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Statement of Limitations 

The sole purpose of this report and the associated services performed by Grant Thornton Australia Limited (“GTAL”) was to develop an understanding of 

the Colac Otway-Shire's ("the Shire") skills and workforce in accordance with the scope of services set out in the contract between GTAL and the Shire. 

The scope of services, as described in this report, was developed with the Shire. 

 

In preparing this report, GTAL has relied upon, and presumed accurate, any information (or confirmation of the absence thereof) provided by the Shire 

and/or from other sources. Except as otherwise stated in the report, GTAL has not attempted to verify the accuracy or completeness of any such 

information. If the information is subsequently determined to be false, inaccurate or incomplete then it is possible that our observations and conclusions as 

expressed in this report may change. 

 

GTAL derived the data in this report from information sourced from the Shire (if any) and/or available in the public domain at the time or times outlined in 

this report. The passage of time, manifestation of latent conditions or impacts of future events may require further examination of the project and 

subsequent data analysis, and re-evaluation of the data, findings, observations and conclusions expressed in this report. GTAL has prepared this report in 

accordance with the usual care and thoroughness of the consulting profession, for the sole purpose described above and by reference to applicable 

standards, guidelines, procedures and practices at the date of issue of this report. For the reasons outlined above, however, no other warranty or 

guarantee, whether expressed or implied, is made as to the data, observations and findings expressed in this report, to the extent permitted by law. 

 

This report should be read in full and no excerpts are to be taken as representative of the findings. No responsibility is accepted by GTAL for use of any 

part of this report in any other context.  

 

This report has been prepared on behalf of, and for the exclusive use of, the Shire, and is subject to, and issued in accordance with, the provisions of the 

agreement between GTAL and the Shire. GTAL accepts no liability or responsibility whatsoever for, or in respect of, any use of, or reliance upon, this 

report by any third party. 
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A solid understanding of the Shire's workforce and operating environment is critical for 

a diverse range of stakeholders looking to develop workforce development plans for 

their sustainability and the creation of new opportunities for the local community.  

4 

Colac Otway Shire community, like other communities in Victoria, currently faces workforce challenges due to various and 

sometimes multiple disadvantages. The Shire is also currently rated 21 of 26 on the Australian Bureau of Statistic’s Socio-

Economic Indexes for Area (SEIFA) rating of Victorian postcodes for areas of disadvantage, with 43.6% of the Shire's population 

(approx. 8,869 people in 2011) have no qualification beyond year 10.   

 

For reasons such as these, Colac was identified as one of the target communities for the Victorian State Government Advancing 

Country Towns (ACT) Program. ACT is a $9.4 million program to create new opportunity and improve quality of life for local 

people living in communities experiencing complex disadvantage. 

 

During the initial planning phase of the Colac ACT project, an Investment Logic Mapping (ILM) process was used to identify a 

number of issues and goals for outcomes relevant to the Colac Region. Two of the goals identified from the ILM process include 

the need to undertake a Skills and Workforce Audit and Workforce Development Planning for up to 15 of the Shire’s businesses.  

In order to utilise the ACT funding effectively and achieve the Program goals of creating opportunity and improving locals’ quality 

of life, it is vital that the Shire develops a complete and detailed understanding of the challenges local businesses are facing, 

identifies current and future workforce skills gaps and assists local businesses by providing individualised Workforce 

Development Plans for the future. 

 

As a result, the Shire commissioned the current report to provide an overview of the Shire's workforce and operating 

environment. This report identifies key industry, population , education and workforce considerations that will help understand 

the driving forces impacting its current and future workforce. 

 

The intended audience of this report will be broad and diverse. The challenge throughout the report has been to provide a depth 

of content and  range of insights to satisfy the Shire's distinct stakeholders. 

Section: Introduction 
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The purpose of this report was to provide a comprehensive overview of the Shire's 

workforce and its operating environment. 

Scope of the Engagement (Phase 1) 

The objective of the engagement and report was to provide the Shire with a comprehensive analysis of the Shire's workforce and its current and future 

operating environment. This analysis has provided an in depth understanding of the workforce challenges of local business and the identification of 

current and future skills gaps. This report has led to the identification of a number of businesses to be targeted for individual workforce development plans 

(Phase 2).  

 

The scope of the current engagement (Phase 1) included: 

 

• Overall Colac-Otway Shire workforce analysis including analysis of  industry, population, education and qualifications, employment and workforce 

trends; 

• An overview of the business profile of the Shire; 

• An environmental scan of factors impacting the workforce; and 

• Analysis of survey results and workshops with key industry stakeholders to understand specific industry and business workforce trends and issues. 

 

 

5 

Section: Introduction 
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The development of this report sought to analysis 6 critical questions by conducting a 

literature review, completing a online survey and conducting interviews.  
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Section: Introduction 

Overall Approach 

The objective of this report was to understand the Shire's current workforce 

challenges in order to identify workforce recommendations to mitigate risks and 

assist with planning a roadmap for growth, using six key questions (see 

opposite).  

 

The team began with understanding the Shire's macro environment and its key 

operating industries by analysing workforce growth and labour share market 

changes.  Public reports and government data sets were the main source for 

this analysis and provide insight on industry movements within the Shire, 

Victoria and Australia. Where available industry papers where used to provide 

further insight to the Shire's current and future workforce. A combination of key 

stakeholder interviews and desktop research formed the basis of this report 

and included a broad range of Australian government bodies, industry  bodies, 

client documents  (see Appendix G for data source listing).   

 

The team conducted a detailed analysis of the Shire's micro components 

directly impacting the Shire's workforce. This included population trends, 

educational and qualification attainment, and employment and workforce 

trends occurring in the Shire. A diverse range of representatives from various 

industries and groups were interviewed. The combination of public and 

government data, educational surveys and interviews enabled the team to 

understand current workforce challenges and the underlying causes to 

workforce gaps.  

 

The Shire's business profile was analysed to understand the current make up 

of businesses, who they were, how many were entering and growing in the 

Shire. Workshops provided additional key insights to industry activities and 

current workforce challenges. To ensure all elements were considered, the 

team conducted an environmental scan to identify key changes that will 

influence the Shire's future workforce. This included reviewing infrastructure 

and technology changes in the Shire and neighbouring LGAs.  

The Shire's Skills and Workforce 

How can we improve the 
management of the Shire's 

workforce to ensure ongoing 
sustainability? 

1. Industry Trends 

Which industries are changing and 
how will it affect the Shire? 

2. Population Trends 

What are the future population 
demands and forecasted gaps? 

3. Educational and 
Qualifications 

Does the Shire's workforce have 
the right education and 

qualifications to meet demands? 

4. Employment and Workforce 

What will the future employed 
workforce look like?   

5. Business Profile 

Who are the businesses that will 
support the working population? 

6. Environmental Scan 

What are the external changes that 
will impact the Shire's Workforce? 
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Section: Introduction 

The main concerns businesses are facing spread across workforce 

management, technology, training and skill shortages.  

• The Colac Otway Workforce Planning Survey was conducted in December 

2013. A total of 51 organisations participated in the survey. A list of 

participating industries can be found in Appendix A. The survey provides 

insights to operational challenges and trends. 

• The 3 top participating industries in the survey were: 

• 18.6% of respondents came from Retail Trade 

• 14% of respondents came from Health Care and Social Assistance 

• 11.6% of respondents came from Accommodation and Food Services 

• The majority of survey respondents were made up of senior business 

representatives. 

 

 

 

 

 

 

 

 

 

• To support the survey results, the team conducted a series of workshops 

and interviews with key stakeholders. This included representatives from 

local government, health care and social assistance, manufacturing and 

education providers in the Shire. A full list of interviewees can be found in 

Appendix B. Based on the challenges identified in the survey, the 

workshops focused on identifying root causes and forces impacting the 

Shire's workforce.  

• Themes and comments have been used as stakeholder insights 

throughout the report. 

 

The Shire's key challenges include 'attracting and retaining a skilled workforce', while 

meeting the 'growing business demands'.  

COS Business Survey Participants 

Title/Role 

Percentage of 

survey 

respondents 

Owners 73% 

Chief Executives 6% 

Chief Operating Officer/General Manager 18% 

Human Resource Manager 6% 

Human Resource Officer 9% 

Survey and Interviews Insights 

• Based on the survey and workshops, the key challenges included:  

• Attracting and retaining quality staff and skill sets. This was 

deemed to be a challenge due to increasing competition for staff, 

increasing demands for specific skill sets and professions. Although the 

survey suggested that 51.2% of respondents could find staff in a 

reasonable timeframe, the challenge lies with finding the right staff with 

the right qualifications and skill sets. The survey results suggested 

difficulties in attracting professionals due to its limited pool of qualified 

resources. 10/23 respondents said there would be more competition for 

staff.  

• Effectively managing the younger population and workforce to 

meet business demands.  This is difficult due to the departure of 

youth in the Shire. For the remaining youths, the available of seasonal 

work may cause job instability and impact their education.  

• Managing a growing workforce. There is an overall expectation of 

increasing workforce demands over the next 5 years. Based on the 

survey 73.5% of respondents stated that the workforce will 'increase' or 

'stay the same.' 

• Developing skills to meet changing working profile of industries. 

Specific skills and qualifications will be required to keep up to date with 

technology, innovation and process developments. Around 53% of 

respondents are anticipating majoring changes due to technology, new 

systems and processes. Respondents stated that they will be updating 

systems and moving towards more robotics. Surprisingly, 35.3% of 

respondents believe that they will not be able to source 'new' skills 

locally.    

• Providing adequate training. Respondents highlighted that skills 

were being lost to retirement and career changes in the workforce. 

Succession planning is predominately based on training and skills 

transfers. Around half of respondents said that training courses and 

programs were not available for potential employees to develop new 

skills. Much of the training completed is based on on-the-job training 

and by partnering with senior or other professionals.  
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The most important insights of the report can be grouped into five categories. 

1. Industry Market Scan: The Shire's businesses need to be agile and flexible in preparing their workforce for changes in the 

identified industry movements. 

• Industries that provide the most opportunities are those that have a positive workforce growth and positive labour share shift.  

• The Shire's workforces and unemployed labour force will experience increased opportunities and challenges due to changing 

industries. 

• Identifying the top 5 growing industries in the Shire will provide insight into the industries with growing demands for skills and 

education. 

• The top declining industries in the Shire will require support and actions to manage challenges across the workforce.  

• Three of the Shire's 5 largest employing industries have higher than average survival rates contributing to their growth.  

• The Shire's industries are mostly made up of small businesses and is experiencing a decline in businesses employing 1-4 people. 

• Smaller businesses make up a higher percentage of those entering and exiting the Shire. 

• Assisting business groups in the Shire that have been identified as having a low rate of survival and providing support, may 

mitigate some of the risks of failure.  

 

 

2. Education Alignment: Education needs to be tailored and aligned with the Shires business requirements to minimise 

misalignment of skills and qualifications ensuring a sustainable workforce.  

• Principal education and training providers are not based locally, impacting on the decisions to study and remain a resident of the 

Shire.  

• Training certificates obtained in the Shire have increased, however the majority of certificate qualified people in the active labour 

force has decreased. 

• The number of tertiary qualified people has decreased for most age structures which is reflecting in a lower level of tertiary 

qualified people in the workforce. 
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Section: Executive Summary 
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The most important insights of the report can be grouped into five categories (cont). 

3. Youth Engagement: The Shire's youth need to be informed when leaving school of the risks associated with short term, low 

skilled employment as opposed to long term, sustainable and meaningful employment opportunities.  

• A higher percentage of Year 12 graduates in the Shire in 2012 went straight into the workforce instead of further education, than 

their Victorian counterparts.  

• Early school leavers are gaining employment in the Shire's largest employment industries rather than those industries that are 

growing.  

 

 

4. Labour Force Risks: The industries in the Shire need to be conscious of the future gaps in their youth and ageing population 

and be proactive in sustaining productivity using process and technology interventions.  

• The gap of 18-34 year olds within the Shire poses  potential risks to future  workforce planning.  

• The decreasing population gap will contribute to future workforce and skills gaps. 

• Workforce planning initiatives will play a vital role in minimising the risks of an ageing workforce. 

 

 

5. Participation of Women in the Workforce: There is an untapped, highly skilled workforce, who is not engaged and could fulfil 

some of the skills requirements of the current and future workforce needs.  

• 42% of the women available to work in the Shire are not participating in the labour force which is higher than the average for 

Victoria and Australia. 

• Not having highly educated and qualified women participating in the workforce, the Shire is not maximising their workforce pool.  

10 

Section: Executive Summary 
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The two biggest workforce issues to come from the stakeholder interviews were job 

readiness and specific technical skills gaps in the workforce.  

11 

The Shire's Skills and 
Workforce 

How can we improve the 
management of the Shire's 

workforce to ensure ongoing 
sustainability? 

1. Industry Trends 

Which industries are 
changing and how will it 

affect the Shire? 

2. Population Trends 

What are the future 
population demands and 

forecasted gaps? 

3. Educational and 
Qualifications 

Does the Shire's workforce 
have the right education and 

qualifications to meet 
demands? 

4. Employment and 
Workforce 

What will the future 
employed workforce look 

like?   

5. Business Profile 

Who are the businesses that 
will support the working 

population? 

6. Environmental Scan 

What are the external 
changes that will impact the 

Shire's Workforce? 

1. Industry Market Scan 

The Shire's businesses need to be agile 
and flexible in preparing their workforce for 

changes in industry movements.  

2. Education Alignment 

Education needs to be tailored and aligned 
with business requirements in the Shire to 
minimise further misalignment of skills and 

qualifications ensuring a sustainable 
workforce.  

3. Youth Engagement 

The Shire's youth need to be informed when 
leaving school of the risks associated with 

short term, low skilled employment as 
opposed to long term, sustainable and 
meaningful employment opportunities.  

4. Labour Force Analysis 

The industries in the Shire need to be 
conscious of the future gaps in their youth 
and ageing population and be proactive in 
sustaining productivity using process and 

technology interventions.  

5. Participation of Women in the 
Workforce 

There is an untapped, highly skilled 

workforce, who is not engaged and could 

fulfil some of the skills requirements of the 

current and future workforce needs.  

