource industry activity, an ageing agricultural workforce and the exodus of young people 
to larger regional centres all serve to increase the shortage of labour in the agricultural industry. 
 
Labour shortages in the Agricultural sector can have several impacts; they: 

• prohibit some enterprises from continuing any normal operation 
• restrict breadth of normal operations 
• restrict expansion of normal activities 
• inhibit development of new production opportunities. 
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Consequently, with WA exporting over 80% of its agricultural production, labour shortages do have major 
economic impact. 
 
For those businesses still able to operate, albeit with minimal staffing levels, long working hours result in 
reductions in productivity. 
 
The situation is worsened by several factors almost unique to the regional primary sectors.  These include: 
 

• A strong alignment of competencies between the resources and agricultural industries 
• The very close geographic proximity of the resources and agricultural industries, facilitating an 

accelerated labour and skills drain to the resources sector. 
• An alignment of social and lifestyle expectations (living in remote areas and working outdoors) 

between the two industries. The likelihood of permanent drain to the resources sector from 
agriculture is considerably higher than for other, particularly city based workers. 

 
In addition, primary producers support and ensure the survival of towns and communities throughout 
Western Australia. Without the income from the agricultural industries many small towns would cease to 
exist. Agricultural enterprises also provide ongoing seasonal work opportunities to the people of towns 
throughout regional and remote Australia. 
 
Even the resources industry benefits from the services and infrastructure provided by these communities. 
This is especially true in the exploration and early project development phases of new resource projects. 
 

Regulatory Requirements  
Impacts of the 2011 live cattle export ban to Indonesia are still being felt by industry.  Apart from direct 
losses while the ban was active, the ongoing impact of a reduction in live export sales volume is still being 
felt.  

Gender/ Age Participation 
 
Chart 14:  Primary Industry sector employment by gender for 2006 and 2011 

 
Source: ABS 2006, 2011 
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Chart 14 shows that apart from animal care and management (which includes veterinary nursing), males 
are represented in high proportions than females.  The figures for rural production are distorted by the 
significant number of primary producers’ wives and female partners who are not included in ABS statistics.   
 
Chart 15:  Primary Industry sector employment by age for 2011 

 
Source: ABS 2006, 2011 
 
Chart 15 shows sector level employment by age cohort.  This data confirms the high level of mature age 
workers in the rural production sector. The problem of the ageing rural production workforce is 
compounded by the low numbers of young entrants to the sector.  The animal care and management 
sector has the opposite problem – a high level of young entrants, many of whom leave the sector to start 
families. 
 
 

Under-represented Groups Participation 
In a 2011 survey FFTI industry employers were asked what constraints (if any) they had to employing 
underrepresented groups.  Generally respondents indicated that being able to do the job was the only 
constraint to employment. Reliability of employees and the commitment that employers may need to 

provide for training was also noted. 
 
Industry has cited reliability as one barrier to employing 
some underrepresented groups.  The physical nature of 
some activities can also restrict involvement. 
 
While the nature and isolation of much field operational 
work may restrict involvement by some 
underrepresented groups in the conservation sector, 
there is a large and growing number of indigenous 
workers in the sector; at all levels and operating in many 
areas of the industry. 
 

The capacity for remote indigenous community involvement in a wide variety of conservation and land 
management activities is considerable. 
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The Training Council surveyed industry (FFTITC 2012) and asked employers if they would be employing 
people from under-represented groups in the next 12 months.  The following table summarises the 
responses.   
 
Table 23: Employment of people from under-represented groups 

Under-represented group Yes Possibly No 

Apprentices or trainees 10 29 16 

Workers with disabilities 3 20 25 
Workers from a culturally or linguistically 
diverse background 12 31 13 

Indigenous workers 5 33 13 

Female workers 30 25 4 

Mature age workers 26 27 6 

TOTAL 86 165 77 

 

As indicated in Table 23 there is scope to encourage considerably more people from under-represented 
groups to train and enter the primary industries.  This is particularly true for workers from a culturally or 
linguistically diverse background.  Many employers also noted the possibility of putting on a trainee or 
apprentice.  The seasonal nature of the rural production sector is a primary reason for relatively low uptake 
of apprentices and trainees. 
 

Major Challenges and Barriers 
There is a very limited understanding of the primary industry sectors by the broader community.  
Workforce development, in particular attraction into the industry, is hampered by: 

• Little knowledge of the range of industries that fall under the primary banner 
• Little knowledge of the value and contribution of the primary industries in providing 

essentials everyday life 
• Industry perceptions that are out-dated and stereotypical (farmers and tractors) 
• Limited understanding of the career opportunities across all sectors 

 
There are significant attraction and retention issues for all sectors.  These are magnified where sectors are 
in close proximity to the resource industry activity. Similarly, close alignment of workplace competencies 
compounds attraction and retention challenges. 
 
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. 
 
For example, calculations heavily weighted in favour of total employment numbers and employment 
growth mean that for agriculture (where consolidation of ownership and labour pool contraction are key 
features) the ability to address crippling workforce development issues through migration is minimal. 
 
In a recent survey (FFTITC 2014) primary industry respondents provided the following feedback about the 
457 migration system: 

• Met my needs (25%) 
• Paperwork was onerous (44%) 
• Confusing (25%) 
• Lengthy Process (47%) 
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• Occupation not on the skilled occupation list (42%) 
• Was unable to source overseas worker (11%) 

 
Training has a low profile in the production based primary industry sectors; this is confounded by many 
entry level occupations not being highly skilled and career opportunity awareness being poor.   
 
In many instances this could be effectively (and efficiently) remedied by formation of closer 
business/industry partnerships with RTOs that enable work simulated training to be conducted onsite.  
This is supported by the fact that most training for jobs in the primary industries is best conducted on the 
job/onsite rather than as lectures based on theory and conducted in a classroom. 
 
Several of the industry sectors offer seasonal work and this creates difficulties in engaging apprentices and 
trainees.  There is a perception by industry that apprenticeships and traineeships are an effort and difficult 
to initiate.  Some industries are unwilling to take on apprentices as the cost is too high, particularly when 
apprentices move on after completing training - with no return on investment seen by the employer.  In 
several industries there is a general lack of knowledge by industry on funding available for training - 
therefore a lack of uptake. 
 
Similar to regional horticulture operations, rural production presents trainers with the problem of being 
able to effectively deliver to a thin market spread over a wide area. 
 
The horticulture industry has considerable difficulty attracting and retaining long term staff.  This is not 
helped by the seasonality of the many sectors.    
 
These two factors, along with the remoteness of many businesses, contribute to the problem of attracting 
experienced trainers to deliver necessary on farm training. 
 
To allow Australia to meet the strong and growing Asian demand for premium food products and high 
quality protein considerable efforts are be made to maximise production and improve market access.    
 
Efforts to increase food production are being supported by investment and plans to develop large tracts 
of land in northern Australia, including the Kimberley.  Government and industry are simultaneously 
working to predict workforce requirements for these areas.  For this work to be effective it is vital planning 
also take into account recent and proposed developments in market access, including details of new and 
proposed Free Trade Agreements. 
 
In the ten months to May 2014 international market access has been gained, restored or improved for a 
wide variety of food and agricultural commodities.  Processed, boxed and live beef has featured heavily 
on the list of achievements (DAFF 2014).  Significant investment in the WA beef industry over a similar 
period has been notable.  Given these scenarios of increased demand, market access and high local 
investment, optimistic campaigns for major investment to develop areas for wide scale food production 
and processing are being considered by Government. 
 
To date, economic (especially high production costs) and environmental (plant pest and disease) factors 
have restricted food production in the Ord River Irrigation Area (ORIA).  Currently, the majority of the ORIA 
produces sandalwood. World demand is very large (and growing).  In February 2014 the import restriction 
of sandalwood wood and nuts into India (the largest global market) was lifted.  
 
These factors are vital when conducting workforce planning for activities in the ORIA and the Ord River 
Irrigation Expansion Project (OREP). For example, the workforce requirements for sugar production and 
processing (the original intended use for the majority of the OREP) are considerably different to those 
required for sandalwood production and harvest. 
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New and emerging skills 
With greater internationalisation and expansion of the agrifood industries into global markets operators 
in the supply chain will be required to make decisions in larger and more complex environments.  This will 
require a broader and deeper knowledge of risk management. 
 
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. 
 
It is important that new technologies be accompanied by training and skills development.  This is largely 
driven by increased use of precision farming techniques that rely heavily accurate analysis and 
interpretation of large quantities of complex data.   
 
Keeping current with compliance and regulatory changes necessitates extensive skill development. 
 
Risk management and contingency planning training is required to build skills for developing plans to deal 
with a wide range of risks.  Some important areas include financial, occupational health and safety and fire 
management. Training in this area is generally lacking across the industry.  
 
The focus of the primary sector in the years ahead will be to continue to develop effective natural resource 
management policies that manage assets, climatic variability, economic variability and biosecurity. 
 
Improving workforce management capability has also been identified as increasingly important for the 
primary industries, particularly in times of labour and skill shortages. 
 
Industry and training organisations are becoming more involved in training programmes aimed at building 
increased animal welfare knowledge and capacity.  Livestock related qualifications within the new 
Agricultural training package (AHC10) incorporate units of competency dealing with care for health and 
welfare of livestock.  These initiatives align well with the Australian Animal Welfare Strategy (AAWS) and 
its associated National Implementation Plan.  
 
Technology adoption across all the primary industries in WA has been rapid and widespread.  The use of 
remote sensing, spectral analysis, precision agriculture, telematics (see box below) and drone based 
technology is transforming operations and workforce requirements across all sectors.   
 
Data from seeding and harvest operations is available to grain buyers, agronomists and machinery 
manufacturers via live data streaming.  This data is used to streamline farm based activity to increase 
production, productivity and ultimately profitability. 
 
As an example, machinery manufacturer John Deere have produced a ‘Future of Farming’ video that shows 
a range of remote farm management technology being used by farmers of the future 
(https://www.youtube.com/watch?v=jEh5-zZ9jUg).  Interestingly, as fascinating as videos like this are, 
most of the technology for this type of management is currently available to the production sector.  
Changing long held traditional views on farm management is one barrier to adoption of such systems.  A 
far more serious barrier to adoption and widespread use of this technology is mobile internet access.   
 
While projects like the NBN will adequately serve large proportions of the Australia population well, service 
to the regions is currently very limited.  It is hoped that NBN satellite technology will remedy this situation. 
However industry experience with similar satellite based systems has been far from positive. 
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Farm businesses have made increasingly more frequent use of internet services. Over the last decade, 
farmers went from having to deliberately acquire internet connectivity to essentially every farmer with a 
cellular phone having internet connectivity. Early on, farmers utilized the internet to participate in 
discussion forums and shop for equipment parts, while today a farmer’s use of the internet is ubiquitous. 
Nearly every farmer with a smart phone uses it to check weather conditions and commodity prices in near-
real-time. Over the last three years, telematics have become the quintessential example of how farmers 
make use of the internet for precision agriculture; allowing farmers to remotely monitor their equipment 
and the farm workers operating the equipment, upload variable rate prescriptions to applicators, and 
gather real-time equipment diagnostics and site-specific sensor data. 
 
Precision agriculture technology has been targeted to broad acre crops such as corn, soybeans, wheat, 
cotton, and rice rather than higher value horticultural crops. The expectation is that every new combine 
harvester comes with a yield monitor and most will also have a global positioning system (GPS).  Telematics 
adoption for field-to-home office communications was one of the largest changes between the 2011 and 
2013 survey of agricultural service dealerships. Telematics not only requires farm internet connectivity with 
adequate bandwidth, but in order to be fully utilized that connectivity is sometimes required in non-
residential areas. Without instantaneous internet connectivity, the transfer of precision agriculture data is 
still possible—though with additional caveats. 
 
The future of the technology requires a passive process for the farm workers operating the equipment such 
that data will be uploaded to the cloud in real-time while the equipment remains operating in the field. This 
passive transfer of data will create additional efficiencies for the farming operation, decrease downtime 
needed to manually transfer, and minimize the human error associated with manual transfer. Thus, high-
speed wireless broadband in non-residential areas is required and will be similar to cellular connectivity 
today. 
 
Future precision agriculture technology requirements include the closing of the gap between upload and 
download speeds or, at the very least, increasing upload speeds. Pushing prescription data to application 
equipment—sprayer, planter, fertilizer applicator—requires considerably less bandwidth than uploading 
machine diagnostics to the cloud. In order for precision agriculture to become standard practice by a critical 
mass of farmers, data transfer must become completely automated and passive such that no human 
interaction is required. 
 
http://blandinonbroadband.org/2015/01/12/broadband-and-agriculture-big-data-telematics-and-why-
we-need-ubiquitous-broadband-beyond-households/  
 

Thin Markets 
Primary industry is characterised by a large number of thin training markets.  Thin markets are defined as 
parts of the training market where there are few learners and/or VET providers.  A recent study (FFTI, 
2015) by the Training Council has identified a diverse range of factors that can influence or ‘drive’ the 
thinning of a VET market.  The ‘drivers’ identified were: 

• The specialization and proliferation of job roles within business and industry 
• Proliferation of training products 
• Training packages and the continual improvement process 
• Flexibility and responsiveness of Registered Training Organisations 
• Level of enterprise and industry workforce planning and training culture 
• Distribution of demand and supply 
• Government policy 
• Market information. 
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The study recommended a number of strategies to alleviate the impact of thin markets, they included: 
• Identifying, monitoring and managing thin markets by development of Thin Market working 

groups 
• Increase industry understanding of the VET system and how training could be delivered with 

minimal number of training products or other ‘alternative’ training products such as Skill Sets and 
accredited courses 

• Facilitate better understanding and communication between industry and RTOs of industry 
training needs. 
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Occupations in Demand (ANZSCO Code) 
Table 24: Identified skill shortages in the primary industry sectors. 
   

Occupations in demand 

ANZSCO Occupation Summary 

121313 Dairy cattle farmer Identified as part of research for the review of the 2015 FFTITC IWDP.  
Ongoing shortages cited by enterprises and industry bodies. There is a 
need for workers to be upskilled and have capability in supervision and 
management. Continuing and very high demand for existing worker 
training in response to ageing worker profile and regulatory changes. A 
skilled occupation that is critical to implementation of best practice in 
animal welfare, low-stress animal handling and biosecurity. Demand will 
increase due to requirements relating to lifting yields, higher production 
targets and natural resource management. 

233912 Agricultural engineer Identified as part of research for the review of the 2015 FFTITC IWDP.  
Industry reliance on highly sophisticated technology for all aspects of 
modern agriculture (including precision agriculture) means this 
occupation is crucial. Occupation which has a 'skill set' highly sort after by 
the resources industry and this adversely affects availability of qualified 
and experienced Agricultural engineers to agriculture. 

234111 Agricultural consultant Identified as part of research for the review of the 2015 FFTITC IWDP.  
Agricultural consultants advise farmers, agricultural businesses, rural 
industries and government on the production, processing and distribution 
of farm products.  The occupation encompasses a diverse range of highly 
specialised activities. 

There is high demand for Agricultural consultants who have both product 
and industry sector knowledge.  There is also demand for consultants 
capable of upskilling into management roles. Ongoing shortages cited by 
enterprises and industry bodies.  

Transition of farming operations into sophisticated rural businesses is 
driving widespread need for greater management skills in existing owners 
and managers. Agricultural consultants are often used as an integral part 
of upskilling producers, particularly in specialised and highly technical 
areas not covered by existing training products or providers. 

234112 Agricultural scientist Identified as part of research for the review of the 2015 FFTITC IWDP. 
External research shows that there is a growing gap between industry 
demand and Agricultural Science graduate numbers (Australian Farm 
Institute).  
 
This occupation is critical to implementation of whole-of-chain consistent 
practices in animal welfare and low-stress animal handling. Increasing 
need for effective biosecurity is also driving increased demand. New skills 
required across farming specialisations (mixed crop and livestock) in 
response to major policy initiatives in areas such carbon sequestration, 
water management, animal welfare and biodiversity.  

Demand will increase due to natural resource management, lifting yields 
and sustainability pressures more broadly. The national shortage of 
agronomists and other research scientists mean overseas recruitment is 
necessary. Strong demand forecast reflective of industry shift to more 
technical/ paraprofessional roles across sectors.  
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Along with increased productivity growth, the last 30 years has seen 
agriculture implement its greatest advances in environmental care.  This 
includes reduced erosion, improved efficiency of water use, more 
effective weed and pest control, greater use of environmentally friendly 
chemicals, re-vegetation and improved livestock management and care. 
Scientific research, development and extension has underpinned all these 
improvements. 

121311 Apiarist Identified as part of research for the review of the 2015 FFTITC IWDP. The 
sector has a shortage of qualified personnel and has a severely ageing 
workforce. There is also a shortage of new entrants and a lack of training 
providers. 

The sector makes a vital contribution to crop (and native flora) 
pollination.  Serious biosecurity threats such as Varroa mite mean that 
regulation and licensing are important for the sector, the wider 
agricultural industry and the natural environment.  This further increases 
the demand for skilled apiarists and access to training. 

234311 Conservation officer Identified as part of research for the review of the 2015 FFTITC IWDP.  The 
primary area for skills shortage is fire operations and management. In 
addition, there are shortages of operational and senior officers (Wildlife, 
Reserves, Wetland and Marine), heavy equipment operators, tree fallers, 
overseers, works coordinators and crew leaders. 
 
This is an occupation that employers have difficulties in recruiting suitably 
experienced workers. Continuing demand for existing worker training (in 
response to ageing worker profile) and a demand for new entrants 
through employment based training pathway.  

234314 Park ranger Identified as part of research for the review of the 2015 FFTITC IWDP.  The 
primary area for skills shortage is fire operations and management. In 
addition, there are shortages of operational and senior officers (Wildlife, 
Reserves, Wetland and Marine), heavy equipment operators, tree fallers, 
overseers, works coordinators and crew leaders. 
 
Existing shortage expected to increase in line with growth of urban 
development and surrounding parklands. Growing shortages of regionally 
located mobile plant operators and drivers cited as competition for skilled 
labour emerges with the resource sectors. Expected considerable demand 
will emerge in regions where the industries are co-located. 

121312 Beef cattle farmer Identified as part of research for the review of the 2015 FFTITC IWDP.  
Ongoing shortages cited by enterprises and industry bodies. There is a 
need for workers to be upskilled and have capability in supervision and 
management. Continuing and very high demand for existing worker 
training in response to ageing worker profile and regulatory changes. A 
skilled occupation that is critical to implementation of best practice in 
animal welfare, low-stress animal handling and biosecurity. Demand will 
increase due to requirements relating to lifting yields, higher production 
targets and natural resource management. 