Capitalise on 

communication. 

Manage 

perceptions.  

Develop the right 

skills. 

Understand 

system barriers. 

Greater communication 

is required between all 

sectors to improve the 

success of initiatives in 

the Shire.  

The ability to manage 

perceptions of key 

stakeholders in the 

Shire is a vital criteria 

for successful 

workforce development. 

Having the capacity to 

develop a workforce 

with the right skills and 

qualifications needs to 

be a focus for the 

Shire.  

Removing barriers from 

achieving workforce 

productivity should be a 

key initiative for the 

Shire.  

Environmental Considerations : A number of barriers to the Shire have been identified 

as further impacting on the identified workforce issues.  

The way forward 

Section: Executive Summary 

1. DATA SETS 2. INSIGHTS 3. RECOMMENDATIONS 



©  2013 Grant Thornton Australia Ltd 

The way forward. 
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Section: Executive Summary 

Short term initiatives  
(1-2 years) 

Long term activities  
(2-4 years) 

Review Activities 

Deliver Targeted 

Workforce Planning 

A
c

ti
v
it

ie
s

 

Time 

Develop Communication Plans 

Develop Stakeholder Engagement Strategies 

Develop Business & 

Industry initiatives 

Develop Engagement  

Strategies 

Bridge Skills & Education 

Gaps 

Develop Skills and 

Workforce Audit report 

Kick off – Phase 2 
(1 – 3 Months) 

Targeted Workforce Plans 

(Grant Thornton) 

Implement recruitment and 

retention strategies and 

succession planning 

Consistently monitor and 

evaluate key workforce, 

industry and demographic 

movements. 

Identify Industry break downs 
Develop growth strategies 

and mitigation strategies 

Communicate vision and goals 

to stakeholders 

Develop key engagement 

strategies for youths and the 

community 

Establish a Skills & Education 

Committee 

Develop and implement 

strategies to fill gaps 

Circulate Skills and Workforce 

Audit report 

(Grant Thornton) 

Consistently review emerging 

trends across tools, 

technology, processes, and 

frameworks. 

Evaluate the effectiveness of 

strategies and make 

amendments. 

Evaluate the effectiveness of 

strategies and make 

amendments. 
Ongoing 

monitoring, 

reviewing and 

evaluation. 
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While building collaborative business partnerships between all stakeholders, the Shire 

should deliver key workforce, business and industry initiatives. 
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Section: Executive Summary 

1. Deliver Targeted Workforce Plans 

• Kick Off: Grant Thornton will support the Shire in the kick off 

activities for this section. We will identify the businesses to 

be targeted and develop workforce plans. Our team will work 

together with stakeholder to align workforce plans to 

business strategies and workforce movements. 

 

• Short Term: The Shire should focus on developing and 

implementing attraction and retention strategies and 

succession planning to mitigate workforce risks.  

 

• Long Term: The Shire should focus on revising, evaluating 

and monitoring workforce metrics/movements. Where 

necessary, workforce plans should be updated and reviewed 

in alignment to new business strategic plans. 

2. Develop Business and Industry Initiatives 

• Kick Off: The Shire should identify survival rates for specific 

industries and market share of each businesses in order to 

prioritise industries that require the greatest support. The 

identification of businesses in their early business lifecycle 

and provision of support will assist in increasing chances of 

survival. 

 

• Short Term: The Shire should consistently communicate 

who the growing industries  are to the current and future 

workforce. This will provide the platform for developing 

growth strategies for growing industries. The investigation 

into declining industries will identify root causes and assist in 

managing risks.  

 

• Long Term: The Shire should develop strategies for 

promoting business innovation and creativity. The focus 

should consider developing retention strategies for small 

business (1-4 employees). Growing Industries should focus 

on continuous training and retention while declining 

industries should focus on retaining and re-skilling 

workforce/workforce reduction.   
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Key strategies should focus on engaging the unemployment, current and future 

workforces.  
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Section: Executive Summary 

3. Develop Engagement Strategies  

• Kick Off: A series of engagement strategies should be 

developed for youths and the education community. The 

Shire should begin with communicating to youths of the risks 

associated with short term, low skills employment as 

opposed to long term, sustainable and meaningful 

employment opportunities. This can include specific 

workshops focused on developing job readiness prior to 

leaving school.  

 

• Short Term: The focus should then move to developing key 

strategies for retaining students in school. The Shire should 

also consider developing strategies to keep families within 

the Shire.  

 

• Long Term: Consistent monitoring, evaluation and 

amendments of strategies should be proactively managed. 

4. Bridge Skills and Education Gaps   

• Kick Off: All organisations should focus on understanding 

their technical skills gaps through identification. This 

information should be used to aligned training courses and 

programs to business requirements. 

 

• Short Term: The focus should them shift to developing skills 

and education strategies to bridge gaps. This may include 

strategies to engage women in the workplace through 

providing incentives such as flexible workplace arrangement. 

Additional strategies may be targeted at the unemployment 

pool through the provision of training or work experiences.  

 

• Long Term: Consistent monitoring and evaluation and 

amendments of strategies should be proactively managed. 

Key emerging technologies and tools should be identify and 

review to increase value add. 
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The Shire's unemployment rate is currently higher than that of Victoria and Australia.  
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The unemployment rate in the Shire is increasing at a 

substantially higher rate than the surrounding 

Shires. 

• As at June 2013, unemployment in Shire was at 789 

(6.2%) people. This represents an increase or 167 

people (1.8%) since the same time in the previous 

year.  This rate is substantially higher than the 

comparison LGA's and also as compared to Victoria 

and Australia. For the Shire this group of unemployed 

people represents a large portion of the labour force 

that is not being utilised.  

• There are a number of factors that would be 

contributing to this phenomena including, education, 

qualifications, the profile of the workforce and 

environmental factors. Isolating some of the more 

controllable variables and targeting the root causes 

may effect some change in this statistic.  

• The ability to engage this group may assist in bridging 

skill gaps and service demands now and in the future.   

 

Source: Australian Bureau of Statistics (ABS) – Census 2006 and 2011 
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For every 5-6 people that apply, we may on take one 

and that's often not necessarily because we want 

them but because we need them. 

- Manufacturing 

1. Industry Market Scan Section: Executive Summary 
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Industries that provide the most opportunities are those that have a positive workforce 

growth and positive labour share shift. 
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Section: Executive Summary 

Source: The Australian Bureau of Statistics – Census  of Population and Housing 2006-2011 

The Shire can identify ways to optimise on opportunities, focus on improvement and/or mitigation strategies to adequately mange the risks of changes 

workforces by analysing the workforce and labour share growth of each industry. Industries categorised as 'Growing' are those that should focus on 

continuous training and retention, while those 'Declining' should focus on retaining and re-skilling the workforce or prepare for workforce reduction. The 5 

industries with the largest workforces have a spotted pattern.  

Figure 1 
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Health Care and Social Assistance

Manufacturing

Agriculture, Forestry and Fishing

Retail Trade

Accommodation and Food Services

Mining

Electricity, Gas, Water and Waste Services

Construction

Wholesale Trade

Transport, Postal and Warehousing

Information Media and Telecommunications

Financial and Insurance Services

Rental, Hiring and Real Estate Services

Professional, Scientific and Technical Services

Administrative and Support Services

Public Administration and Safety

Education and Training

Arts and Recreation Services

Other Services

1. Industry Market Scan 
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The Shire's workforces and unemployed labour force will experience increased 

opportunities and challenges due to changing industries. 
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Understanding the Shire's Workforce 

• There are approximately 9,480 employed residents in the Shire, 

with 5,726 people (60.4%)1  living and working in the same 

statistical local area (SLA). These Shire residents are reliant on the 

industry sectors that operate in the Colac Otway Shire to provide 

them with employment opportunities.  

• Figure 2 illustrates the Shire's top 5 industries. 'Others' is made up 

of the industries outside of the top 5.  

• Around 4,817 people (57.8% of the Shire’s overall workforce) are 

currently reliant on the top five largest industries for job 

opportunities. However it is imperative to understand if these 

industries will sustain the workforce moving forward.  

 

1 The Australian Bureau of Statistics – Census  of Population and Housing 2006-2011 

1,122, 14% 

1,087, 13% 

991, 12% 

924, 11% 
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3,450, 42% 

The Shire's top 5 largest industries (2011) 

Health Care and Social
Assistance

Manufacturing

Agriculture, Forestry and Fishing

Retail Trade

Accommodation and Food
Services

Others

Source: The Australian Bureau of Statistics – Census  of Population and Housing 2006-2011 
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Changes in employment (Census) by industry sector, 2006-2011 

The changes in employment are complex, with driving factors being 

different across industries.  

• Figure 3 provides a high level overview of the changes in employment by 

people for the industries in the Shire. The largest employing industries in the 

Shire are shown in red.  

• There are 8 industry sectors which have reported growth, whilst 12 have 

reported decline. The most significant declines have been seen in Agriculture, 

Forestry and Fishing, Wholesale Trade and Retail Trade. In comparison those 

experiencing the most growth were Manufacturing, Healthcare and Social 

Assistance and Administrative and Support Services. Overall, the majority of 

industries in the Shire have decreased their workforces. Only, 43.5% of the 

Shire's industries have increased their workforce from 2006-2011.  

Source: The Australian Bureau of Statistics – Census  of Population and Housing 2006-2011 

Figure 2 Figure 3 

1. Industry Market Scan Section: Executive Summary 
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Identifying the top 5 growing industries will provide insight into the industries with 

growing demands for skills and education. 
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Industry Changes in Workforce 2006-2011 - Top 5 Growing Industries in the Shire 
Top 5 growing industries across the Shire 

• Significant growth by person has occurred in Mining, 

Administrative and Support Services, Health Care and Social 

Assistance, Manufacturing and Financial and Insurance 

Services.  

• Excluding mining and manufacturing, similar growth trends 

can be seen in Victoria and Australia. Mining only includes 12 

people (0.28% of the Shire’s workforce) but has double since 

2006-2011 to 24 people. This change is minor in comparison 

to the Shire’s top 5 largest industries but provides insight to 

the industry's future.  

• Some of these industries, such as Administrative and Support 

Services, only make up a small part of the Shire’s overall 

workforce, however it should be noted for future growth 

strategies.  

Change in % Labour Market 2006-2011 - Top 5 Growing Industries in the Shire Top 5 growing industries labour market across the Shire  

• Significant growth by labour share has occurred in Health 

Care and Social Assistance, Manufacturing, Construction, 

Administrative and Support Services, and Professional 

Scientific and Technical Services.  

• Health Care and Social Assistance, Manufacturing and 

Administrative and Support Services'  changes in labour share 

are significantly different to Victoria and Australia's shift. This 

correlates to the industries workforce growth.  
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The top declining industries in the Shire will require support and actions to manage 

challenges across the workforce.  
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Industry Changes in Workforce 2006-2011 - Top 5 Declining Industries in the Shire 
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• The Shire is facing significant decline by person in Wholesales 

Trade, Transport, Postal and Warehousing, Rental, Hiring and 

Real Estate Services, Arts and Recreation Services and Other 

Services. 

• The Shire's growth rate for these industries is significantly 

lower than its rate in Victoria and Australia. In Victoria and 

Australia, these industries are either stable or growing. This 

suggests that the causes of these changes may be specific to 

the Shire and require further investigations.  

• Although the Wholesale Trade industry makes up a small part 

of the Shire’s overall workforce, there has been a workforce 

decline of despite little or no changes in the Victorian and 

Australian workforce.  

Top 5 Declining Industries Labour Market across the Shires  

• The top 5 declining industries by labour share during 2006-

2011 were Agriculture, Forestry and Fishing, Retail Trade, 

Public Administration and Safety, Transport, Postal and 

Warehousing, and Wholesale Trade. 

• In some cases, the top 5 declining industries reflect the 

decreases in Figure 7.  

• Overall the negative shift appears greater in the Shire than 

Victoria and Australia.  

• Interestingly there were negative labour share movements in 

Wholesale Trade, Public Administration and Safety and 

Transport, Postal and Warehousing is decreasing despite are 

growth in the Victorian and Australian markets. 
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Three of the Shire's 5 largest employing industries have higher than average survival 

rates contributing to their growth.  

20 

The high survival rates in Health Care and Social Assistance 

industry are driving growth.  

• Figure 8 illustrates the average survival rate of new businesses 

in Victoria and Australia. The overall trend demonstrates that 

new businesses have a decreasing survival rate within the first 3 

years of operation. Based on this data, 24.2% of entering 

businesses fail to continue operation after 12 months. Only 51% 

of businesses that entered the market in 2008-2009 maintained 

operations in 2012.  

• The survival rate for existing businesses for the period of 2008-

2012 was 61.8%. There is a 10.8% gap between the survival 

rates of existing and new businesses in 2012. This provides 

valuable insight for the Shire and can assist in driving initiatives 

to support new businesses.  

• Figure 9 illustrates the Shire’s top 5 largest industries and the 

survival trend for new businesses entering in 2009. The top 5 

largest industries have a combined average average survival rate 

of 78% after the first 12 months of operation. This is higher than 

the average survival rate for all industries (75.8%). After 3 years, 

Accommodation and Food Services and Retail Trade had 

survival rates less than the industry average, but only marginally. 

Interestingly Health Care and Social Assistance (64.8%), 

Agriculture, Forestry and Fishing (53%) and Manufacturing 

(53.1%) had above average survival rates. 

• This data illustrates that 3 out of 5 of the Shire’s largest 

employing industries have survival rates above average and 

may present future opportunities and avenues for improving 

the Shire’s economy.  

  

 

Year 1 - 2010 Year 2 - 2011 Year 3 - 2012

Australia 75.8 60.5 51

Victoria 76.5 61.5 52
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Survival Rates of Businesses Entering Australia in 2009 

Source: Australian Bureau of Statistics, Counts of Australian Businesses – Including entries and exits 

(June 2008-June 2012) 

Year 1 - 2010 Year 2 - 2011 Year 3 - 2012

Agriculture, Forestry and
Fishing

76.3 65 53

Manufacturing 77.1 62 53.1

Retail Trade 76.6 60.7 50.2

Accommodation and Food
Services

77.2 60.4 49.8

Health Care and Social
Assistance

84 72.2 64.8

All Industries 75.8 60.5 51
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The Shire's industries are mostly made up of small businesses and is experiencing a 

decline in businesses employing 1-4 people. 