121221 Vegetable grower Identified as part of research for the review of the 2015 FFTITC IWDP.  
This an occupation where employers have difficulties in recruiting suitably 
qualified workers. Middle management and supervisors with industry 
expertise and experience are in very short supply.  Increasing need for 
workers to be upskilled and develop capability in supervision. There is also 
a shortage of workers capable of filling team leadership roles. 

362211 Gardener (general) Identified as part of research for the review of the 2015 FFTITC IWDP. 
Competent gardeners are in very low supply. Much siphoning of the 
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available labour source to the North West to work on residential mining 
camps and projects such as Pilbara cities.  The sector has difficulty in 
recruiting suitably qualified workers.  There are shortages due to an 
ageing workforce and low levels of entrants to industry.  Larger 
enterprises and local government need workers to be up skilled to 
develop capability in supervision.  

Demand will increase due to natural resource management and 
sustainability pressures (especially water). Existing shortage expected to 
increase in line with growth of urban development and surrounding 
parklands.  

362212 Arborist Identified as part of research for the review of the 2015 FFTITC IWD plan.  

Maintaining competency standards is very important - particularly in high 
risk environments, such as when operating around power lines.  Qualified 
Arborists are required to meet the EnergySafety Vegetative Control 
Around Power Lines Code of Practice.   

The sector has difficulty in recruiting suitably qualified workers.  There are 
shortages due to an ageing workforce and low levels of entrants to 
industry.  Larger enterprises and local government need workers to be up 
skilled to develop capability in supervision.  Demand will increase due to 
natural resource management and sustainability pressures (especially 
water). Existing shortage expected to increase in line with growth of 
urban development and surrounding parklands. 
 
Escalation of carbon farming activities will see an increased demand for 
this occupation. 

121318 Pig farmer Identified as part of research for the review of the 2015 FFTITC IWDP.  
Ongoing shortages cited by enterprises and industry bodies. There is a 
need for workers to be upskilled and have capability in supervision and 
management. Continuing and very high demand for existing worker 
training in response to ageing worker profile and regulatory changes. A 
skilled occupation that is critical to implementation of best practice in 
animal welfare, low-stress animal handling and biosecurity. Demand will 
increase due to requirements relating to lifting yields, higher production 
targets and natural resource management. 

362311 Greenkeeper Identified as part of research for the review of the 2015 FFTITC IWD plan.  
This is an occupation that employers have difficulties in recruiting suitably 
qualified and experienced staff.  There is an ongoing shortage due to an 
ageing workforce. High demand for new entrant and existing worker 
training in response to these shortages. Shortages are expected to 
increase in line with growth of urban development and surrounding 
sporting venues. This is a vital occupation for the amenity, recreation and 
outdoor sporting industry. While some venues such as bowling greens and 
hockey ovals began to move over to artificial turf, many sporting clubs - 
lawn bowling greens in particular - found that ongoing maintenance and 
replacement costs made the switch economically unviable. A growing 
number of these venues are switching back to natural turf. 

362411 Nurseryperson Identified as part of research for the review of the 2015 FFTITC IWD plan.  
Amenity and production horticulture sectors experience difficulties in 
recruiting suitably qualified workers. In both retail and wholesale 
operations there is a need for staff who have product knowledge and who 
would be capable of upskilling into supervisory and management roles. 
There are low levels of industry entrants and a high demand for new 
entrants through employment based training pathways.  
 
Demand will increase due to natural resource management and 
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sustainability pressures (especially water).  Current shortages are 
expected to increase in line with growth of urban development and 
surrounding parklands. 

121214 Grain, oilseed or 
pasture grower 

Identified as part of research for the review of the 2015 FFTITC IWDP.  
This is an occupation area where employers have difficulties in recruiting 
suitably qualified or experienced staff. Need for workers to be upskilled 
and have capability in supervision. There is also a shortage of workers 
capable of filling team leadership roles. Business planning and risk 
management are important areas of skill development. 

121218 Turf grower Identified as part of research for the review of the 2015 FFTITC IWD plan.  
This sector experience difficulties in recruiting suitably qualified workers.  
There are low levels of industry entrants and a high demand for new 
entrants through employment based training pathways.  

Demand will increase due to natural resource management and 
sustainability pressures (especially water).  Current shortages are 
expected to increase in line with growth of urban development and 
surrounding parklands.  There is also a need for training in production of 
specialised turfs, particularly low water tolerant varieties. 

399917 Wool classer Identified as part of research for the review of the 2015 FFTITC IWDP.  The 
current shortage of wool classers is a major barrier to industry gaining 
benefit from production of super fine, high value wool (not to mention 
increased global demand for lower grade wool).  The shortage of Wool 
classers has a serious negative impact on the wool industry. 

Qualifications have been recently revised to encompass a broader 
industry application. There is an ongoing shortage due to an ageing 
workforce and a need for funding for upskilling of existing workers. There 
is a need for more experienced industry trainers. Continuing and high 
demand for new entrants through employment based training pathways. 
Industry continues to recruit from overseas to overcome shortages. 
Industry advice suggests demand will grow as national flock rebuilds from 
100 year low.  

721111 Agricultural and 
horticultural mobile 
plant operator 

Identified as part of research for the review of the 2015 FFTITC IWDP.  
This is vital occupation - more farms are relying on contract machinery 
operating labour - using ever sophisticated machinery worth upwards of 
$500,000. Increased contracting related activity is a result of many young 
people leaving the agriculture industry. This is an occupation facing 
shortages and due to an ageing workforce and industry is filling the gap by 
recruiting from overseas.   Not addressing shortages will stall industry 
growth and in some regions bring industry activity to a halt. 

There is a rapidly increasing need for workers to be upskilled in 
supervision and the application of new precision agriculture procedures 
and associated technology.  Demand will increase due to requirements 
relating lifting yields, higher production targets and natural resource 
management. Growing production based activity in the resources industry 
is adding pressure to current shortages of mobile plant operators.  

Considerable demand exists in regions where the resource and 
agricultural industries are co-located.  This key issue has potential to be a 
major barrier to planned expansion of agricultural activity in the Pilbara 
and Kimberley regions. 

362213 Landscape gardener Identified as part of research for the review of the 2015 FFTITC IWDP. 
Competent and experienced Landscape gardeners are in very low supply. 
Following siphoning to the North West to work on residential mining 
camps and projects such as Pilbara cities, many have not returned to the 
industry.  This has added pressure to an industry that also has difficulty in 
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recruiting suitably qualified workers.  There are shortages due to an 
ageing workforce and low levels of entrants to industry.  Larger 
enterprises and local government need workers to be up skilled to 
develop capability in supervision.  

Demand will increase due to natural resource management and 
sustainability pressures (especially water). Existing shortage expected to 
increase in line with growth of urban development and surrounding 
parklands. 

361211 Shearer Identified as part of research for the review of the 2015 FFTITC IWD plan.  
The shortage of shearers continues to have a negative impact on the wool 
harvest sector and industry advice clearly demonstrates that demand will 
grow as national flock rebuilds from a 100 year low. There are low levels 
of new entrants and with an ageing workforce, increasing numbers of 
shearers are leaving the sector.  There is an ongoing and growing need for 
funding for upskilling as well a need for more experienced trainers. The 
wool harvest sector relies heavily on shearers from overseas.  

361311 Veterinary nurse Identified as part of research for the review of the 2015 FFTITC IWD plan.  
Vet nursing is attractive to young people. Due to general 
misunderstanding of the nature of the job there are high levels of attrition 
in training and employment. Many that stay soon leave to have families 
and it is difficult to re-attract them when (and if) they decide to return to 
the industry. There is a need for a refresher / industry re-entry Skill Set.  

121321 Poultry farmer Identified as part of research for the review of the 2015 FFTITC IWDP.  
Ongoing shortages cited by enterprises and industry bodies. There is a 
need for workers to be upskilled and have capability in supervision and 
management. Continuing and very high demand for existing worker 
training in response to ageing worker profile and regulatory changes. A 
skilled occupation that is critical to implementation of best practice in 
animal welfare, low-stress animal handling and biosecurity. Demand will 
increase due to requirements relating to lifting yields, higher production 
targets and natural resource management. 

121322 Sheep farmer Identified as part of research for the review of the 2015 FFTITC IWDP.  
Ongoing shortages cited by enterprises and industry bodies. There is a 
need for workers to be upskilled and have capability in supervision and 
management. Continuing and very high demand for existing worker 
training in response to ageing worker profile and regulatory changes. A 
skilled occupation that is critical to implementation of best practice in 
animal welfare, low-stress animal handling and biosecurity. Demand will 
increase due to requirements relating to lifting yields, higher production 
targets and natural resource management. 
 
This occupation is critical for the wool and sheep meat industries. Neither 
industry can exist without sheep farmers.  With state and national flock 
numbers at a 100 year low there is an urgent need to rebuild the WA 
flock. This will take several years and will rely on high level of skills within 
the industry. New techniques for rapid rebuilding of the flock are being 
trialed and successful incorporation of these techniques into existing 
farming practices will require time and upskilling. 