21 

Total number of businesses have increased in aligned with Victoria's 

growth. 

• There are  2,321 businesses within the Shire where 1,502 businesses (65% 

of the Shire’s total number of businesses) are non-employing businesses.  

• In 2011, small businesses that employed less than 4 people (1,995 

businesses, 86% of the Shire’s business profile) made up the majority of 

the Shire's business profile. These businesses are significant stakeholders 

and play a significant role in providing goods and services to the Shire’s 

community.  

• In comparison, only 326 business employ more than 5 people (14% of 

the Shire’s total business profile). Data identifying the industry and 

market share of each business was not available. This information 

has a direct influence on workforce planning initiatives and its 

absence from this analysis should be noted.  

Source: Australian Bureau of Statistics, National Regional Profile: Colac-Otway (S) (Local 

Government Area) 

  1 502, 65% 

   493, 21% 

   326, 14% 

Businesses in the Shire (2011) 

Number of non-employing
businesses

Number of employing
businesses: 1-4 employees

Number of employing
businesses: 5 or more
employees

Figure 10 

Businesses employing 1-4 people are decreasing  

• The number of small businesses that employ 1-4 people have been 

declining from 2007 to 2011. In 2011, businesses that employ 1-4 

people included 493 businesses (21% of the Shire’s overall 

business profile). 

• This is a significant challenge for the Shire as one in five 

businesses in this group left the Shire in 2011. This is supported by 

the breakdown of businesses exiting the Shire where 32 

businesses (16% of businesses leaving the Shire) fell into this 

category. The ongoing trend appears to highlight a negative outlook 

for businesses within this group. 

• Figure 11 highlights the reduction of business employing 1-4 

people within the Shire.  

 

Source: Australian Bureau of Statistics, National Regional Profile: Colac-Otway (S) (Local 

Government Area) 
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Smaller businesses make up a higher percentage of those entering and exiting the Shire. 

22 

Business Movement in the Shire and surrounding areas. 

• On average, 212 businesses that employ less than 4 people (92% of new business entering) have entered the Shire between 2008 and 2011.  For the 

same period 94% of businesses exiting the Shire were of this size. This is a strong indication that small businesses employing less than 4 people are 

struggling to maintain operations in the Shire. 

• The overall movement of business in and out the Shire during 2007 and 2011 is declining. The impact of this is that new businesses providing job 

opportunities and innovation are not entering and those which may be mature or in a period of decline are not exiting. This poses a potential 

risk to increasing innovation and efficiency in the local economy.  

 

 

Source: Australian Bureau of Statistics, National Regional Profile: Colac-Otway (S) (Local 

Government Area) 
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Assisting business groups in the Shire that have been identified as having a low rate of 

survival and providing support, may mitigate some of the risks of failure.  

23 

Small business experience the largest threat to their 

survival in the first 3 years of operation.  

• The analysis of businesses entering the Shire reflects 

the survival rates of each group illustrated in Figure 14. 

Australia's business survival rates for entering 

businesses is after the first three years is 51.0%2.  

• Businesses entering the Australian market that are 

either non-employing (self-employed small business) or 

employing between 1-4 staff experience the highest rate 

of failure in the first three years of operation. Only 46.5% 

of non-employing businesses survive into their third year 

of operation whilst 59.6% of businesses employing 1-4 

people survive to their third year of operations.  

• Identifying these businesses and assisting them 

early in their business lifecycle may increase their 

chance of survival.  

 

Source: Australian Bureau of Statistics, Counts of Australian Businesses – Including entries and exits (June 2008-June 

2012) 

Year 1 - 2010 Year 2 - 2011 Year 3 - 2012

Non-employing 72.8 56.6 46.5

Employing 1-4 82 68.1 59.6

Employing 5-19 84.4 72.7 64.6
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Figure 14 

2 Australian Bureau of Statistics, Counts of Australian Businesses – Including entries and exits (June 2008-June 2012) 
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Principal education and training providers are not based locally, impacting on the 

decisions to study and remain a resident of the Shire.  

24 

Locality of education and training providers is a likely contributor to 

population movements away from the Shire and decisions not to 

engage with further education and training.  

• A survey conducted by the Industry Advisory Committee (IAC) in the 

Shire identified the main suppliers of training to residents of the Shire 

(indicated by the number of respondent of the survey currently utilising 

them). Interestingly, the main training providers for the labour force in 

the Shire are based outside of that area. This is a likely contributor to 

the decrease in labour force between the ages of 15-24 as residents 

may move away to obtain relevant qualifications. 

• This is supported by the On Track Survey 2013: Colac Otway LGA 

Report. Appendix F shows the breakdown of institutions that the 

respondents undertook after completing year 12 or equivalent. The 

majority of completers joined: 

• Deakin University (16 interviewees, 9.9% of the total number of 

interviewees),  

• Gordon Institute (24 interviewees, 14.9% of the total number of 

interviewees); and 

• Other Institutions (21 interviewees, 13.0% of the total number of 

interviewees).   

 

Source: Web data search of education and training institutions around Colac Otway Shire 
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Young Adults are having to go Geelong and Melbourne for training. It's just too hard and expensive for 15-16 years to do. 

- Education 

Proximity to educational institutes impact decisions to engage in further studies. 

In 2011 the percentage of people choosing to continue their education through TAFEs and Universities in the Shire accounted for 657 (3.0%) out of the 

total population. This is a lower percentage than that for Regional Victoria at 4.6% and Victoria at 6.8%. It is interesting to note here the proximity to 

which the Shire is located to higher education institutions and registered training organisations. The proximity to which the Shire’s residents are to 

receiving further education and training may be impacting on decisions to undertake further learning and subsequently qualifications shortages, which 

act as a barrier to the workforce. It may also be impacted on the psychology of students early decision making as to whether or not they require further 

education to be gainfully employed in the Shire. 
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Training certificates obtained in the Shire have increased, however the majority of 

certificate qualified people in the active labour force has decreased. 

25 

Source: The Australian Bureau of Statistics – Non-School Qualification: Level of Education (QALLP) by Age 5 Year Age 

Groups (AGEP) and Local Government Area (LGA) 2006-2011 

The type of certification qualifications being 

obtained by the Shire's residents may not align 

to the requirements of the business in the Shire. 

• Overall, the number of certificates have increased 

between 2006-2011.  

• Figure 16 highlights that certificate qualified 

individuals for 25-29 years old and 50+ years old 

have increased in the labour force.  

• The 40-44 years old have both a decreasing 

number of certificates and participation. 

• All other age structures have decreasing 

participation rate in the active labour force 

despite possessing more qualifications. This 

suggests that the qualifications obtained in these 

age structures may not be appropriate for the 

current market demand.  

There is a need to educate our students to 

understand that school based apprenticeships 

are a viable option. 

- Education  

The new technical training facility has been built 

but it needs to offer the courses and equipment 

that meet the needs of businesses. 

- Manufacturing 
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Figure 16 

Figure 17 
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Source: The Australian Bureau of Statistics – Non-School Qualification: Level of Education (QALLP) by Age 5 Year Age 

Groups (AGEP) and Local Government Area (LGA) 2006-2011 

Tertiary qualifications obtained in the Shire are 

decreasing for a majority of the younger to middle 

age workforce. 

• Those aged between 25-29 and 50+ years have 

obtained more qualifications and are working while 

there are declines in the number of tertiary 

qualifications obtained and used in the workforce for 

the remaining age structures.  

• Our understanding on of the Shire's employment 

profile highlights that tertiary qualifications are not in 

significant demand in comparison to certificates.  

• It is interesting to note that tertiary qualifications 

for 15-19yrs old and 30-44 years old have 

increased however the number of tertiary 

qualified individuals in these age structures have 

decreased in the workforce.  

The number of tertiary qualified people has decreased for most age structures which is 

reflecting in a lower level of tertiary qualified people in the workforce. 

We are moving down the path of automation. We 

are after a trade based, tertiary and skills 

oriented workforce. 

- AKD Softwoods 
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% change in tertiary qualified personnel in the active labour force (2006-2011) 

Figure 18 

Figure 19 

People need knowledge of the new machinery 

that is being used. This requires a more skilled 

workforce that can undergo training to operate 

more complex machinery.  

- Manufacturing 
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A higher percentage of Year 12 graduates in the Shire in 2012 went straight into the 

workforce instead of further education, than their Victorian counterparts.  

27 

Destinations of 2012 Year 12 or equivalent Completers: Colac-Otway 

Shire and Victoria 

• Analysis conducted by ‘The On Track Survey 2013: Colac-Otway LGA 

Report’ illustrated that the majority of those who did complete year 12 

in 2012 continued on with either additional education/training or 

commenced some form of work. Around 90 interviewees (55.8% of 

Year 12 or equivalent) continued onto further education and training. 

An additional 61 interviewees (37.8% of Year 12 or equivalent) 

commenced either full time or part time work.  In comparison to 

Victoria, a larger percentage of completers chose to join the workforce 

rather than continuing education or training.  

Destination of 2012 Early School Leavers: Colac-Otway and Victoria 

• The findings from the survey showed that fewer interviewees attended 

further education or training (8 interviewees, 36.3.3% of the total 

responses) if they were early school leavers. Interestingly the 

percentage of early school leavers who choose to join the workforce 

was lower than that of Year 12 or equivalent completers. The 

percentage of early school leavers who continued onto further study 

was also lower than those who completed year 12 or equivalent.  

• Although the responses of those received from the survey was small, it 

provides valuable insight into the choices that school leavers or 

completers have made.  

Destination 
 

Colac-Otway Victoria 

 n % n % 

University 
 

38 23.6 17,981 53.2 

VET Cert IV+ 
 

16 9.9 4,095 12.1 

VET Entry Level 
 

7 4.3 1,237 3.7 

Apprentice 
 

22 13.7 1,609 4.8 

Trainee 
 

7 4.3 791 2.3 

Employed Full Time 
 

35 21.7 2,088 6.2 

Employed Part Time 
 

26 16.1 3,971 11.8 

Looking for work 
 

8 5.0 1,622 4.8 

NILFET 
 

1 0.6 364 1.1 

Unknown 
 

1 0.6 13 0.0 

Total Interviewed 
 

161 100.0 33,771 100.0 

 

Destinations of 2012 Year 12 or equivalent Completers: Colac-Otway Shire and 

Victoria 

Source: The On Track Survey 2013: Colac Otway LGA Report 

 Destination 
 

Colac-Otway Victoria 

 n % n % 

University 
 

0 0.0 30 0.9 

VET Cert IV+ 
 

1 4.5 288 9.1 

VET Entry Level 
 

4 18.2 448 14.1 

Apprentice 
 

3 13.6 733 23.0 

Trainee 
 

0 0.0 143 4.5 

Employed Full Time 
 

2 9.1 328 10.3 

Employed Part Time 
 

4 18.2 461 14.5 

Looking for work 
 

4 18.2 558 17.5 

NILFET 
 

4 18.2 185 5.8 

Unknown 
 

0 0.0 7 0.2 

Total Interviewed 
 

22 100.0 3,181 100.0 

 

Destinations of 2012 Year 12 or equivalent early school leavers: Colac-Otway 

Shire and Victoria 

Source: The On Track Survey 2013: Colac Otway LGA Report 

Figure 20 Figure 21 
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Early school leavers are gaining employment in the Shire's largest employment 

industries rather than those industries that are growing.  

28 

Retail is a popular occupation for both year 12 or equivalent completers 

and also early school leavers.  

• Figure 22 identifies the key occupations that the school leavers and 

completers have joined. A majority of year 12 equivalent completers 

obtained positions in: 

• Sales Assistants and Store persons Roles (22.5%); 

• Labourers, Factory & Machine Workers (22.5%); and  

• Food, Hospitality & Tourism (21.1%)3.  

• Lack of formal qualifications is high in the retail industry, with 62% of 

workers in retail trade not holding post-school qualifications compared to 

37% for all industries. This is largely reflective of the flexible nature of retail 

work which enables it to serve as an effective entry point into the labour 

force: 21% of retail workers are still attending school and an additional 16% 

are in full-time tertiary education.3 

• This may be a result of the Shire’s top 5 largest industries and suggest that 

this group has joined these specific industries due to opportunities and 

available vacancies. In comparison to year 12 equivalent completers, early 

school leavers chose to take on roles in: 

• Sales Assistants and Store persons Roles (14.3%); and 

• Labourers, Factory & Machine Workers (14.3%)3. 

• A majority of early school leavers (57.1%) are not employed. This 

significantly large percentage raises concerns on the future of the Shire’s 

workforces3.  

Source: The On Track Survey 2013: Colac Otway LGA Report 

 Year 12 or 
equivalent 
completers 

Early school 
leavers 

Occupation group % % 

Cleaning 0.0 7.1 

Clerks, Receptionists & Secretaries 2.8 0.0 

Engineering, Science & the Environment 1.4 0.0 

Food, Hospitality & Tourism 21.1 0.0 

Gardening, Farming & Fishing 9.9 0.0 

Health, Fitness, Hair & Beauty 1.4 0.0 

Labourers, Factory & Machine Workers 22.5 14.3 

Not in Employment 14.1 57.1 

Not Specified 1.4 0.0 

Sales Assistants & Storepersons 22.5 14.3 

Social, Welfare & Security 1.4 0.0 

Teaching, Childcare & Library 1.4 7.1 

Total working and not in education or training 
 

71 14 

 

Occupations of 2012 school leavers not in education or training in 2013, by leaver 

status: Colac-Otway (S) LGA 

3 The Australian Workforce and Productivity Agency, Retail Workforce Issues Paper, July 2013 

Figure 22 

Kids are dropping out of school and are under the impression that 

they can find a job being unskilled. This is not the case anymore. 

- Education 

Based on historical figures, early school leavers have little involvement in the Shire's top 5 growing industries. 