121411 Mixed crop and 
livestock farmer 

Identified as part of research for the review of the 2015 FFTITC IWDP.  
This occupation captures many of the diverse farming roles within WA.  
There is a need for workers to be upskilled and have capability in 
supervision and management. Continuing and very high demand for 
existing worker training in response to ageing worker profile and 
regulatory changes. A skilled occupation that is critical to implementation 
of best practice in animal welfare, low-stress animal handling and 
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biosecurity. Demand will increase due to requirements relating to lifting 
yields, higher production targets and natural resource management. 

Business planning and risk management are important areas of skill 
development. 

121213 Fruit or nut grower Identified as part of research for the review of the 2015 FFTITC IWDP.  
This occupation captures many of the diverse farming roles within WA.  
There is a need for workers to be upskilled and have capability in 
supervision and management. There is a demand for existing worker 
training in response to regulatory, harvest technology and compliance 
with plant breeders’ rights / licensing requirements. A skilled occupation 
that is critical to implementation of best practice in animal welfare, low-
stress animal handling and biosecurity. Demand will increase due to 
requirements relating to lifting yields, higher production targets and 
natural resource management. 

Business planning and risk management are important areas of skill 
development. 

311111 Agricultural technician Identified as part of research for the review of the 2015 FFTITC IWDP.  

This occupation can also include roles such as Agriculture Laboratory 
Technician; Artificial Insemination Technical Officer  
Dairy Technician; and varying Technical Officers.   
 

This is an area where employers have difficulties in recruiting suitably 
qualified workers. An occupation for which there is a lack of training 
providers and a high demand from regionally dispersed markets.  

There is a shortage of relevant expertise. Reliance on original equipment 
manufacturers for technical support. This is an area where there is need 
for funding for upskilling. There is a need for staff who have product 
knowledge and who would be capable of upskilling into management 
roles. There is also a shortage of workers capable of filling team 
leadership roles.  

Continuing and very high demand for existing worker training in response 
to ageing worker profile and regulatory changes. Critical to 
implementation of whole-of-chain consistent practices in animal welfare 
and low-stress animal handling. Continuing and very high demand for new 
entrants through employment based training pathway. Ongoing shortages 
cited by enterprises and industry bodies.  

Increasing regulation, biosecurity and licensing driving increased demand. 
Regional (and national) shortages of agricultural technicians cited with 
industry currently recruiting from overseas. New skills required across 
farming specialisations (mixed crop and livestock) in response to major 
policy initiatives in areas such carbon sequestration, water management, 
animal welfare and biodiversity. 

 Demand will increase due to natural resource management, lifting yields 
and sustainability pressures more broadly. Australia’s new Biodiversity 
Strategy, Carbon Farming Initiative and broader commitment to improved 
Natural Resource Management are all contributing to an increasing 
demand.  

Strong demand forecast reflective of industry shift to more technical/ 
para-professional roles across sectors. Demand will grow as national 
sheep flock rebuilds from 100 year low.  

Shortages of new entrants cited. Growing shortages of regionally located 
mobile plant operators and drivers cited as competition for skilled labour 
emerges with the resource sectors. Expected considerable demand will 
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emerge in regions where the industries are co-located. Changing practices 
in animal handling and welfare will drive increased need for skill 
development of existing workers. 

361114 Zookeeper Identified as part of research for the review of the 2014 FFTITC IWD plan.   

Specialised keepers are critical for zoos to keep many species of exotic 
animals. Species specific knowledge (for example - Elephants) and skills 
are essential and training existing keepers for these roles is not an option 
- the training is either not available or the lead time is far too long. With 
very limited numbers of specialist keepers in Australia, international 
recruitment is the primary means of obtaining people suitable for these 
roles.  Migration options for specialist zookeepers should be included for 
this occupation. 

 

   
 

Workforce Development Opportunities 
While wages are a motivating factor in choice of employment, there are more aspects to working in the 
primary sector and these should be promoted to potential employees.  Survey respondents indicated a 
number of key areas that attract employees to their industry including: lifestyle, working outdoors, 
working with animals and being in a natural environment. 
 
Proposed resources activity in the lower southern half of the state, for example in Katanning, will add 
attraction and retention pressures to businesses that have been able to employ local residents who are 
unwilling or unable to work in a fly in / fly out arrangement.  
 
The industry has a culture of training on the job. However, there is limited access to RTOs and qualified 
assessors in regional and rural areas.  Given the distance between jobs and associated costs of delivery, 
on the job training is unattractive to some training providers. 
 
Increasing business awareness and capacity in workforce development is a key area for industry.  In 
addition to the obvious attraction and retention features of workforce development, promotion of 
workforce development strategies such as job re-design, providing career path information and working 
arrangements that enable increased employment of underrepresented groups should be a high priority. 
 
Chart 16: Primary industry training and higher education by sector 

 
Source: ABS 2011 
 
Chart 16 shows that agriculture has a relatively level of Certificate III and IV training and tertiary level 
education.  Lower level qualifications are not presently used in significant numbers in any sector.  
Strategies to attract under-represented groups into the primary industries need to take into account 
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barriers such as language, literacy and numeracy and how lower level qualifications could play a role in 
gaining employability skills and entry to the industry.  
 
Chart 17: Agriculture industry post-secondary qualifications in 2006 and 2011 

 
Source: ABS 2006, 2011 
 
Chart 18: Conservation industry post-secondary qualifications in 2006 and 2011 

 
Source: ABS 2006, 2011 
 
Charts 17 and 18 show the change in post-secondary qualification levels for the agriculture and 
conservation sectors from 2006 to 2011.  Agriculture has seen a marginal decrease for all but higher 
education.  Conservation and land management has benefited from an increase in numbers (and relative 
percentages) in all areas of training and education.   
 
The capacity for remote indigenous community involvement in a wide variety of conservation and land 
management activities is considerable. Endorsement of new qualifications in indigenous land management 
could increase this involvement. While this is very encouraging, the target audience for these qualifications 
is commonly at supervisor, team leader and management level.  Entry level qualifications and Skill Sets 
need to be developed to ensure a complete range of skill development is accessible and possible 
throughout communities in the state.  
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There is also a real need to extend workshops and briefings to industry representatives on various funding 
available for training throughout the year. 
 

VET Training Data by Qualification – Enrolments and Completion  

Pre-Employment (Institutional Based Training, pre-apprenticeships) 

 
The data in Table 25 has been provided by the Department of Training and Workforce Development 
(DTWD) and details the number of enrolments in courses offered institutionally by Registered Training 
Organisations (RTOs), both state and private, and funded by the Department of Training and Workforce 
Development. The data also includes vocational education and training delivered in Schools (VETiS).  The 
data does not include VETiS courses funded by the Department of Education, fee for service delivery and 
training funding through the National Workforce Development Fund.  
 
Table 25:  Primary industry, VET enrolments – Institution based training 

Primary Industry - Qualifications (IBT Enrolments 2010-
2014) 2010 2011 2012 2013 2014 Total 
ACM10110 Certificate I in Animal Studies 0 0 0 9 20 29 
ACM20110 Certificate II in Animal Studies 0 0 103 99 87 289 
ACM30210 Certificate III in Animal Technology 0 0 0 0 0 0 
ACM30310 Certificate III in Captive Animals 0 0 0 0 0 0 
ACM30410 Certificate III in Companion Animal Services 0 14 186 197 230 627 
ACM30510 Certificate III in Farriery 0 0 0 1 0 1 
ACM40310 Certificate IV in Companion Animal Services 0 0 7 13 2 22 
ACM40410 Certificate IV in Veterinary Nursing 0 1 90 127 30 248 
ACM40412 Certificate IV in Veterinary Nursing 0 0 0 10 114 124 
ACM Animal Care and Management 0 15 386 456 483 1340 