• Our industry analysis highlighted the Shire's top growing industries. Based on historical data collected by The On Track Team, early school leavers are 

not entering Health Care and Social Assistance, the largest workforce in the Shire. The majority of early school leavers have gained employment in 

either Retail Services or as Labourers, Factory or Machine Workers.  

• In order to mitigate the risk of potential skills and labour shortages in the Shire's growing industries, it would be beneficial for the younger 

workforce to be educated on the opportunities that exist in the Shire's growing industries.  

3. Youth Engagement Section: Executive Summary 
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The gap of 18-34 year olds within the Shire poses  potential risks to future  workforce 

planning.  

29 

The Shire is faced with complex demographic shifts. 

A. The numbers of those aged between (4-19 years of age) have decreased between 2006-2011. This group are primarily made up or primary and 

secondary students.  

B. Furthermore, the population data shows the continuing decline of persons between the ages of 30-49. This relates to people within their primary 

working years. This information may be a result of families moving away for education and job opportunities.  

C. Although there has been a decrease in the above age groups, there has been an increase in those aged above 55 years of age. The Shire is impacted 

by an ageing populations and demographic shifts. 

Age Structure of 5 year age groups, comparisons of 2006 and 2011 
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Figure 23 

In approximately 

3-5 years, we'll be 

facing a large 

turnover due to 

our ageing 

workforce.  

- Education 

A B C 
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The increasing population gap will contribute to future workforce and skills gaps. 

30 

Forecasts have identified growing population gaps providing additional complications and barriers to meeting workforce demands.  

• Figure 24 below indicates that although the population is forecast to increase key groups will continue to be absent from the Shire. Of particular interest 

are the 15-19 and 20-24 year age groups who by 2021 will not increase in line with the population, instead they will decrease. As a consequence, there 

is a significant gap in the Shire’s available young future workforce. Further consideration should also be given to the rapidly growing aging population 

who are anticipated to stay in the workforce longer. 

• The consequence of the current state is that in 10-15 years’ time the workforce that will replace the retiring one will not be sufficient.  

Forecast age structure – 5 year age groups Colac Otway Shire Total Persons 

Source: Forecast.id Colac Otway Shire Population and House Hold forecast 2011 to 2013  
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Workforce planning initiatives will play a vital role in minimising the risks of an ageing 

workforce. 

31 

The Shire's ageing workforce continues to grows and will increase demand 

for proactive workforce planning initiatives. 

• The largest proportion of the current labour force falls within the 25-54 year 

age bracket, making up 59.9% of the labour force. It is highly likely that labour 

force participants in these age brackets may exhibit similar characteristics in 

terms of preference for part time and casual work as a result of transitioning 

into and out of the labour force. As a result,  it is evident that in order to 

maintain a strong local economy, initiatives to grow the younger population 

(15-24) to replace those workers in the 55-64 and 65+ years age groups as 

they move into retirement need to be developed. This is of particular concern 

for the Shire as the 15-24 age bracket is forecast to decrease rather than 

increase in line with population growth over the next 10 years.  

The ageing workforce phenomena is not isolated to the Shire, however 

Victoria and Australia seem to be experiencing positive growth in the 

younger age groups.  

• Regional Victoria has seen similar movement in their labour force to the Shire 

during this period. All labour forces being compared have shown a substantial 

positive movement in both their 55-64 and 65+ age groups. Victoria and 

Australia have shown growth in the 25-54 age group labour force. Not 

surprisingly, they have also seen a growth in the 15-24 year old labour force. 

This may be linked to education and job opportunities in the regions who are 

experiencing decline as discussed in other sections of this report.  

 

 

Source: Australian Bureau of Statistics (ABS) – Census 2006 and 2011 
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Source: Australian Bureau of Statistics (ABS) – Census 2006 and 2011 
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42% of the women available to work in the Shire are not participating in the labour 

force which is higher than the average for Victoria and Australia. 

32 

The Shire's businesses are not attracting a large number of women to the 

workforce.  

• The rate of women not participating in the labour force in the Shire is 42% (3,487 

women. This statistic is substantially higher than the 39% in Victoria and 36% in 

Australia. Further analysis into the breakdown of workforce diversity in Victoria 

shows that 1,179,113 women (52.7% of the female workforce in Victoria) were 

actively working in full-time roles, part-time roles or working from home. This is a 

slightly higher participation rate in comparison to the Shire.  

• The inability to attract and retain women in the workforce should be investigated 

for the Shire in particular in order to optimise workforce productivity. 

Source: Australia Bureau of Statistics, Census of Population and Housing 2011 GE5P - Age in Five Year 

Groups by LGA, SEXP and QALLP 
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Not having highly educated and qualified women participating in the workforce, the 

Shire is not maximising their workforce pool.  

33 

Although women are more highly educated than the men in the Shire, they are not being attracted to the workforce.  

• Figure 30 illustrates the breakdown of qualifications in the Shire by gender. The graph clearly illustrates that females in the Shire hold more formal 

qualifications than males at all levels. Of particular concern is that although women are more qualified, there are significantly less of them participating 

in the workforce. Understanding the reasons why may provide opportunity to fill skills gaps and attract more qualified participants to the workforce.  

• With the changing nature of industries and the need for a more formally skilled and qualified workforce, traditionally blue collar male dominated 

industries require less labourers and qualified workers. Understanding the changing industry landscape and their requirements will assist in workforce 

planning activities.  

 

Source: Australia Bureau of Statistics, Census of Population and Housing 2011 GE5P - Age in Five Year Groups by LGA, SEXP and QALLP 
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There are more females in the workforce. A 

lot of women have been coming back to the 

workforce from family leave. These people 

often come back as better teachers because 

they have different understanding and 

appreciation. 

- Senior educator, Education 

5. Participation of Women in the 
Workforce 
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This section presents the key workforce trends and issues as identified through 

workshops with stakeholders in the Shire.  

These key themes were developed to help understand and address some of the common trends and issues in the Shire's workforce raised from interviews 

with key stakeholders in the community. These are not recommendations, as this would require greater community consultation and more in depth 

understanding of unique business and community contexts. This section is intended to initiate thought and discussion in the workforce planning process.   

34 

Capitalising on 

communication. 

Greater communication is required 

between all sectors to improve the 

success of initiatives in the Shire.  

We should be doing more knowledge sharing and knowledge 

transfers. - Local Government 

• A lack of communication can often lead to a duplication of effort 

and a lower success rate of initiatives.  

Managing 

perceptions.  

The ability to manage perceptions of 

key stakeholders in the Shire is a 

vital criteria for successful 

workforce development. 

The Shire needs workers that are skilled, job ready and aspirational. 

- Education 

• Managing the perceptions of the workforce and businesses 

should be taught early in order to mitigate preventable 

failures.  

Having the capacity to develop a 

workforce with the right skills and 

qualifications needs to be a focus for 

the Shire.  

Developing the 

right skills. 

When recruiting, you need to find the 'right person' first – character, 

morals and work ethics. It's not just about skill sets. 

- Education and Training Provider 

Understanding what skills and qualifications are required by 

businesses now and into the future and supporting residents to gain 

these is necessary for successful workforce planning activities for all 

business in the Shire.  

Removing barriers from achieving 

workforce productivity should be a key 

initiative for the Shire.  
Understanding 

system barriers. 

The new technical training facility has been built but it does not have 

all the training needs and machinery for people to be training on 

specific skills required by the businesses in the Shire.  

- Manufacturing 

• Barriers such as infrastructure, education and training facilities 

and funding should be investigated further to understand the 

extent of their impact as a barrier to workforce productivity.  
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The two biggest workforce issues to come from the stakeholder interviews were job 

readiness and specific technical skills gaps in the workforce.  

35 

Specific technical skills gaps 

• In interviews a number of skills gaps have been identified by 

industry stakeholders who reported chronic difficulty in recruiting 

people with some essential technical and mechanical skills.  Some 

of these gaps may not be formally identified as job vacancies as 

employers will not bother to advertise positions when there is little 

or no chance of filling them. 

• The professions with particular gaps included: 

• Fitters and turners 

• Electricians 

• Mechanical engineers 

• Diesel mechanics 

• Plant operators with skills in robotics and process 

automation 

• In the absence of local training opportunities in these professions, 

these skills need to be recruited from elsewhere (usually Geelong, 

Ballarat, or Melbourne).  It is noted that there have been significant 

changes within the regional workforce due to the recent closure of 

large plants operated by Ford, Alcoa, Toyota and others.  At 

present, the wider impact of these closures is not known and it is 

too early to tell if the recent factory closures will increase the 

availability of these skills in Colac.  Given the large scale of recent 

redundancies it seems possible in the short term at least, that 

there is an opportunity to recruit some of these skilled workers to 

Colac based companies. 

• Interestingly, a number of interviewees reported that even if they 

can’t find people with formal qualifications, they still look for people 

with strong aptitude in these areas or potential to develop the skills 

in the future. 

  

Job readiness 

• A consistent theme emerging across the industry stakeholders is a 

strong concern with the overall “work-readiness” of younger 

potential employees such as school leavers or younger people. 

There is a reported need to dramatically improve capabilities in the 

areas of: 

• Resilience and coping skills 

• Interpersonal communication 

• Working in a team and accepting direction 

• Punctuality and reliability in attendance 

• Personal presentation  

• Physical strength and fitness 

• Endurance i.e. ability to work a full shift 

• These skills were considered central to an individual being able to 

function successfully as an employee. 

• Clearly the development of these personal characteristics goes 

beyond the responsibility of just the parents, or the schools, training 

bodies, or the employers.   When these characteristics are 

underdeveloped there is no obvious pathway for younger people to 

develop them. Strategies to develop these skills need to be 

considered. 

 

Section: Executive Summary 



©  2013 Grant Thornton Australia Ltd 

A number of barriers to the Shire have been identified as further impacting on the 

identified workforce issues.  

36 

For those needing to get to work, travelling by car or foot is the 

preferred mode of transport.  

• Of the 9,342 employed residents of the Shire, who do not necessarily 

work in the Shire, the most common form of transport to work is by car, 

6,285 (67.3%), the second most common form is walking, 573 (6.1%), 

followed by riding a bicycle, 297 (3.2%)4.  

• Considering these figures it may be beneficial for the Shire to expand 

its public transport offerings to improve workforce mobility and the 

enhance desirability of the Shire as a place to both work and live in the 

future.  

 

The Shire needs to improve its connectivity to rural Victoria.  

• Reducing travel time between neighbouring Shires is also important for 

access to education and training for residents in the Shire. As 

previously discussed the majority of education and training providers 

for further skills development are not located locally and require 

significant travel, making further study and up skilling less attractive.  

 

Internet connectivity impacts the community on a number of levels 

including residents and businesses for a variety of reasons.  

• Currently, 35.4% of the Shire has no internet connection, the highest 

proportion of homes without internet connection of all Great South 

Coast municipalities. The Shire is 19% below the Victorian average4.  

• With a lot of education content now being delivered online, and an 

increasing market for online learning, residents without an internet 

connection may be disadvantaged in their ability to access online 

learning, online services and information. 

• Ability to access the internet will also impact on the success of 

businesses as it puts them at a competitive disadvantage to those in 

competing municipalities.  

• Although this is a continued problem, the National Broadband Network 

will soon be implemented and may improve this situation for residents 

and businesses.  

 

Increasing workforce issues will impact the Shire's industries, 

businesses and workforces. 

These barriers will impact: 

• Demographic movements; 

• Education and training;  

• Businesses;  

• Employment opportunities; and 

• Technological advances.  

 

4 Australian Bureau of Statistics (ABS) National Regional Profile, Colac-Otway (S), 2007-2011 

 

Lack of public transport is not helping students wanting to 

learn. 

- Education and Training Providers 
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This section provides a greater appreciation of the workforce trends by presenting a 

macro and micro level overview of the industries in the Shire. 

Understanding the Shire's workforce 

• Employment held by the resident population by industry. 

Understanding workforce changes 

• Industry workforce trends in the Shire. 

Understanding labour force 

• Comparing the labour market share of industries in the Shire. 

Understanding employment trends in the Shire's largest 
industries 

• How has the workforce changed and what shift has occurred in the labour market 
for each industry? 

Understanding emerging industries 

• Where should the Shire be focusing targeted initiatives? 

38 

Macro Level 

Analysis 

Micro Level 

Analysis 

Section: Industry Movements in the Shire 
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Almost 60% of the Shire's workforce is employed by five industries. 
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Understanding the Shire's Workforce 

• There are approximately 9,480 employed residents in the 

Shire, with 5,726 people (60.4%)1  living and working in the 

same statistical local area (SLA). These Shire residents are 

reliant on the industry sectors that operate in the Colac 

Otway Shire to provide them with employment opportunities.  

• Figure 31 illustrates the Shire's top 5 industries. 'Others' is 

made up of the industries outside of the top 5.  

• Around 4,817 people (57.8% of the Shire’s overall 

workforce) are currently reliant on the top five largest 

industries for job opportunities. However it is imperative to 

understand if these industries will sustain the workforce 

moving forward.  

• The following analyses uses a combination of census data 

from the Australian Bureau of Statistics (ABS), a growth rate 

was calculated for the industry sectors operating in the 

Shire. The numbers were calculated using the change in 

employment figures between 2006 and 2011 for all 

industries in the Shire, Victoria and Australia.  

 

Section: Industry Trends 

1 The Australian Bureau of Statistics – Census  of Population and Housing 2011 

1,122, 14% 
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The Shire's top 5 largest industries (2011) 

Health Care and Social Assistance
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Accommodation and Food Services

Others

Source: The Australian Bureau of Statistics – Census  of Population and Housing 2006-2011 

Figure 31 
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Workforce demand in the industries currently operating in the Shire is changing. 
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Section: Industry Trends 

The Shire's industry movements 

• The table identifies all the industries in the Shire, their workforce 

growth and changes in labour share. The top 5 largest industries 

have been identified by the number of people in each workforce. 

• The workforce growth has been identified by calculating the 

industry's individual workforce growth rate (by person) between 

2006 and 2011. It provides a clear indication of the growth trend 

for that individual industry in the Shire.    

• In order to understand each industry's movement, in relation to 

one another, the labour market share growth has been 

calculated. Each industry holds a certain percentage of the 

Shire's entire labour force which fluctuates according to 

workforce growth and market share. The percentage change 

represents changing industries in the Shire's labour market in 

comparison to one another. For example, a decrease in the 

Agriculture, Forestry and Fishing industry of 20% convert to  

increase in Health Care and Social Assistance by 15% and an 

increase to Manufacturing by 5% due to the movement of 

people.   

• The 'heat mapping' has been used to clearly identify the positive 

or negative degree of change across the workforce and labour 

market share. 

• In order to understand the greatest impacts of the changes the 

following slides expand on the Shire's top 5 largest industries. 

The analysis reviews the industry's workforce growth, labour 

share growth and specific industry challenges that should be 

considered when undertaking workforce planning activities. 

The Shire's top 

5 largest 

industries 

Figure 32 

Rank 
No. 

Industries in the Shire No. of 
People 

Changes in 
Workforce 

No. (%) 

Changes in 
Labour 

Share (%) 

1 Health Care and Social Assistance 1,122 13.2% 2.1% 

2 Manufacturing 1,087 13.1% 2.0% 

3 Agriculture, Forestry and Fishing 991 -17.6% -1.9% 

4 Retail Trade 924 -11.0% -0.8% 

5 
Accommodation and Food 
Services 693 -3.3% 0.1% 

6 Education and Training 555 -0.9% 0.3% 

7 Construction 515 4.5% 0.5% 

8 Public Administration and Safety 476 -15.6% -0.8% 

9 
Administrative and Support 
Services 436 17.2% 0.9% 

10 
Transport, Postal and 
Warehousing 283 -21.6% -0.7% 

11 Other Services 260 -16.7% -0.5% 

12 
Professional, Scientific and 
Technical Services 255 10.9% 0.5% 

13 Wholesale Trade 216 -42.7% -1.7% 

14 Financial and Insurance Services 125 11.6% 0.2% 

15 Arts and Recreation Services 90 -16.7% -0.1% 

16 
Information Media and 
Telecommunications 84 -14.3% -0.1% 

17 
Rental, Hiring and Real Estate 
Services 70 -18.6% -0.2% 

18 
Electricity, Gas, Water and Waste 
Services 61 8.9% 0.1% 

19 Mining 24 100.0% 0.2% 

Legend - Changes in Workforce (%) 

Changes between -50% and -10%   

Changes between -9.0% and 10.0%   

Changes greater than 10.0%   

Changes in Labour Market Share (%) 

Changes between -3.0% and -1.0%   

Changes between -1.1% and 0%   

Changes greater than 0%   
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The ageing population is driving increased demand for services in the Health Care and 

Social Assistance industry.  
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Section: Industry Trends 

Workforce Growth  

• Over the past 5 years, the Health Care and Social Assistance 

workforce has experienced significant growth in the Shire, Victoria and 

Australia. From 2006-2011, the Health Care and Social Assistance 

workforce has grown by 131 people (a 13.2% growth rate) making it 

one of the top 5 growing industries in the Shire. This growth is similarly 

reflected in Victoria and Australia’s workforce where there has been an 

increase of 50,685 people (a 21.4% growth rate) in Victoria and an 

overall increase of 194,849 people (a 20.4% growth rate) in Australia.  

• The Australian Health Services Industry is expected to continue to 

grow by an annualised 4.0% over the past 5 years5.  

 

Labour Share 

• In comparison to other industries in the Shire, there has been a 2.1% 

increase in this industry's labour share. This industry has experienced 

the largest labour share shift suggesting that there is a large positive 

workforce movement from other industries to the Health Care and 

Social Assistance. Similarly, this shift in labour force share is being 

experienced by Victoria (1.1%) and Australia (1.0%).  

• As the largest employing industry in the Shire, this suggests a positive 

forecast for continued and increased opportunities for employment for 

residents. Complexities in the ability of the current workforce to 

support increased demand will also need to be considered.  

Health Care and Social Assistance 

5 IBIS World Industry Report Q8400, Health Services in Australia, November 2013 

6 Caring for older Australians, Productivity Commission Report Volume 2, June 2011 

Rank No.1 of the Top 5 Industries 

Industry No. of People 
Changes in 

Workforce (No.) 
Changes in 

Labour Share (%) 

Health Care and Social 
Assistance 1,122 13.2% 2.1% 

Industry Challenges 

• The number of [people aged 85 and over is expected to more than 

quadruple between 2010 and 2050 in Australia. This is expected to 

drive major increase in the demand for aged care services over then 

next 40 years6. 

• The population needing aged care and health services will be 

increasingly diverse and there will be a relative rise in the share of 

older people as a proportion of the population living in regional and 

rural areas6. 

There is an increased focus on keeping people at home with aged 

care packages – however there is no seasonality of work and with an 

aging population, demand is expected to increase. 

 

- Health Care and Social Assistance 

There is an increased focus on keeping people at home with aged 

care packages – however there is no seasonality of work and with an 

aging population, demand is expected to increase. 

 

- Health Care and Social Assistance 
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Although the Manufacturing industry across Victoria and Australia is experiencing a period 

of workforce decline, the Shire is currently in a favourable position reporting growth. 
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Section: Industry Trends 

Workforce Growth  

• The Manufacturing industry continues to grow within the Shire with 

126 people joining the Manufacturing workforce from 2006-2011, 

contributing to a 13.1% workforce growth . Although the Shire has 

experienced a growth from 2006-2011, the Victorian manufacturing’s 

workforce growth rate has declined by 21,456 people (a decline rate of 

7.5%). There is a similar decline in Australia with 65,687 people (a 

decline rate of 6.9%) exiting. The forces influencing the decline may be 

a result of changes in workplace practices to improve efficiency and 

effectiveness such as an increase in automated processes. The 

industry is moving away from the manual processes to value-add 

services, resulting in an increased in demand for skilled workers7.  

• Further analysis has highlighted that the employment within 

manufacturing has actually decreased across Australia by 11.3% in 

the last 10 years4. Key occupations are projected to decline for many 

of the labourer classified occupations (product assemblers, food and 

drink factory workers) in the years to 20257.  

• Despite this, Australian manufacturers are well positioned to take 

advantage of global supply and distributions chains with linkages to 

Asia, with the Asian market growing, particularly for food products. The 

resilience of Australian manufacturing depends on their ability to 

optimise their human, intellectual and material capital and their 

continued focus on products and services that are in demand7.  

 

 

Labour Share 

• The Shire has seen a 2.0% increase in its labour share from 2006-

2011. The change in those working in Manufacturing contrasts the 

changes in Victoria and Australia labour share with decreases of 2.0% 

and 1.5%.   

• Although the data indicates an overall growth in the Shire’s 

manufacturing industry, the effect of the changes in Victoria and 

Australia mean that Manufacturing may either: 

1. Continue to thrive in the Shire as one of its driving workforces as 

an industry sweet spot, due to sufficient demand and supply; or 

2. Eventually succumb to the same forces impacting the Victorian 

and Australian manufacturing industry through an increase in 

automated processes, improved technology and better resource 

management.  

• As 1,087 people (13% of the Shire’s workforce) is reliant on the 

manufacturing industry the full effects of these industry movements 

should be taken into consideration for future planning and strategies.  

Manufacturing 

7 Australian Workforce and Productivity Agency, Manufacturing Workforce Issues Paper, October 2013 

Rank No.2 of the Top 5 Industries 

Industry No. of People 
Changes in 

Workforce (No.) 
Changes in 

Labour Share (%) 

Manufacturing 1,087 13.1% 2.0% 

Industry Challenges 

• A significant number of manufacturing workers in Australia are 

approaching retirement age, this creates increasing challenges for 

succession planning and retention. For example, the proportion of 

the manufacturing workforce aged 45 and over increased from 

34.8% to 40.9% between 2002 and 20124.  

• Some workers in older age groups may find the rapidly changing 

workplace processes and practices more difficult to learn and adopt, 

some may need to up-skill or retrain entirely, may also allow more 

mature-aged workers to work for longer, as many of the physical and 

labour-intensive positions are replaced with automated processes4.  
There is a move to automation and the traditionally 'easy' professions 

(labour intensive) are becoming more professional. 

- Education 
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Agriculture, Forestry and Fishing is impacted by declining workforce and labour market 

in the Shire, Victoria and Australia.  

43 
8 Australian Workforce and Productivity Agency, Food and Beverage Workforce Issues Paper, May 2013 

9 Industries Development Committee, Training and Skills Issues in Agriculture, October 2009 

Section: Industry Trends 

Workforce Growth  

• The Agriculture, forestry and fishing industry in the Shire is made up of 

991 people (11.9% of the Shire’s workforce). Further analysis of the 

workforce growth in this industry indicates similar declines in both 

Victoria of 8,679 people (a decline rate of 13.6%) and 36,203 people in 

Australia (a decline rate of 12.9%). Across Australia 36,203 people left 

the industry from 2006-2011, of which 211 people came from the 

Shire.  

• Employment in agriculture, forestry and fishing in Australia declined 

0.4% in the 5 years to 2012; partially attributed to the effects of 

drought. However, projections to 2025 indicate that employment will 

rise by 0.7%9.   

 Labour Share 

• The Shire has experienced a labour share decrease in Agriculture, 

Forestry and fishing of 1.9%. This is significantly different when 

compared to Victoria and Australia who both only experienced a 

decline of 0.6%. This indicates that the Shire's residents are more 

dependent on this labour market and as a result have experienced a 

larger drop in labour share due to industry shifts.  

• This decrease is negatively affecting the Shire. It should be noted that 

although these changes pose a risk to the Shire’s workforce, the 

changes are aligned to the industry’s movement across Victoria and 

Australia and represent an industry trend, rather than a discrete trend 

in the Shire.  

Agriculture, Forestry and Fishing 

Rank No.3 of the Top 5 Industries 

Industry No. of People 
Changes in 

Workforce (No.) 
Changes in 

Labour Share (%) 

Agriculture, Forestry and 
Fishing 991 -17.6% -1.9% 

Industry Challenges 

• Within Australia, competition for labour from mining and construction 

sectors poses significant challenge to the industry’s ability to meet 

demand for labour. This is exacerbated by higher than average pay 

in these industries (over double average agriculture pay in mining 

and 45% higher pay in construction) and lower working hours8.   

• Skills shortages have become increasingly prevalent in the industry 

as the complexity of the work rises, particularly with new 

developments in climate change management, biosecurity, food 

safety and international trade. Lack of required skills presents a 

constraint to growth of the agriculture industry9.  

• The declining rural population increases the difficulty of attracting 

and retaining workers as agricultural industries are predominantly 

rurally-based. Particularly significant is the declining levels of young 

people, who leave rural areas for better social and career options- 

creating additional issues in succession9.  

• The agricultural industry struggles to attract students to undertake 

post-school qualifications or training in agriculture. This has largely 

been attributed to lack of awareness of career possibilities during 

schooling and the lack of clear career pathways within agriculture 

leading to the perception that there is no scope for development9.  

We are beginning to see significant change in the agricultural sector. 

Younger generations don't want to be famers.  

 

- Local Government 
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Retail Services are experiencing a declining workforce due changing demands. 

44 
3 Australian Workforce and Productivity Agency, Retail Workforce Issues Paper, July 2013 

Section: Industry Trends 

Workforce Growth  

• Retail Services in the Shire account for 924 people in the workforce 

(11.1% of the Shire’s workforce). The Shire’s retail workforce has 

declined by 114 people from 2006-201, a declining rate of 11.0%. In 

comparison to the Retail workforce, both Victoria and Australia have 

increased their workforce. Victoria has increase their retail services by 

6,200 (a growth rate of 2.4%) and an increase of 9,925 people (a 1.0% 

growth rate) in Australia.  

• The retail workforce is predominately characterised by a young 

workforce. With the ageing population changing Australia’s workforce 

profile, it is anticipated that retail will face significant competition from 

other industries for the cohort of younger workers whose share of the 

workforce is gradually declining3. 

 

 
Labour Share 

• The negative labour shift in the Shire is similarly felt by the Victoria and 

Australia labour markets, where both the Shire and Victoria have 

negatively shifted by 0.8% and Australia negatively shifting by 0.9%.  

• Although the shifts in Victoria and Australia are small in comparison to 

other industries across the country, further analysis should be 

conducted to understand changes. As the fourth largest workforce, the 

Shire should continue to monitor the industries movements and 

implement mitigation strategies to reduce negative impacts on the 

workforce. 

Retail Services 

Rank No.4 of the Top 5 Industries 

Industry No. of People Changes in 
Workforce (No.) 

Changes in 
Labour Share (%) 

Retail Trade 924 -11.0% -0.8% 

Industry Challenges 

• Research suggests that a decrease in workforce could be due to the 

high levels of competition. With the ageing population characterising 

Australia’s workforce profile, it is anticipated that retail will face 

significant competition from other industries for the cohort of younger 

workers whose share of the workforce is gradually declining3.  

• The nature of necessary skills and capabilities of workers is 

expected to change as technology and consumer preferences evolve 

(i.e. the significant growth in non-store retailing). Required skills are 

anticipated to increasingly entail technological and ‘back office’ skills, 

particularly in relation to online design, warehousing and delivery, 

and data analysis3.   

• The changes will create a skills deficit at a management level is a 

particular concern in retail; internal promotion with minimal 

corresponding development is the trend. This has led to a paucity in 

skills relating to financial management, innovation and people 

management. Uptake of formal training is relatively low, with only 

38% of employers in 2011 using the VET system compared to 54% 

of all industries3.  

• Current formal training systems have been identified as an issue 

amongst retailers despite improved outcomes for employee retention 

and productivity. Issues with available programs included being 

inflexible, costly and lacking relevance to their work environment3.  

People need to think more as a community and support local 

business. The small electrical shop will not exist as a consequence of 

big business like Harvey Norman unless we support it.  

 

- Colac Area Health 
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The Shire's Accommodation and Food Services workforce has slightly declined, whilst 

Victoria's and Australia's has significantly increased.  