  2010 2011 2012 2013 2014 Total 
AHC10110 Certificate I in Conservation and Land 
Management 0 0 72 72 76 220 
AHC10210 Certificate I in AgriFood Operations 0 0 211 253 169 633 
AHC20110 Certificate II in Agriculture 0 0 171 263 197 631 
AHC20310 Certificate II in Production Horticulture 0 0 9 18 30 57 
AHC20410 Certificate II in Horticulture 0 0 603 993 928 2524 
AHC20510 Certificate II in Arboriculture 0 0 26 31 18 75 
AHC20610 Certificate II in Parks and Gardens 0 0 1 3 0 4 
AHC20710 Certificate II in Production Nursery 0 0 3 0 0 3 
AHC20810 Certificate II in Retail Nursery 0 0 0 0 0 0 
AHC20910 Certificate II in Sports Turf Management 0 0 0 0 0 0 
AHC21010 Certificate II in Conservation and Land 
Management 0 0 369 607 721 1697 
AHC21110 Certificate II in Irrigation 0 0 0 0 0 0 
AHC21210 Certificate II in Rural Operations 0 0 187 267 480 934 
AHC21310 Certificate II in Shearing 0 0 24 118 31 173 
AHC21410 Certificate II in Wool Handling 0 0 46 151 39 236 
AHC21610 Certificate II in Landscaping 0 0 50 80 44 174 
AHC30110 Certificate III in Agriculture 0 0 80 195 449 724 
AHC30210 Certificate III in Agriculture (Dairy Production) 0 0 0 18 101 119 
AHC30310 Certificate III in Horse Breeding 0 0 3 8 6 17 
AHC30410 Certificate III in Pork Production 0 0 23 20 21 64 
AHC30610 Certificate III in Production Horticulture 0 0 1 8 10 19 
AHC30710 Certificate III in Horticulture 0 0 400 439 234 1073 
AHC30810 Certificate III in Arboriculture 0 0 12 9 10 31 
AHC30910 Certificate III in Landscape Construction 0 0 21 21 33 75 
AHC31010 Certificate III in Parks and Gardens 0 0 0 1 3 4 
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AHC31110 Certificate III in Production Nursery 0 0 0 2 2 4 
AHC31310 Certificate III in Sports Turf Management 0 0 1 3 19 23 
AHC31410 Certificate III in Conservation and Land 
Management 0 0 199 635 251 1085 
AHC31510 Certificate III in Indigenous Land Management 0 0 0 0 73 73 
AHC31810 Certificate III in Vertebrate Pest Management 0 0 0 8 19 27 
AHC32410 Certificate III in Irrigation 0 0 4 1 0 5 
AHC32412 Certificate III in Irrigation 0 0 0 0 12 12 
AHC32710 Certificate III in Rural Merchandising 0 0 0 0 0 0 
AHC32810 Certificate III in Rural Operations 0 0 37 19 1216 1272 
AHC32910 Certificate III in Shearing 0 0 2 4 5 11 
AHC33010 Certificate III in Wool Clip Preparation 0 0 13 40 42 95 
AHC33013 Certificate III in Wool Clip Preparation 0 0 0 0 3 3 
AHC33110 Certificate III in Advanced Wool Handling 0 0 4 15 30 49 
AHC40110 Certificate IV in Agriculture 0 0 21 121 31 173 
AHC40310 Certificate IV in Production Horticulture 0 0 0 0 6 6 
AHC40410 Certificate IV in Horticulture 0 0 60 162 225 447 
AHC40510 Certificate IV in Parks and Gardens 0 0 0 0 1 1 
AHC40610 Certificate IV in Production Nursery 0 0 0 0 0 0 
AHC40710 Certificate IV in Retail Nursery 0 0 0 0 0 0 
AHC40810 Certificate IV in Sports Turf Management 0 0 0 0 0 0 
AHC40812 Certificate IV in Sports Turf Management 0 0 0 0 11 11 
AHC40910 Certificate IV in Conservation and Land 
Management 0 0 84 92 59 235 
AHC41010 Certificate IV in Agribusiness 0 0 17 3 2 22 
AHC41110 Certificate IV in Irrigation 0 0 2 36 1 39 
AHC41112 Certificate IV in Irrigation 0 0 0 0 1 1 
AHC41210 Certificate IV in Shearing 0 0 0 0 0 0 
AHC41310 Certificate IV in Wool Classing 0 0 1 42 34 77 
AHC41313 Certificate IV in Wool Classing 0 0 0 0 4 4 
AHC50110 Diploma of Agriculture 0 0 16 11 12 39 
AHC50310 Diploma of Production Horticulture 0 0 0 0 3 3 
AHC50410 Diploma of Horticulture 0 0 20 28 31 79 
AHC50610 Diploma of Landscape Design 0 0 10 19 17 46 
AHC51110 Diploma of Conservation and Land Management 0 0 27 39 42 108 
AHC51610 Diploma of Irrigation Management 0 0 0 0 2 2 
AHC60210 Advanced Diploma of Horticulture 0 0 1 0 3 4 
AHC Agriculture, Horticulture and Conservation and Land 
Management 0 0 2831 4857 5758 13446 

Source: Department of Training and Workforce Development, VESU Enrolment Data Collection 
 
Enrolment data shown in Table 25 reveals some interesting trends in different sectors.   
 
There has been an increase in all Conservation and Land Management (CLM) enrolments.  There has been 
an increase at Diploma level suggesting that the investment in lower level and entry level training is starting 
to pay dividends in higher level skill development for the industry. 
 
In a similar way to CLM, horticulture enrolments have remained high and steady for several years across 
the various VET qualifications.  There is now a spike in Diploma enrolments in horticulture.  Production 
horticulture on the other hand has experienced a reduction of enrolments across Certificates II and III.  
New packaging rules in AHC10 horticulture qualifications have probably allowed more students to 
undertake a general horticulture qualification with specialist units than have to choose a specialist 
qualification such as production horticulture. 
 
Enrolments in agriculture and horticulture specialized streams have fluctuated over the five years and may 
also reflect the availability of qualified trainers rather than industry demand. 
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Certificate II in Rural Operations has had the greatest rate of increase in enrolments across all primary 
qualifications.  The flexible and widely applicable structure of this qualification means that it can be 
delivered for use in the agriculture, conservation and resource industries.  It is an excellent example of the 
value of a responsive and relevant entry level qualification that meets the needs of industry. 
 
Enrolments for entry level animal studies and companion animal studies have remained steady.  
Correspondingly there have been steady enrolments in Certificate IV in Veterinary Nursing. 
 
Table 26: Apprenticeship and Traineeship commencements – Primary Industries 

Primary Industry - Qualifications (EBT commencements 2010-
2014) 2010 2011 2012 2013 2014 Total 
Certificate II in Animal Studies (ACM20110) 0 8 31 16 12 67 
Certificate III in Animal Technology (ACM30210) 0 1 4 6 16 27 
Certificate III in Captive Animals (ACM30310) 0 0 1 0 0 1 
Certificate III in Companion Animal Services (ACM30410) 0 0 3 1 1 5 
Certificate III in Farriery (ACM30510) 0 4 5 5 0 14 
Certificate IV in Companion Animal Services (ACM40310) 0 0 0 0 0 0 
Certificate IV in Veterinary Nursing (ACM40410) 0 16 31 12 0 59 
Certificate IV in Veterinary Nursing (ACM40412) 0 1 6 21 32 60 
ACM 0 30 81 61 61 233 

  2010 2011 2012 2013 2014 Total 
Certificate II in Agriculture (AHC20110) 0 1 66 61 67 195 
Certificate II in Arboriculture (AHC20510) 0 0 7 10 5 22 
Certificate II in Arboriculture (AHC20513) 0 0 0 0 3 3 

Certificate II in Conservation and Land Management (AHC21010) 1 4 49 34 21 
109 

Certificate II in Horticulture (AHC20410) 0 3 57 74 74 208 
Certificate II in Irrigation (AHC21110) 0 0 3 0 0 3 
Certificate II in Landscaping (AHC21610) 0 0 6 1 3 10 
Certificate II in Parks and Gardens (AHC20610) 0 0 3 3 1 7 
Certificate II in Production Horticulture (AHC20310) 0 0 0 1 0 1 
Certificate II in Retail Nursery (AHC20810) 0 0 1 0 0 1 
Certificate II in Rural Operations (AHC21210) 0 0 17 16 15 48 
Certificate II in Shearing (AHC21310) 0 0 8 10 5 23 
Certificate II in Sports Turf Management (AHC20910) 0 0 2 4 2 8 
Certificate II in Wool Handling (AHC21410) 0 0 8 7 2 17 
Certificate III in Advanced Wool Handling (AHC33110) 0 3 58 111 66 238 
Certificate III in Agriculture (AHC30110) 0 1 53 104 73 231 
Certificate III in Agriculture (Dairy Production) (AHC30210) 0 0 7 6 5 18 
Certificate III in Arboriculture (AHC30810) 0 0 9 11 7 27 

Certificate III in Conservation and Land Management 
(AHC31410) 0 7 14 22 25 

68 

Certificate III in Horse Breeding (AHC30310) 0 3 1 0 0 4 
Certificate III in Horticulture (AHC30710) 0 8 30 20 30 88 
Certificate III in Irrigation (AHC32410) 0 0 4 2 0 6 
Certificate III in Irrigation (AHC32412) 0 0 0 1 0 1 
Certificate III in Landscape Construction (AHC30910) 0 2 27 29 23 81 
Certificate III in Parks and Gardens (AHC31010) 0 3 51 49 27 130 
Certificate III in Production Horticulture (AHC30610) 0 0 0 1 1 2 
Certificate III in Production Nursery (AHC31110) 0 0 16 13 6 35 
Certificate III in Rural Merchandising (AHC32710) 0 0 2 0 0 2 
Certificate III in Rural Operations (AHC32810) 0 0 1 0 1 2 
Certificate III in Shearing (AHC32910) 0 0 105 144 61 310 
Certificate III in Sports Turf Management (AHC31310) 1 9 17 31 23 81 
Certificate IV in Agriculture (AHC40110) 0 0 33 31 42 106 

Certificate IV in Conservation and Land Management 
(AHC40910) 0 0 8 6 3 17 
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Certificate IV in Horticulture (AHC40410) 0 0 6 5 6 17 
Certificate IV in Irrigation (AHC41110) 0 0 10 1 0 11 
Certificate IV in Production Horticulture (AHC40310) 0 0 1 2 3 6 
Certificate IV in Production Nursery (AHC40610) 0 0 1 2 0 3 
Certificate IV in Retail Nursery (AHC40710) 0 0 0 2 0 2 
Certificate IV in Sports Turf Management (AHC40810) 0 0 6 8 0 14 
Certificate IV in Sports Turf Management (AHC40812) 0 0 0 0 1 1 
Certificate IV in Wool Classing (AHC41310) 0 0 5 1 6 12 
Certificate IV in Wool Classing (AHC41313) 0 0 0 0 5 5 
AHC 2 44 692 823 612 2173 

Source: WA Department of Training and Workforce Development TRS 2014 
 
Table 26 summarises Apprenticeship and the Traineeship commencements for the five years from 2009 to 
2013.   
 