45 

10 Labour and Skills Working Group, Department of Resources, Energy and Tourism Australian Tourism 

Labour Force Report, October 2011 

11 Tourism Research Australia, The Economic Importance of Tourism in Australia’s Regions, August 2011 

Section: Industry Trends 

Workforce Growth  

• Accommodation and Food Services is made up of 693 people (8.3% of 

the Shire’s workforce) and has decreased by 24 people (3.3%) 

between 2006-2011. Interestingly, the Victorian and Australian 

workforce for Accommodation and Food Services has increased by 

17,485 people (a growth rate of 13.3%) in Victoria and by 63,456 

people in Australia (a growth rate of 11.0%).  

• The Shire's Accommodation and Food Services trends are in 

opposition to those for Victoria and Australia.  

Labour Share 

• Despite a drop in the Shire’s Accommodation and Food Services 

workforce, the Shire has experienced a labour share growth of 0.1% 

which is only slightly less than the growth in Victoria (0.3%) and 

Australia (0.2%).  

• The differences between the Shire, Victoria and Australia in 

Accommodation and Food Services should be noted and considered 

carefully. As the impacts do not appear to be reflected in Victoria and 

Australia’s workforce and labour share, the underlying issues may be 

specific to the Shire. 

Accommodation and Food Services 

Rank No.5 of the Top 5 Industries 

Industry 
No. of People 

Changes in 
Workforce (No.) 

Changes in 
Labour Share (%) 

Accommodation and 
Food Services 693 -3.3% 0.1% 

Industry Challenges 

• Nationwide, workforce pressures facing businesses in the industry 

were recruitment difficulties (57% of businesses), skills deficiencies 

(50%) and retention difficulties (46%) 10.   

• Factors causing recruitment difficulties have most frequently been 

identified as lack of applicants, lack of required skills and lack of 

required experience. Factors causing retention difficulties have most 

frequently been identified as lack of career development 

opportunities, employees finding the role too difficult (particularly in 

physical capacity) and employee recruitment by other industries10.  

• Extremely high vacancy rates have been projected for 2015 in 

specific skilled occupations, with a vacancy rate of 60.7% forecast 

for chefs, 62.7% for café and restaurant managers and 63.3% for 

hotel and motel managers. This is expected to impact the quality of 

service being provided10.  

• Labour shortages are likely to have a disproportionate impact on 

regional areas that rely heavily on tourism; 46% of all tourism 

expenditure in Australia occurs in regional areas11.  

• In Western Victoria, the most common occupational deficiency is in 

skills (as opposed to qualifications), with deficiencies identified in 

36% of hospitality workers, 22% of food trades workers and 12% of 

accommodation and hospitality managers. The top three reasons for 

deficiencies identified are lack of accessible or quality training, 

incompletion of training and lack of appropriate experience10.  
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There are variable changes in employment numbers in each industry group within the 

Shire.  

46 
1 The Australian Bureau of Statistics – Census  of Population and Housing 2006- 2011 

Section: Industry Trends 
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Changes in employment (Census) by industry sector, 2006-2011 

The changes in employment are complex, with driving factors being different across industries.  

• Changes in the workforce and labour market share for industries within the Shire show industries growing and declining in the Shire1. 

• Figure 33 provides a high level overview of the changes in employment by people for the industries in the Shire. The largest employing industries in 

the Shire are shown in red.  

• There are 8 industry sectors which have reported growth, whilst 12 have reported decline. The most significant declines have been seen in 

Agriculture, Forestry and Fishing, Wholesale Trade and Retail Trade. In comparison those experiencing the most growth were Manufacturing, 

Healthcare and Social Assistance and Administrative and Support Services.  

• Overall, the majority of industries in the Shire have decreased their workforces. Only, 43.5% of the Shire's industries have increased their workforce 

from 2006-2011.  

Figure 33 

Rank No.6-19 of the Shire's Industries 
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Top 5 growing industries provide future opportunities for employment with a 

requirement for the right skills and capabilities to meet demand. 
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Section: Industry Trends 
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Top 5 growing industries across the Shire 

• Significant growth by person has occurred in Mining, 

Administrative and Support Services, Health Care and Social 

Assistance, Manufacturing and Financial and Insurance 

Services.  

• Excluding mining and manufacturing, similar growth trends 

can be seen in Victoria and Australia. Mining only includes 12 

people (0.28% of the Shire’s workforce) but has double since 

2006-2011 to 24 people. This change is minor in comparison 

to the Shire’s top 5 largest industries but provides insight to 

the industry's future.  

• Some of these industries, such as Administrative and Support 

Services, only make up a small part of the Shire’s overall 

workforce, however it should be noted for future growth 

strategies.  

Change in % Labour Market 2006-2011 - Top 5 Growing Industries in the Shire 
Top 5 growing industries labour market across the Shire  

• Significant growth by labour share has occurred in Health 

Care and Social Assistance, Manufacturing, Construction, 

Administrative and Support Services, and Professional 

Scientific and Technical Services.  

• Health Care and Social Assistance, Manufacturing and 

Administrative and Support Services'  changes in labour share 

are significantly different to Victoria and Australia's shift. This 

correlates to the industries workforce growth.  
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The declining industries in the Shire contrast with the positive increase in Victoria and 

Australia.  
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Section: Industry Trends 

Industry Changes in Workforce 2006-2011 - Top 5 Declining Industries in the Shire 
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Top 5 Declining Industries across the Shire 

• The Shire is facing significant decline by person in Wholesales 

Trade, Transport, Postal and Warehousing, Rental, Hiring and 

Real Estate Services, Arts and Recreation Services and Other 

Services. 

• The Shire's growth rate for these industries is significantly 

lower than its rate in Victoria and Australia. In Victoria and 

Australia, these industries are either stable or growing. This 

suggests that the causes of these changes may be specific to 

the Shire and require further investigations.  

• Although the Wholesale Trade industry makes up a small part 

of the Shire’s overall workforce, there has been a workforce 

decline of despite little or no changes in the Victorian and 

Australian workforce.  

Top 5 Declining Industries Labour Market across the Shires  

• The top 5 declining industries by labour share during 2006-

2011 were Agriculture, Forestry and Fishing, Retail Trade, 

Public Administration and Safety, Transport, Postal and 

Warehousing, and Wholesale Trade. 

• In some cases, the top 5 declining industries reflect the 

decreases in Figure 37.  

• Overall the negative shift appears greater in the Shire than 

Victoria and Australia.  

• Interestingly there were negative labour share movements in 

Wholesale Trade, Public Administration and Safety and 

Transport, Postal and Warehousing is decreasing despite are 

growth in the Victorian and Australian markets. 
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Industries that provide the most opportunities are those that have a positive workforce 

growth and positive labour share shift. 
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Section: Industry Trends 

Source: The Australian Bureau of Statistics – Census  of Population and Housing 2006-2011 

Based on the ratings, the Shire can identified ways to optimise on opportunities, focus on improvement and/or mitigation strategies to adequately mange the 

risks of changes workforces. The top 5 largest industries have been highlighted in red. Industries categorised as 'Growing' are those that should focus on 

continuous training and retention, while those 'Declining' should focus on retaining and re-skilling the workforce or prepare for workforce reduction.   
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Understanding industries that have grown across Victoria may assist the Shire's future 

planning strategies. 

50 1 The Australian Bureau of Statistics – Census  of Population and Housing 2006-2011 

Victoria's key growing industries are different to those of the Shire's. 

• The table illustrates Victoria’s industry workforce growth and provides 

insight to the emerging industry for job opportunities1. The 20 listed 

industries have been ranked according to the highest growth rate 

within Victoria. The Shire's top 5 industries are highlighted in blue. 

• The workforce growth percentages illustrate the key industries growing 

in Victoria. Should the Shire aim to expand services within growing 

industries, the key focus should be on the top 5 Victorian industries. 

• This data was collected in 2011 and as a result  does not reflect the 

Barwon regions recent movement, i.e. Ford, Alcoa and TAC. 

 

 

Rank Industry Victoria’s 

Workforce Growth 
Rate 

1 Electricity, Gas, Water and Waste Services 36% 

2 Mining 24% 

3 Health Care and Social Assistance 21% 

4 Professional, Scientific and Technical Services 20% 

5 Arts and Recreation Services 20% 

6 Construction 18% 

7 Education and Training 15% 

8 Public Administration and Safety 14% 

9 Rental, Hiring and Real Estate Services 13% 

10 Accommodation and Food Services 13% 

11 Transport, Postal and Warehousing 11% 

12 Financial and Insurance Services 12% 

13 Other Services 10% 

14 Administrative and Support Services 9% 

15 Inadequately described 5% 

16 Retail Trade 2% 

17 Agriculture, Forestry and Fishing -14% 

18 Manufacturing -7% 

19 Information Media and Telecommunications -1% 

20 Wholesale Trade 0% 

Section: Industry Trends 

Figure 39 
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The gap between 18-34 years old within the Shire poses as potential risks to workforce 

planning.  

52 

The Shire is faced with complex demographic shifts. 

A. The numbers of those aged between (4-19 years of age) have decreased between 2006-2011. 

This group are primarily made up or primary and secondary students.  

B. Furthermore, the population data shows the continuing decline of persons between the ages of 30-

49. This relates to people within their primary working years. This information may be a result of 

families moving away for education and job opportunities.  

C. Although there has been a decrease in the above age groups, there has been an increase in those 

aged above 55 years of age. The Shire is impacted by an ageing populations and demographic 

shifts. 

Section: Population Trends 

Age Structure of 5 year age groups, comparisons of 2006 and 2011 
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Figure 40 

In approximately 3-5 years, we'll be 

facing a large turnover due to our ageing 

workforce.  

- Education 

A B C 
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The gap between 18-34 years old within the Shire poses as potential risks to workforce 

planning.  

53 

Section: Population Trends 
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Figure 41 

The number of those aged 20-34 are decreasing and 

a faster rate than Regional Victoria.  

• In comparison to regional Victoria, the Shire has a 

slightly larger percentage of those aged 50-84 years 

and a lower percentage of those aged between 18-49 

years.  This correlates to the population analysis 

conducted on the previous slide. 

• However, the differences between the Shire and 

regional Victoria is minor and relatively on par with the 

demographics of regional Victoria.  

Our challenge is that our average workforce age is 

higher than regional Victoria. 

 

- Health Care and Social Assistance 
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The decreasing population gap will contribute to future workforce and skills gaps. 

54 

Forecasts have identified growing population gaps providing additional complications and barriers to meeting workforce demands.  

• Figure 42 indicates that although the population is forecast to increase key groups will continue to be absent from the Shire. Of particular interest are the 

15-19 and 20-24 year age groups who by 2021 will not increase in line with the population, instead they will decrease. As a consequence, there is a 

significant gap in the Shire’s available young future workforce. Further consideration should also be given to the rapidly growing aging population who 

are anticipated to stay in the workforce longer. 

• The consequence of the current state is that in 10-15 years’ time the workforce that will replace the retiring one will not be sufficient.  

Forecast age structure – 5 year age groups Colac Otway Shire Total Persons 

Source: Forecast.id Colac Otway Shire Population and House Hold forecast 2011 to 2013  
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51% of the Shire's population do not have qualifications impacting the capability and 

skills of the Shire's workforce. 

56 

The Shire's educated population is influenced by the number of persons not 

completing year 12 leading to lower percentage of formal qualifications.  

• A comparative analysis of the qualifications of the population in the Shire and 

Regional VIC in 2011 shows that there is a lower proportion of people holding 

formal qualifications (Bachelor degree or higher; Advanced diploma or Diploma; or 

Vocational qualifications), and a higher proportion of people with no formal 

qualification. A relationship can be deduced between this outcome and the 

number of persons completing Year 10-12 or equivalent12.  

Section: Educational and Qualification Trends 
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Qualification are necessary to meet the needs of business 

throughout the Shire 

• Although there has been a positive change in the highest 

level of schooling completed between 2006 to 2011 for 

Year 11 and 12 or equivalent, people completing schooling 

at this level still only account for 8219 (49.8%) of total 

persons aged above 15 years. Only 5268 (31.9%) people 

in the Shire have completed Year 12 or equivalent 

secondary schooling. This has had direct influence on the 

number of persons eligible to complete a Bachelor degree 

or higher; Advanced Diploma or Diploma, impacting the 

workforce profile of the Shire. Interestingly, when surveyed 

on the qualification requirements for the business in the 

Shire, respondents of the ‘Colac Otway Shire IAG Skills 

and Labour Shortage Survey 2009’ mentioned certificate 

level qualifications 96% of the time as the qualifications 

required by the community. It must be noted that the type 

of business responding to this survey would have also 

influenced these results.  

• Furthermore over 3355 (20.3%) people in the Shire leave 

school before completing Year 9. Although comparable to 

Regional VIC, the exit rate is still 2% higher raising further 

concern for reasons behind this occurrence.  

12 Secondary level re-entry of young Canadian adult learners, Australian Journal of Adult Learning Vol. 51, No.1, April 2011 

Figure 43 Figure 44 

Kids need to stay in school with their peers. The longer they are in school, the 

better their mindset and maturity and the better the apprentices they make. 

- Education  

In some cases, our candidates do not even have the 

simple numeracy skills. This is important as the wrong 

number of pallets on a truck could costs the business 

money. 

- Manufacturing 
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Certificates obtained in the Shire have increased, however the majority of certificate 

qualified people in the active labour force has decreased. 

57 

Source: The Australian Bureau of Statistics – Non-School Qualification: Level of Education (QALLP) by Age 5 Year Age 

Groups (AGEP) and Local Government Area (LGA) 2006-2011 

Section: Educational and Qualification Trends 

The type of certification qualifications being 

obtained by the Shire's residents may not align 

to the requirements of the business in the Shire. 

• Overall, the number of certificates have increased 

between 2006-2011.  

• Figure 45 highlights that certificate qualified 

individuals for 25-29 years old and 50+ years old 

have increased in the labour force.  

• The 40-44 years old have both a decreasing 

number of certificates and participation. 

• All other age structures have decreasing 

participation rate in the active labour force 

despite possessing more qualifications. This 

suggests that the qualifications obtained in these 

age structures may not be appropriate for the 

current market demand.  

There is a need to educate our students to 

understand that school based apprenticeships 

are a viable option. 

- Education  

The new technical training facility has been built 

but it needs to offer the courses and equipment 

that meet the needs of businesses. 