In general, levels have remained steady in all areas. Decreases in some specialist streams have been offset 
by increase in general streams, particularly in agriculture. The primary sectors have a high number of 
traineeships and apprenticeships available in all areas.  However, uptake in some of the traineeships is 
relatively small.  Industry has identified several factors that impede industry’s take up of trainees, 
including: the cost of the training, time lost for training off the job, the high level of supervision required 
by staff unfamiliar with training and the bureaucracy of the sign-up process. 
 
The one exception is in shearing where there has been a significant shift from Certificate II to Certificate 
III.  The wool harvest industry has made considerable efforts in recent years to build industry capacity 
through training and workforce development programs.  The peak industry body is very active, takes skill 
development seriously and promotes well to its industry members.  In the primary industries in particular, 
the commitment of peak bodies to training and workforce development is a major driver for industry 
engagement and involvement.    
 
The FFTITC recognises the importance of peak bodies and industry associations in building capability and 
capacity in workforce development.  To this end, the FFTITC has undertaken numerous activities with 
various peak bodies and associations, including: 
 

• held a combined industry advisory group workforce development forum in 2012 
• made many presentations at AGMs and industry conferences 
• facilitated strategic planning sessions for individual industry sectors 
• providing information at conference breakout sessions   

 
While the variety of food, fibre and timber industry VET in schools (VETiS) programmes available is wide, 
few attract high numbers of enrolments.  Horticulture is an exception and is a common area for school 
based involvement, including Education Support Centres.  It is expected that uptake of flexible 
qualifications such Certificate II in Rural Operations as part of VETiS will increase considerably with the 
new WA Certificate of Education arrangements.  The first cohort to experience the effects of these 
arrangements enrols in 2014 for commencement in 2015 and completion in 2016.   
 

Vocational Education in Schools (VETiS) 
From 2015 students will be required to achieve an Australian Tertiary Admission Rank (ATAR) or a 
minimum Certificate II training program to graduate with a WA Certificate of Education.  This will see a 
substantial increase in the number of students undertaking vocational education in schools.  To support 
the implementation of changes to the WA Certificate of Education the following activities have been 
undertaken by the Training Council: 
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• The Food, Fibre and Timber Industries Training Council made recommendations to the WA 
Department of Training and Workforce Development for industry specific qualifications that 
would be suitable for VETiS delivery to be included in the VETiS Qualifications Register.  The 
qualifications have support from industry for delivery in schools.  For the primary industries 
these included: 

 
 Certificate II in Landscaping 
 Certificate II in Irrigation 
 Certificate II in Floriculture 
 Certificate II in Wool Handling 
 Certificate II in Conservation and Land Management 
 Certificate II in Parks and Gardens 
 Certificate II in Sports Turf Management 
 Certificate II in Production Horticulture 
 Certificate II in Retail Nursery 
 Certificate II in Production Nursery 
 Certificate II in Horticulture 
 Certificate II in Arboriculture 
 Certificate II in Shearing 
 Certificate I in Agri-Food (Pathways) 
 Certificate I in Conservation and Land Management 
 Certificate I in AgriFood Operations 
 Certificate II in Agriculture 
 Certificate II in Rural Operations 
 Certificate III in Horticulture 
 Certificate III in Agriculture 
 Certificate III in Agriculture (Dairy Production) 
 Certificate III in Retail Nursery 
 Certificate III in Parks and Gardens 
 Certificate III in Landscape Construction 
 Certificate III in Sports Turf Management 
 Certificate III in Advanced Wool Handling 
 Certificate III in Production Nursery 
 Certificate III in Wool Clip Preparation 
 Certificate I in Animal Studies 
 Certificate II in Equine Studies 
 Certificate II in Animal Studies 
 Certificate III in Animal Studies 
 Certificate III in Farriery 
 Certificate III in Companion Animal Services 

 
• Development of specific brochures and posters to promote careers pathways to students at 

school.   
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Industry Issues Bullet Points: 
 

• Development and endorsement of more formal Skill Sets to meet the increasing burden of 
specific industry training needs, especially with respect to regulatory compliance.  
 

• Creation of flexible training funding models that enable and encourage trainers to deliver to 
thin and costly markets, particularly in the regions.  This includes project funding with 
milestones to ensure adequate cash flow. 
 

• Building business capability in industry for workforce development, through funding specific 
workforce development activities.  This includes creation of retention models that focus on 
capturing and retaining a sufficient pool of experienced and capable trainers to deliver 
quality training. With an ageing workforce and a high incidence of career change there 
should be sufficient labour that can be channeled into training. 
 

• Creation of flexible training funding models that enable and encourage trainers to deliver to 
those already in employment within the industry. (Class based RTO training for traineeship 
/ apprenticeship models can be viewed as time-consuming and content too basic for this 
category of labour requiring recognition of formal skill set). This includes project funding 
with milestones to ensure adequate cash flow. 
 

• Identifying the industry STEM skills needs. 
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SECTION 4 INDUSTRY ISSUES AND STRATEGIES  

Skilling WA: Strategic goal 3 

Attract workers with the right skills to the Western Australian workforce and retain them by offering access to rewarding employment and a diverse and vibrant 
community and environment to live in. 

Issue (from Section 3) Strategy Skilling WA Priority Action 

There are significant challenges for enterprises to become 
‘employers of choice’ due to a lack of knowledge of workforce 
development strategies and good human resource practice.   

 
The need for job descriptions, recruitment and selection 
procedures, training needs analysis and succession planning are 
critical to ensure ongoing business expansion and viability. 
 
There is a general shortage of active business planning processes 
within the smaller, family run enterprises.  Many do not have the 
knowledge base required to understand how much it costs to 
operate a business. 
 
The high Australian Dollar is impacting small businesses as well as 
operating in a competitive environment.  Businesses require skills to 
increase productivity and to improve work processes.   

 

To improve industry capability in the following areas: 

• Workforce Development 
• Human Resources 
• Productivity – competitive systems and processes. 

3.1.1 

3.1.2 

 

Attracting and retaining new workers into the Food, Fibre and 
Timber Industries is an issue.   

• There is a negative image of some of the industries.  There 
may be perceptions of poor employment practices; 
unattractive work environments and unstable employment 
in general.   

• Careers in the various industries are not as well known to 
young people.  They are perceived as perhaps poor career 
choices with limited opportunities for advancement 

• Many of the industries cannot offer the same salaries as 
other industries, in particular the resource sector; 
therefore there is a ‘crowding out’ effect.  

To implement the recommendations of the research report  

“Increasing VETiS student access to the Western Australian Food, Fibre 
and Timber Industries” in reference to: 

• Awareness, Perception and Information  
• Resources 
• School/Industry Links 

1.2.4 

3.1.1 

3.1.2 

3.2.10 
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• VET in School programs are not providing all of the industry 
with prospective young employees.  Some programs do not 
adequately prepare students for the workplace.  In some 
sectors, especially the food sector, schools offer limited 
programs. 

 
 
 

Skilling WA: Strategic goal 4 

Provide flexible, responsive and innovative education and training which enables people to develop and utilise the skills necessary for them to realise their potential 
and contribute to Western Australia’s prosperity. 

Issue (from Section 3) Strategy Skilling WA Priority Action 

Skill Sets 

Full qualifications are often not attractive to industry.  The delivery 
of Skill Sets rather than full qualifications has been suggested as a 
key training solution to address a number of workforce 
development needs.  This includes post trade skills in new 
technologies, supervisory skills, sustainability skills, and pre-
employment programs. 

Also needed are on-the-job Skill Sets for new job entrants 

This has emerged in many sectors, but in particular the Agrifood 
industries as a result of the increasing reliance on transient labour. 

 

Develop Skill Sets in identified areas to address skill gaps of industry  

 

4.1.2 

4.1.3 

4.2.1 

4.2.3 

Thin Markets 
The Food, Fibre & Timber Industries are made up of a large numbers 
of smaller industries:  
 
Light Manufacturing sector includes floor coverings, 
furniture/cabinet making, soft furnishings, picture framing, dry 
cleaning, laundry, and TCF Mechanics.  
 

Investigate opportunities for addressing training needs of industries 
identified as thin markets 

 

4.1.2 

4.1.3 

4.2.1 

4.2.3 

4.3.2 
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The Training Council survey of RTOs (FFTI, 2012) found that 80% of 
RTOs operating in the light manufacturing sector experienced 
difficulties servicing thin markets 
 
 
This makes training provision difficult due to a shortage of skilled 
trainers and the high costs of delivering to small groups.  Regional 
training also suffers due to lack of financial support to deliver to 
regional and remote destinations. 
 
With a large proportion of the industry outside the metropolitan 
area, there is an issue of limited access to Registered Training 
Organisations (RTOs) because of thin markets 

 
 
 

Skilling WA: Strategic goal 5 

Plan and coordinate a strategic State Government response to workforce development issues in Western Australia. 

Issue (from Section 3) Strategy Skilling WA Priority Action 

State Priority Occupation List 

The Department relies heavily on the State priority occupation list, 
which is an annually produced list of skilled occupations in high 
demand or considered industry-critical in Western Australia.  This 
list influences investment in skills development as well as the State 
Skilled Migration List with Priority 1 & 2 occupations only being 
considered for both funding and migration.   