- Manufacturing 

People need knowledge of the new machinery 

that is being used. This requires a more skilled 

workforce that can undergo training to operate 

more complex machinery.  

- Manufacturing 
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Figure 45 

Figure 46 
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Section: Educational and Qualification Trends 

Source: The Australian Bureau of Statistics – Non-School Qualification: Level of Education (QALLP) by Age 5 Year Age 

Groups (AGEP) and Local Government Area (LGA) 2006-2011 

Tertiary qualifications obtained in the Shire are 

decreasing for a majority of the younger to middle 

age workforce. 

• Those aged between 25-29 and 50+ years have 

obtained more qualifications and are working while 

there are declines in the number of tertiary 

qualifications obtained and used in the workforce for 

the remaining age structures.  

• Our understanding on of the Shire's employment 

profile highlights that tertiary qualifications are not in 

significant demand in comparison to certificates. 

Despite this, it is interesting to note that tertiary 

qualifications for 15-19yrs old and 30-44 years old 

have increased however the number of tertiary 

qualified individuals in these age structures have 

decreased in the workforce.  

The number of tertiary qualified people has decreased for most age structures which is 

reflecting in a lower level of tertiary qualified people in the workforce. 

We are moving down the path of automation. We 

are after a trade based, tertiary and skills 

oriented workforce. 
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A higher percentage of Year 12 graduates in the Shire in 2012 went straight into the 

workforce instead of further education, than their Victorian counterparts.  

59 

Destinations of 2012 Year 12 or equivalent Completers: Colac-Otway 

Shire and Victoria 

• The analysis conducted by ‘The On Track Survey 2013: Colac-Otway 

LGA Report’ illustrated that the majority of those who did complete 

year 12 in 2012 continued on with either additional education/training 

or commenced some form of work. Around 90 interviewees (55.8% of 

Year 12 or equivalent) continued onto further education and training. 

An additional 61 interviewees (37.8% of Year 12 or equivalent) 

commenced either full time or part time work.  In comparison to 

Victoria, a larger percentage of completers chose to join the workforce 

rather than continuing education or training.  

Destination of 2012 Early School Leavers: Colac-Otway and Victoria 

• The findings from the survey showed that fewer interviewees attended 

further education or training (8 interviewees, 36.3.3% of the total 

responses) if they were early school leavers. Interestingly the 

percentage of early school leavers who choose to join the workforce 

was lower than that of Year 12 or equivalent completers. The 

percentage of early school leavers who continued onto further study 

was also lower than those who completed year 12 or equivalent.  

• Although the responses of those received from the survey was small, it 

provides valuable insight into the choices that school leavers or 

completers have made.  

Destination 
 

Colac-Otway Victoria 

 n % n % 

University 
 

38 23.6 17,981 53.2 

VET Cert IV+ 
 

16 9.9 4,095 12.1 

VET Entry Level 
 

7 4.3 1,237 3.7 

Apprentice 
 

22 13.7 1,609 4.8 

Trainee 
 

7 4.3 791 2.3 

Employed Full Time 
 

35 21.7 2,088 6.2 

Employed Part Time 
 

26 16.1 3,971 11.8 

Looking for work 
 

8 5.0 1,622 4.8 

NILFET 
 

1 0.6 364 1.1 

Unknown 
 

1 0.6 13 0.0 

Total Interviewed 
 

161 100.0 33,771 100.0 

 

Destinations of 2012 Year 12 or equivalent Completers: Colac-Otway Shire and 

Victoria 

Source: The On Track Survey 2013: Colac Otway LGA Report 

 Destination 
 

Colac-Otway Victoria 

 n % n % 

University 
 

0 0.0 30 0.9 

VET Cert IV+ 
 

1 4.5 288 9.1 

VET Entry Level 
 

4 18.2 448 14.1 

Apprentice 
 

3 13.6 733 23.0 

Trainee 
 

0 0.0 143 4.5 

Employed Full Time 
 

2 9.1 328 10.3 

Employed Part Time 
 

4 18.2 461 14.5 

Looking for work 
 

4 18.2 558 17.5 

NILFET 
 

4 18.2 185 5.8 

Unknown 
 

0 0.0 7 0.2 

Total Interviewed 
 

22 100.0 3,181 100.0 

 

Destinations of 2012 Year 12 or equivalent early school leavers: Colac-Otway 

Shire and Victoria 

Source: The On Track Survey 2013: Colac Otway LGA Report 

Section: Educational and Qualification Trends 
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Unavailable courses, a break from studying and the desire to earn money are some of 

the key reasons for entering the workforce rather than continuing with study.  

60 

Student Engagement provides ongoing challenges.  

• Figure 51 lists the key reasons for not choosing to continue with further 

study for year 12 or equivalent completers and early school leavers. 

The main reason for not choosing further study was the desire to start 

earning money and take a break from studying13.  

• Interestingly, 16.7% of early school leavers selected “You never 

planned or intended to study” with 1 in 6 interviewees indicating that 

they were not interested in further study. An additional 41.7% of early 

school leavers were unable to access their ideal courses locally which 

may have been due to insufficient infrastructure and access to 

transportation13.  

• A number of assumptions can be made from this data. The first is the 

students may be becoming disengaged at an early aged, potentially 

thinking that they do not have to study and go directly into successful 

employment. The second and of greater significance is the fact that 

there are a number of courses that are seemingly under demand but 

are not being catered for. These students may be interested in courses 

that would be of great benefit to the community but are not given the 

opportunity to undertake them.  

Reasons for not studying in 2012: Colac-Otway LGA and Victoria 

Source: The On Track Survey 2013: Colac Otway LGA Report 

 Colac-Otway  Victoria 

Reasons for not studying % % 

Year 12 or equivalent completers   

Not in education or training and did not defer   

 You just needed a break from study 82.6 67.2 

You wanted some other experiences, like travel, before continuing your 
education 

28.3 26.1 

You wanted to start earning your own money 91.3 80.2 

You would have had to move away from home 30.4 20.5 
 

    

Early school leavers   

 The courses you were interested in were not available locally 41.7 26.3 

You just needed a break from study 83.3 56.9 

You never planned or intended to study 16.7 22.0 

You wanted to start working 83.3 80.7 
 

 

13 The On Track Survey 2013: Colac Otway LGA Report 

Section: Educational and Qualification Trends 

Figure 51 

Students that take a gap year are at greater risks of not coming back to 

school.  

- Education 

Most apprentices are sent to Melbourne (Kangan) and Geelong for 

training as the Shire does not have the right facilities and machinery. 

- Transport, Postal and Warehousing 
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Early school leavers are joining the majority of the Shire's workforce by gaining 

employment in the Shire's 5 largest employment industries.  

 

61 

Retail is a popular occupation for both year 12 or equivalent completers 

and also early school leavers.  

• Figure 52 identifies the key occupations that the school leavers and 

completers have joined. A majority of year 12 equivalent completers 

obtained positions in: 

• Sales Assistants and Store persons Roles (22.5%); 

• Labourers, Factory & Machine Workers (22.5%); and  

• Food, Hospitality & Tourism (21.1%)3.  

• Lack of formal qualifications is high in the retail industry, with 62% of 

workers in retail trade not holding post-school qualifications compared to 

37% for all industries. This is largely reflective of the flexible nature of retail 

work which enables it to serve as an effective entry point into the labour 

force: 21% of retail workers are still attending school and an additional 16% 

are in full-time tertiary education.3 

• This may be a result of the Shire’s top 5 largest industries and suggest that 

this group has joined these specific industries due to opportunities and 

available vacancies. In comparison to year 12 equivalent completers, early 

school leavers chose to take on roles in: 

• Sales Assistants and Store persons Roles (14.3%); and 

• Labourers, Factory & Machine Workers (14.3%)3. 

• A majority of early school leavers (57.1%) are not employed. This 

significantly large percentage raises concerns on the future of the Shire’s 

workforces3.  

Source: The On Track Survey 2013: Colac Otway LGA Report 

 Year 12 or 
equivalent 
completers 

Early school 
leavers 

Occupation group % % 

Cleaning 0.0 7.1 

Clerks, Receptionists & Secretaries 2.8 0.0 

Engineering, Science & the Environment 1.4 0.0 

Food, Hospitality & Tourism 21.1 0.0 

Gardening, Farming & Fishing 9.9 0.0 

Health, Fitness, Hair & Beauty 1.4 0.0 

Labourers, Factory & Machine Workers 22.5 14.3 

Not in Employment 14.1 57.1 

Not Specified 1.4 0.0 

Sales Assistants & Storepersons 22.5 14.3 

Social, Welfare & Security 1.4 0.0 

Teaching, Childcare & Library 1.4 7.1 

Total working and not in education or training 
 

71 14 

 

Occupations of 2012 school leavers not in education or training in 2013, by leaver 

status: Colac-Otway (S) LGA 

3 The Australian Workforce and Productivity Agency, Retail Workforce Issues Paper, July 2013 

Section: Educational and Qualification Trends 

Figure 52 

Kids are dropping out of school and are under the impression that 

they can find a job being unskilled. This is not the case anymore. 

- Education 
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The Shire's growing industries are not attracting the younger workforce, leading to a 

potential increase in skill gaps and labour shortages for the future.  

62 

Based on historical figures, early school leavers have little involvement in the Shire's top 5 growing industries. 

• Our industry analysis highlighted the Shire's top growing industries. Based on historical data collected by The On Track Team, early school leavers are 

not entering Health Care and Social Assistance, the largest workforce in the Shire. The majority of early school leavers have gained employment in 

either Retail Services or as Labourers, Factory or Machine Workers.  

• In order to mitigate the risk of potential skills and labour shortages in the Shire's growing industries, it would be beneficial for the younger workforce to 

be educated on the opportunities that exist in the Shire's growing industries.  

Section: Educational and Qualification Trends 
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The combination of disengaged youth and barriers to educational institutions are 

ongoing challenges for the Shire. 

63 

Proximity to educational institutes impact decisions to engage in further 

studies. 

• Exiting the education system at such a young age can have a strong negative 

impact on future re-engagement with this cohort. Leaving school so early can 

make it difficult to return. This can be for a number of reasons including 

dispositional barriers such as having a negative perception of learning to viewing 

school as irrelevant, devaluating formal training and attributing effective job 

performance as common sense. These youth can fall far behind and become 

segregated from their cohort and friendship groups, impacting their ability and 

desire to return. With an already low percentage of persons who are qualified 

above Year 12, this significantly impacts the future working profile of the Shire. 

Residents aged 15-19 are of particular risk as data from 2011 census indicates 

that 3546 (21.5%) people are not engaged in any work or study. At both the 

departmental and whole of government levels, considerable work has been 

undertaken in recent years to identify and respond to student disengagement. A 

range of existing and emerging policy approaches to curriculum and pedagogy, 

support services and flexible learning programs have been developed to improve 

outcomes for disadvantage students .  

• In 2011 the percentage of people choosing to continue their education through 

TAFEs and Universities in the Shire accounted for 657 (3.0%) out of the total 

population. This is a lower percentage than that for Regional Victoria at 4.6% and 

Victoria at 6.8%. It is interesting to note here the proximity to which the Shire is 

located to higher education institutions and registered training organisations. The 

proximity to which the Shire’s residents are to receiving further education and 

training may be impacting on decisions to undertake further learning and 

subsequently qualifications shortages, which act as a barrier to the workforce. It 

may also be impacted on the psychology of students early decision making as to 

whether or not they require further education to be gainfully employed in the Shire.  

 

Source: List of education and training institutions from Colac Otway Shire Website (Appendix E)  

Section: Educational and Qualification Trends 

Figure 53 
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Principal education and training providers are not based locally, impacting on the 

decisions to study and remain a resident of the Shire.  

64 

Locality of education and training providers is a likely contributor to 

population movements away from the Shire and decisions not to 

engage with further education and training.  

• A survey conducted by the Industry Advisory Committee (IAC) in the 

Shire identified the main suppliers of training to residents of the Shire 

(indicated by the number of respondent of the survey currently utilising 

them). Interestingly, the main training providers for the labour force in 

the Shire are based outside of that area. This is a likely contributor to 

the decrease in labour force between the ages of 15-24 as residents 

may move away to obtain relevant qualifications. 

• This is supported by the On Track Survey 2013: Colac Otway LGA 

Report. Appendix F shows the breakdown of institutions that the 

respondents undertook after completing year 12 or equivalent. The 

majority of completers joined: 

• Deakin University (16 interviewees, 9.9% of the total number of 

interviewees),  

• Gordon Institute (24 interviewees, 14.9% of the total number of 

interviewees); and 

• Other Institutions (21 interviewees, 13.0% of the total number of 

interviewees).   

 

27, 26% 

13, 12% 

11, 11% 
9, 9% 

8, 8% 

7, 7% 

6, 6% 

5, 5% 

17, 16% 

Main Suppliers of Staff Training 2009 

Gordon (Geelong)

Nil or N/A

West Vic Workforce

Suppliers/manufacturers

South West (Warrnambool)

Universities (Deakin, 3)

Other TAFE

Murray Mallee Training

Other

Section: Educational and Qualification Trends 

Figure 54 

Kids are having to go Geelong and Melbourne for training. It's just too 

hard and expensive for 15-16 years to do. 

- Education 

Source: Web data search of education and training institutions around Colac Otway Shire 
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The majority of the Shire's available labour force is employed in a similar capacity to 

that of surrounding shires.  

66 

The Shire’s labour force represents a similar percentage of the population to that of neighbouring shires Surf Coast and Corangamite.  

• The local labour force includes all residents in the area who are in the labour force (both employed and unemployed) regardless of where they work. In 

other words, it is the people who live locally and therefore have the potential to work locally. These people are an important resource for the local 

economy. Labour force characteristics provide valuable information about the skills that are available in the region and whether or not they are currently 

employed in the local economy. Figure 55 illustrates that the available labour force across the compared shires represents a similar percentage of the 

population; this was recorded at between 46-47%.  

Section: Employment and the Workforce 

The Shire’s labour force ranks the second largest in the 

region. 