Eligibility criteria for Skilled and Priority Occupation lists which are 
heavily weighted on total employees and employment growth 
effectively preclude manyfood, fibre and timber industry 
occupations from being considered for inclusion as Priority 1 or 2 
occupations.  The reliance on outdated, unwieldy and inaccurate 
ANZSCO coding which matches poorly with census employment 
statistics further compounds this problem. 

To improve quality of information provided to DTWD to influence 
priority status of key occupations in demand 
 

5.2.5 

5.2.6 

5.2.7 
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Also, The Food, Fibre and Timber Industries Training Council has 
found it difficult to obtain adequate data on some aspects of the 
industries, as much of the information found is generic and relates 
to the east coast with limited data of actual activity taking place in 
Western Australia. This creates forecasting concerns and is not a 
true representation of what the industry sectors look like.  

There are also concerns regarding the variation in the data being 
produced by the ABS and being used by Federal and State 
Governments for current and future planning, and this can have a 
detrimental effect on the prioritising that should be placed on the 
Food, Fibre and Timber Industries.  

Also, in both the State and National Skill Migration List, there are 
very few occupations available for Skilled Migration.  

  

Industry Workforce Development Plan 2015/16 Page 120 of 136 



Skilling WA Strategic Goal 3 

Attract workers with the right skills to the Western Australian workforce and retain them by offering access to rewarding employment and a diverse and vibrant 
community and environment to live in 

 
Strategy from Section 4    
 

To improve industry capability in the following areas: 

• Workforce Development 
• Human Resources 
• Productivity – competitive systems and processes. 

Recommended Priority Action(s) Steps to Implement Actions Priority Date to be 
completed 

That the Food, Fibre and Timber Industries Training Council 
continue promoting and facilitating workforce development 
strategies through its network of Industry Advisory Groups.  

 

• Promote good workforce development practices through 
provision of information to industry.  These would include: 

o Nimble News 
o Social Media 

 

High Ongoing 

Promote competitive systems and processes qualifications across all 
sectors to improve productivity 

 

• Include promotional material in a newsletter. 

• Host an industry breakfast promoting competitive systems 
and processes. 

• Develop a case-study of local WA businesses that have 
undergone lean manufacturing processes. 

• Develop into a resource for dissemination. 

Medium July 2016 

For the Food, Fibre and Timber Industries Training Council to lobby 
both the state and federal governments to provide funding for 
specific workforce development activities such as assistance with 
the development of job descriptions, human resource policies, 
training plans. 

 

• To undertake research that supports the funding of 
workforce development activities. 

• To include the issue in any discussion papers put out by 
government (Department of Industry)  

• To continue to highlight the issue in any discussions with 
senior representatives from government. 

High Ongoing  

Lead Agency:  Food, Fibre and Timber Industries Training Council   
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Skilling WA Strategic Goal 3 

Attract workers with the right skills to the Western Australian workforce and retain them by offering access to rewarding employment and a diverse and vibrant 
community and environment to live in 

 
Strategy from Section 4    

To improve business capability in the following areas: 

• Workforce Development 
• Human Resources 
• Productivity – competitive systems and processes. 

Recommended Priority Action(s) Steps to Implement Actions Priority Date to be 
completed 

For the Department of Training and Workforce Development to 
facilitate strategies to increase business capability in industry for 
workforce development, through specific workforce development 
activities, for example: 

• To provide a portal for information and tools on Workforce 
Development  

• To continue to support training to small businesses in areas 
of business management.   

• To continue to fund the TAE skill set for supervisors of 
apprentices to improve the level of training and support 
offered to apprentices 

Develop a website that will provide industry with resources and 
information on workforce development.   

 

As part of the launch of the website, conduct a series of 
workshops/training sessions on workforce development. 

High 

 

 

Completed/ 

Ongoing 

Lead Agency:  Department of Training and Workforce Development  
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Skilling WA Strategic Goal 4 

Provide flexible, responsive and innovative education and training which enables people to develop and utilise the skills necessary for them to realise their potential 
and contribute to Western Australia’s prosperity. 
 
Strategy from Section 4    

To implement the recommendations of the research report  

 “Increasing VETiS student access to the Western Australian Food, Fibre and Timber Industries” in reference to: 

• Awareness, Perception and Information  
• Resources 
• School/Industry Links 

Recommended Priority Action(s) Steps to Implement Actions Priority Date to be 
completed 

To implement the following recommendations from the report 
“Increasing VETiS student access to the WA Food, Fibre and Timber 
Industries.  

 

• Industry undertakes an environmental scan of successful 
industry led VETiS initiatives.  

 

• Industry works with the FFTITC to identify schools that have 
capacity or interest in providing VETiS programs aligned with the 
food, fibre and timber industries.  

 

• Industry increase opportunities for schools to visit workplaces.  

 

• For the Food, Fibre and Timber Industries Training Council to 
analyze data provided by Schools Curriculum Authority to 
identify schools who are successfully delivering 
qualifications under its coverage. 

• To survey schools to identify models of delivery and critical 
success factors and/or barriers to delivery. 

• For the Food, Fibre and Timber Industries Training Council to 
develop promotional material and undertake a campaign to 
advise schools of successful delivery models.   

• To work with schools who are interested in delivering 
programs under the Food, Fibre and Timber industries.   

• To organize industry visits for schools as required.   

 

High July 2016 

Lead Agency:  Food, Fibre and Timber Industries Training Council  and Industry Associations 

 

Skilling WA Strategic Goal 4: 
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Provide flexible, responsive and innovative education and training which enables people to develop and utilise the skills necessary for them to realise their potential 
and contribute to Western Australia’s prosperity 

 
Strategy from Section 4    
Develop Skill Sets in identified areas to address skill gaps of industry 

 

Recommended Priority Action(s) Steps to Implement Actions Priority Date to be 
completed 

Through the industry advisory group network, establish projects as 
required to develop Skill Sets.  Areas to look at are: 

• Supervisory/Management skills 

• Occupational Health and Safety 

• Entry level core skills 

• Regulatory requirements 

• Sustainability/Carbon Farming 

 

   

• Include as an agenda item at each IAG meeting 

• Establish working group 

• Conduct consultation with both industry and RTOs. 

• Liaise with Training Package Developers 

• Communicate outcomes to IAG through network 

High 

 

Ongoing 

For the Food, Fibre and Timber Industries Training Council to 
continue to lobby both state and federal governments for Skill Sets 
to be funded.  For the National Workforce Development Fund, the 
pre-requisite Certificate III needs to be removed.    

 

• Undertake research to support the funding of Skill Sets. 

• To include the issue in any discussion papers put out by 
government (eg Australian Workforce Productivity Agency 

• To continue to highlight the issue in any discussions with 
senior representatives from government. 

High Ongoing 

Lead Agency:  Food, Fibre and Timber Industries Training Council   
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Skilling WA Strategic Goal 4: 

Provide flexible, responsive and innovative education and training which enables people to develop and utilise the skills necessary for them to realise their potential 
and contribute to Western Australia’s prosperity 

 
  Strategy from Section 4   Investigate opportunities for addressing training needs of industries identified as thin markets 
 

Recommended Priority Action(s) Steps to Implement Actions Priority Date to be 
completed 

To facilitate implementation of the recommendations under 
“Business and Industry” from the report: 

Thin Markets – Improving workforce development opportunities in 
thin markets of the Food, Fibre and Timber Industries. 

 

Business and Industry 

Recommendation 9:  Increase their understanding of the VET system 
and marketplace including the nature, evolution and demand for job 
roles and occupations and consider how training for them could be 
delivered with the minimum number of training products. (Drivers 1, 
2, 3, 5, 6, 8) 

Recommendation 10: Participate in Thin Market working groups to 
manage monitoring of market status and the development of Market 
Thickening strategies in a timely manner as required. Industry 
Training Councils could provide independent facilitation for such 
stakeholder ‘groups’. (Drivers 6, 7, 8) 

Recommendation 11: Proactively monitor the demands of the labour 
market and relay the details to the training providers and to 
government through the relative industry associations, industry 
representative bodies and Training Councils (Drivers 3, 5, 8). 

Recommendation 12: Be more engaged and proactive in providing 
current market information into Training Package Continual 
Improvement Process including evidence of thin or thinning markets 
(Drivers 2, 3, 5, 8). 

• To work with the State Training Board and the Department 
of Training and Workforce Development and RTOs to 
establish processes to manage and monitor market status of 
qualifications under the Food, Fibre and Timber Industries. 
(Suggested terms of reference included in the report).   

• To continue to promote Apprenticeship and Traineeships to 
industry as well as provide information on support services, 
processes to improve uptake of apprentices.   

• To invite representatives of the Australian Apprenticeship 
Support Service networks (AASN) to meetings of the Food, 
Fibre and Timber Industries Training Council. 

• To provide information to both industry and RTOs through 
its Industry Advisory Groups on labour market trends so that 
RTOs can be better informed of market demands.   

• To continue to lobby training package developers on the 
need to take market information into account when 
developing qualifications and to promote a more 
“generalized” approach when developing qualifications, ie 
use of streaming or contextualizing existing qualifications.   

• When consulting with industry on the development of new 
products, encourage industry to look at a simplified way of 
ensuring that their training needs, by contextualizing 
existing training products, rather than establishing new 
ones.   

High July 2016 
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Recommendation 13: Better use of Units of Competency within 
qualifications to meet job role and occupation requirements and 
increased use of ‘alternative’ training products to meet industry 
needs including Skill Sets and Accredited courses. (Drivers 1, 2, 5). 

Lead Agency:  Food, Fibre and Timber Industries Training Council   
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Skilling WA Strategic Goal 5 

Plan and coordinate a strategic State Government response to workforce development issues in Western Australia 
 
Strategy from Section 4    
Address skill development needs of industry with low employment levels through the State Priority Occupation List development process 

 

Recommended Priority Action(s) Steps to Implement Actions Priority Date to be 
completed 

To improve quality of information provided to DTWD to influence 
priority status of key occupations in demand 

 

• Identify occupations in demand that are considered highest 
priority yet fail to meet criteria set by DTWD 

• Liaise with key industry stakeholders to gain support for 
petitioning DTWD for inclusion on SPOL as ‘highest priority’ 

• Collect supplementary data both qualitative and 
quantitative and report to Board of Management with 
findings 

• Seek endorsement from Board of Management to submit 
findings to DTWD 

 

 

High 

 

 

June 2016 

Lead Agency:  Food, Fibre and Timber Industries Training Council   
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SECTION 5 PLAN ADMINISTRATION 

Plan Contact 

This plan is maintained by the Chief Executive Officer for the Food, Fibre and Timber Industries Training 
Council. Feedback regarding this plan should be made in writing to: 

a Email: admin@fftitrainingcouncil.com.au 

b Mail: PO Box 1499, East Victoria Park 6981 

c Office phone number: (08) 9361 2800 

 

Review Requirements and Issue History 

Schedule 2 of the Service Agreement requires that this plan is reviewed and updated annually. 
 

This issue entirely supersedes the previous issue of the plan. Superseded issues should be destroyed, or 
clearly marked as superseded and removed from general circulation and the Training Council website. 

 
Issue No. Year Approved Comments/Summary of Main Changes 

2 2013 Data and information updated, Skill shortage areas amended, Action 
Plan updated 

3 2014 Data and information updated, Skill shortage areas amended, Action 
Plan updated 

4 2015 Data and information updated, Skill shortage areas amended, Action 
Plan updated 

 

Distribution List 

This plan is issued electronically on the Training Council website after it is approved.  

Consultation for this Issue 

The review of this issue of this plan was coordinated by the Chief Executive Officer for the Food, Fibre and 
Timber Industries Training Council.  This issue was updated as part of the annual review process and the main 
round of consultation with industry representatives and the Food, Fibre and Timber Industries Training 
Council Board of Management occurred during 2012.  
 
Over this period the committee invited comment from:  A cross-section of stakeholders from all industry 
sectors represented by the Food, Fibre and Timber Industries Training Council. This included:  

• organisations from a wide range of demographics, ie small and large employers, regionally based 
organisations, registered training organisations.  

• Industry advisory groups, covering: 
• Animal Care & Management 
• Food & Beverage 
• Furnishings 
• Forest & Forest Products 
• Horticulture & Conservation and Land Management 
• Rural Production 
• Seafood 
• Textiles, Clothing, Footwear and Allied Services 
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Please refer to the Methodology for more detailed information. 

Communications Plan Summary 

Once the plan is approved, its update will be: 

a endorsed by the Food, Fibre and Timber Industries Training Council  Board of Management 

b noted by the Department of Training and Workforce Development  

c posted on the Food, Fibre and Timber Industries Training Council  website  

d included as an Agenda Item at all subsequent Industry Advisory Group meetings. 

e promoted in the Training Council’s newsletter.   

 

Validation of this Plan 

Arrangements in this plan will be validated within the annual review cycle by: 
 
A formal review will be conducted annually by exception of any dramatic changes in reported information. 
This will be driven by Industry Reference Groups, The Food, Fibre and Timber Industries Training Council 
Board of Management and other research by staff.  
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SECTION 6 LIST OF TABLES 

This section should be used to provide a list of tables and graphs used within the main body of the document. 

 
Number Name of Table 

1 • Number of TCF and Allied Services businesses by sector by employment size 
range, 2010-11 

2 • Number of Furnishings businesses by sector by employment size range, 2010-11 

3 • Number of males/females in Light Manufacturing Industry by occupational group 

4 • Furnishings and Textiles Employment of people from under-represented groups 

5 • Furnishings and Textiles individual completion rates 

6 • Occupations in Demand – Light Manufacturing 

7 • Furnishings and Textiles workforce development strategies 

8 • TCF and Allied Services, VET enrolments – Institution based training  

9 • Furnishings, VET enrolments – Institution based training 

10 • Traineeship commencements – TCF and Allied Services 

11 • Apprenticeship/Traineeship commencements – Furnishings  

12 • Number of Forest and Forest Products businesses by sector by employment size 
range, 2010-11 

13 • Forest and Forest Products workforce development strategies 

14 • Occupations in Demand – Forest and Forest Products 

15 • Forest and Forest Products, VET enrolments – Institution based training 

16 • Traineeship commencements – Forest and Forest Products 

17 • Number of Food and Beverage businesses by sector by employment size range, 
2010-11 

18 • Employment of people from under-represented groups 

19 • Skill/labour shortages – Seafood/Food and Beverage Industries  

20 • Food and Beverage, VET enrolments – Institution based training 

21 • Traineeship commencements – Food and Beverage 

22 • Number of Primary Industry businesses by sector by employment size range, 2010-
11 

23 • Employment of people from under-represented groups 

24 • Identified skill shortages in the primary industry sectors. 

25 • Primary industry, VET enrolments – Institution based training 

26 • Traineeship commencements – Primary 

 

 
Number Name of Chart 

1 • Furnishings and Textiles Industry sectors by gender, 2006 and 2011 
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Number Name of Chart 

2 • Furnishings and Textiles Industry sectors by age as a percentage of total sector 
workforce 

3 • Furnishings and Textiles Industry sectors by qualification levels as a percentage of total 
sector workforce 

4 • Furnishings and Textiles Industry – Post-secondary qualification levels 2006 and 2011 

5 • Forest and Forest Products Industry sectors by gender, 2006 and 2011 

6 • Forest and Forest Products by age as a percentage of total sector workforce  

7 • Forest and Forest Products Industry by age, 2006 and 2011 

8 • Forestry Industry sectors by qualification levels as a percentage of total sector workforce 

9 • Forestry Industry – Post-secondary qualifications levels 2006 and 2011 

10 • Food and Beverage industry sector employment by gender, 2006 and 2011 

11 • Food and Beverage industry sectors employment by age 

12 • Food and beverage industry training and higher education by sector 

13 • Food and beverage industry post-secondary qualifications in 2006 and 2011 

14 • Primary Industry sector employment by gender for 2006 and 2011 

15 • Primary Industry sector employment by age for 2011 

16 • Primary industry training and higher education by sector 

17 • Agriculture industry post-secondary qualifications in 2006 and 2011 

18 • Conservation industry post-secondary qualifications in 2006 and 2011 
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SECTION 7 GLOSSARY 

The following terms that are used in this plan are particular to this Training Council.  

 

Terms 

Table 1 lists terms that are used in this plan.  

 

Table 1 Terms  

Term In the context of this plan, this means: 

Agroforestry Agroforestry is the management of trees for forest products.  It can be an 
important productive element of agriculture 

ATAR The Australian Tertiary Admission Rank (ATAR) is the primary criterion for 
entry into most undergraduate-entry university programs in Australia 

Auspice Where an organisation/school partners with a Registered Training 
Organisation to certify its according to Australian Qualifications Training 
Framework  

Carbon footprint A carbon footprint is the total amount of greenhouse gas emissions caused 
by an organization, event, product or person 

Carbon sink Carbon sink is a natural or artificial reservoir that stores or accumulates 
carbon containing compounds for an indefinite period 

Skill Sets Skill Sets are defined as single units of competency or combinations of units 
of competency from a nationally endorsed Training Package, which link to a 
licence or regulatory requirement, or a defined industry need. Units of 
competency that form a Skill Set can be drawn from one or more Training 
Packages. 

Sustainability Sustainable Production is the creation of goods and services using processes 
and systems that are: non-polluting; conserving of energy and natural 
resources; economically efficient; safe and healthful for workers, 
communities, and consumers; and, socially and creatively rewarding for all 
working people. 

Thin market Markets in which the actual and potential number of learners may be too 
small to attract training providers 
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Acronyms 

Table 2 lists acronyms that are used in this plan.  

 

Table 2 Acronyms 

Acronym Full Title 

ABS Australian Bureau of Statistics 

APVMA Australian Pesticides and Veterinary Medicines Authority 

AQTF Australian Qualifications Training Framework 
ATAR Australian Tertiary Admission Rank 

ATTA Australian Timber Trainers Association 

CAD Computer Aided Design 

CNC Computer Numerically Controlled 

DAFWA Department of Agriculture Food Western Australia 

DAFF Department of Agriculture, Fisheries and Forestry  

DTWD Department of Training and Workforce Development 

FFTI Food Fibre and Timber Industries 
FPC Forest Products Commission 

GIS Geographic Information System 

OHS Occupational Health and Safety 

RPL Recognition of Prior Learning 

RTO Registered Training Organisation 

TCF Textile Clothing and Footwear 

SPOL State Priority Occupation List 

VET Vocational Education and Training 

VETiS Vocational Education and Training in Schools 

WACE Western Australian Certificate of Education 
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