• The growth in the available labour force has closely 

mirrored the growth in the population between 2006-

2011. The Surf Coast Shire has demonstrated the 

largest growth in available labour force of 2,188 people 

or a 21% growth between 2006-2011. Colac Otway 

Shire has reported an increase of 120 people or 1.3% in 

its Labour Force across the same time period and 

similarly Corangamite's growth in labour force was 

recorded at, 34 or 0.5%.  

Source: Australian Bureau of Statistics (ABS) – Census 2006 and 2011 

Figure 55 
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A larger percentage of the Shire's younger age structure is part of the labour force 

compared to neighbouring shires and rural Victoria.  

67 

Age structure of the available workforce suggests an ageing workforce 

• In understanding the labour force, it is important to comprehend its age 

structure as over time this has a significant impact on the workforce 

profile. Figure 56 illustrates a comparison of the Shire's available labour 

workforce in comparison to neighbouring Local Government Areas 

(LGAs) Corangamite and Surf Coast Shire, Regional Victoria, Victoria 

and Australia. 

• Figure 56 indicates that the available labour force of each LGA in focus is 

split similarly across the age ranges. A number of trends can be inferred 

from these graphs: 

• The majority of the available labour force falls within the 25-54 age 

range. 

• The 55-64 age range comprises the second largest group in each of 

the labour forces in focus. This group comprises between 17%-18.7% 

of the total workforce.  

• The 15 -24 age range represent between 13%-16% of the labour force 

across all LGA's. This number is reasonably comparative to the 55-64 

age range which represents 17-19% of the labour force.  

• Comparing the LGA’s to Regional Victoria, Victoria and Australia it is 

evident that the largest difference in labour force age structure is the 15-

24 year age range. For Victoria and Australia this age group represents 

14% of the labour force, whilst Regional Victoria and the LGAs it 

represents between 17-20%. One assumption for this outcome may be 

based on the availability of educational institutions and opportunity for 

further skills development, residents are joining the labour force at a 

younger age. It is also interesting to note that the 25-54 age group for the 

Shire and Corangamite represents 60-61% of the labour force, whilst the 

Surf Coast Shires’ labour force for this age group is more aligned to that 

of Victoria and Australia between 66-67%. A possible relationship 

between these statistics can be inferred with the available job 

opportunities in both the Shire and Corangamite.  
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Workforce planning initiatives will play a vital role in minimising the risks of an ageing 

workforce. 

68 

The Shire's ageing workforce continues to grows and will increase 

demand for proactive workforce planning initiatives. 

• The largest proportion of the current labour force falls within the 25-54 

year age bracket, making up 59.9% of the labour force. It is highly likely 

that labour force participants in these age brackets may exhibit similar 

characteristics in terms of preference for part time and casual work as a 

result of transitioning into and out of the labour force. As a result,  it is 

evident that in order to maintain a strong local economy, each LGA needs 

to develop initiatives to grow the younger population (15-24) to replace 

those workers in the 55-64 and 65+ years age groups as they move into 

retirement. This is of particular concern for the Shire as the 15-24 age 

bracket is forecast to decrease rather than increase in line with 

population growth over the next 10 years.  

• Figure 57 demonstrates the age ranges within which growth is occurring 

in the labour force of each LGA. The growth in the labour force for the 

Shire has been driven by the 55-64 and 65+ age ranges whilst the size of 

the labour force in the 15-24 years and 25-54 age ranges has decreased 

between 2006-2011. If this trend continues, it will result in a large 

proportion of the labour force exiting in the next 5-10 years, leaving the 

Shire vulnerable to an available workforce which will be detrimental to the 

Shire's economy. Appropriate workforce planning strategies should 

implemented in order to mitigate this risk.  

• Like the Shire, the Surf Coast Shire's 55-64 and 65+ age group represent 

the largest proportion of growth in the labour force; however in opposition 

to the Shire, 15-24 and 25-54 age groups have also exhibited strong 

growth. The Corangamite Shire’s growth in the labour force has been led 

by the 65+ age range and in contrast to the Shire, the 15-24 age range 

grew strongly over the specified period. Following this bracket was the 

55-64 age range with growth approaching 10.0%. The only labour force 

age range to contract in the Corangamite Shire was the 25-54 years 

bracket.  

 

Source: Australian Bureau of Statistics (ABS) – Census 2006 and 2011 
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Figure 57 
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In the future we are going to have to pay mature aged workers more to 

keep the skilled people in the workforce.  

- Manufacturing 
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Pressures of an ageing workforce are being felt throughout Australia and continue to 

pose as an ongoing challenge. 

69 

The ageing workforce phenomena is not isolated to the Shire, however only Victoria and Australia seem to be experiencing positive growth in 

the younger age groups.  

In comparison to the LGA’s, Regional Victoria has seen similar movement in their labour force during this period. All labour forces being compared have 

shown a substantial positive movement in both their 55-64 and 65+ age groups. Victoria, Australia and surprising Corangamite have shown growth in the 

25-54 age group labour force. Not surprisingly, only Victoria and Australia have seen a growth in the 15-24 year old labour force. This may be linked to 

education and job opportunities in the regions who are experiencing decline as discussed in other sections of this report.  

Source: Australian Bureau of Statistics (ABS) – Census 2006 and 2011 
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The Shire's unemployment rate is currently higher than that of Victoria and Australia.  

70 

The unemployment rate in the Shire is increasing at a 

substantially higher rate than the surrounding 

Shires. 

• As at June 2013, unemployment in Shire was at 789 

(6.2%) people. This represents an increase or 167 

people (1.8%) since the same time in the previous 

year.  This rate is substantially higher than the 

comparison LGA's and also as compared to Victoria 

and Australia. For the Shire this group of unemployed 

people represents a large portion of the labour force 

that is not being utilised.  

• There are a number of factors that would be 

contributing to this phenomena including, education, 

qualifications, the profile of the workforce and 

environmental factors. Isolating some of the more 

controllable variables and targeting the root causes 

may effect some change in this statistic.  

• The ability to engage this group may assist in bridging 

skill gaps and service demands now and in the future.   

 

Source: Australian Bureau of Statistics (ABS) – Census 2006 and 2011 
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For every 5-6 people that apply, we may on take one 

and that's often not necessarily because we want 

them but because we need them. 

- Manufacturing 



©  2013 Grant Thornton Australia Ltd 

The Shire's workforce is predominately male, however women make up the majority of 

the part time workforce. 

71 

The percentage of women in the workforce is lower than rural 

Victoria.  

• In 2011, the Shire’s overall workforce was predominately male 

dominated in most work categories as illustrated in Figure 60. The 

majority of the 2011 labour force was made up of full-time 

workers, part-time workers and those not current in the labour 

force. In 2011, 3,722 males were dominating the full-time 

workforce (68.4% of all full time workers) whilst 2,272 women 

(68.6% of part-time workforce) were dominating part-time roles.  

Male workers are also the dominant gender group in those looking 

for full time work and those working away from home. These 

statistics highlight a significant gender imbalance across the 

Shire’s full-time and part-time workforce.  

• One of the barriers to increasing female representation may lie 

within the nature of the work. Although industries such as 

Manufacturing have a high level of full-time employment (85.7 per 

cent) compared to all industries (70.4 per cent)7 this traditionally 

blue collar work does not always provide roles where women are 

able to contribute. .  

• Figure 60 illustrates that 3,863 women (46% of the total female 

labour force) are not working or fall within ‘Others’ – whose 

responses which were inadequately described. The total number 

of women working in the Shire in 2011 was 4,344 (51.9% of the 

female labour force for in the Shire).  In comparison to Rural 

Victoria, 89,329 women (57.6% of the female labour force in Rural 

Victoria) were working either full-time, part-time or from home. 

This leaves 62,140 women (40% of the female labour force in 

Rural Victoria) not working or falling under ‘Others.’ The Shire’s 

active workforce in 2011 was made up of fewer females in 

comparison to Rural Victoria and prompts questions as to the 

underlying reasons for fewer women in the workforce. The ability 

to clarify these causes will assist in identifying ways to increase 

diversity in the workforce and engage an able labour force that is 

not otherwise engaged.     

 

 

Source: Australia Bureau of Statistics, Census of Population and Housing 2011 GE5P - Age in Five Year 

Groups by LGA, SEXP and QALLP 
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42% of the women available to work in the Shire are not participating in the labour 

force which is higher than the average for Victoria and Australia. 

72 

The Shire's businesses are not attracting a large number of emails to the 

workforce.  

• The rate of women not participating in the labour force in the Shire is 42% (3,487 

women. This statistic is substantially higher than the 39% in Victoria and 36% in 

Australia. Further analysis into the breakdown of workforce diversity in Victoria 

shows that 1,179,113 women (52.7% of the female workforce in Victoria) were 

actively working in full-time roles, part-time roles or working from home. This is a 

slightly higher participation rate in comparison to the Shire.  

• The inability to attract and retain women in the workforce should be investigated 

for the Shire in particular in order to optimise workforce productivity. 

Source: Australia Bureau of Statistics, Census of Population and Housing 2011 GE5P - Age in Five Year 

Groups by LGA, SEXP and QALLP 
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The participation rate for women in the workforce is not significantly different from 

that of surrounding shires. 
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The Shire's female workforce profile is similar to that of Corangamite, 

with Surf Coast in comparison exhibiting a much higher participation 

rate.  

• Corangamite’s labour workforce breakdown is similar to that of the 

Shire’s where 3,417 women (52.2% of the total female labour force in 

Corangamite) were engaged in work in 2011. Interestingly, there were a 

higher percentage of women working in Surf Coast. This included 5,828 

women (56% of the total female labour force in Surf Coast).   

• Reasons for such discrepancies should be investigated further as it is 

significantly impacting on the Shire's workforce optimisation. Particularly 

as there is a high percentage of females in the Shire who are highly 

qualified and may not be participating in the workforce.  

Source: Australia Bureau of Statistics, Census of Population and Housing 2011 GE5P - Age in Five 

Year Groups by LGA, SEXP and QALLP 
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A continuing decline in the participation of women in the workforce between the ages 

of 15-34 and 25-34 will mean a smaller workforce pool and increased skills gaps.  

74 

Women may be actively choosing to move from full time to part 

time employment, or perhaps leave entirely.  

• Figures 67 illustrates the Shire’s full-time employees in 2011. The 

overall trend shows that women working in full-time roles 

decreased between the ages of 25-34.  In comparison Figure 68 

shoes  the decrease in the part time  female work force being 

more severe, dropping significantly from the ages of 15-19. The 

ability to identify the reasons for such a dramatic change within 

these age groups could assist in understanding whether or not 

females are staying with the Shire for work or choosing to move 

away for other opportunities.  

Source: Australia Bureau of Statistics, Census of Population and Housing 2011 GE5P - Age in Five Year 

Groups by LGA, SEXP and QALLP 
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Women make up a significant portion of service based occupations in the Shire. 

75 

Potential skill gaps may occur in service-based occupations if the number of women in the workforce continues to decrease. 

Analysing occupations by gender indicates that  that the following professions are mostly represented by women: 

• Community and personal service workers (828 people, 79.3% of the total number of community and personal service workers) 

• Clerical and Administrative Workers (682 people, 81.3% of the total number of Clerical and Administrative Workers) 

• Sales Workers (575 people, 66.5% of the total number of Sales Workers) 

• Professionals (746 people, 63.8% of the total number of Professionals)  

 While men are seen as :  

• Technicians and Trades Workers (1,079 people, 83.2% of the total number of Technicians and Trades Workers)  

• Machinery Operators and Drivers (658 people, 95.7% of the total number of Machinery Operators and Drivers) 

• Labourers (1,065 people, 63.9% of the total number of Labourers) 

• Managers (1,147 people, 65.4% of the total number of Managers) 

Although the equality of participation in roles is often dominated by a particular gender, the continued changing nature of required skills and qualifications 

and the shift away from traditionally blue collar labour roles in the Shire may see more women in industries previously perceived as male dominated.  

Source: Australia Bureau of Statistics, Census of Population and Housing 2011 GE5P - Age in Five Year Groups by LGA, SEXP and QALLP 
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The Shire should encourage more women in the workforce to assist in meeting skill 

demands. 

76 

Increasing the number of women in the workforce is a strategy to tackling skill shortages. 

• Figure 70 provides a snapshot of the gender structures across industries for the Shire. Our analysis highlighted that there are differences between the 

number of women working in specific industries. For example, manufacturing and construction are generally a male dominated industry.  

• Given the size of the Shire's current labour force, optimising each person's ability to work will contribute to a more sustainable economy. For this 

reason, the role of women in the workforce should be promoted and encouraged to assist in minimising skill gaps and demands. The National Skills 

Shortage Strategy for Local Government considers different businesses way to bridge skill gaps. This includes developing workplace diversity programs 

which include increase workplace flexibility to address workforce needs.14 

Source: Australia Bureau of Statistics, Census of Population and Housing 2011 GE5P - Age in Five Year Groups by LGA, SEXP and QALLP 
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The imbalance of women in the workforce is not an issue specific to the Shire and 

reflects Australia's over gender profile.  

77 

National strategies and initiatives may assist the Shire in 

combating the imbalance of women in their workforces.  

• Figure 71 provides a snapshot of the gender structures across 

industries for the Victoria and Australia. Our analysis highlights 

that although there are differences between the number of 

women working in specific industries, the Shire is not 

significantly different to Victoria and Australia.  

• It highlights that the Shire is facing a challenge impacting the 

whole of Australia. As a result, the Shire would benefit from 

looking to other councils and Victoria as a whole for initiatives 

and strategies being implementing to attract more women to 

the workforce.  

Source: Australia Bureau of Statistics, Census of Population and Housing 2011 GE5P - Age in Five Year Groups by LGA, SEXP and QALLP 
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Women in the Shire hold the majority of higher education and qualifications.  

78 

Although women a more highly educated than the men in the Shire, they are not being attracted to the workforce.  

• Figure 72 illustrates the breakdown of qualifications in the Shire by gender. The graph clearly illustrates that females in the Shire hold more formal 

qualifications than males at all levels. Of particular concern is that although women are more qualified, there are significantly less of them participating 

in the workforce. Understanding the reasons why may provide opportunity to fill skills gaps and attract more qualified participants to the workforce.  

• With the changing nature of industries and the need for a more formally skilled and qualified workforce, traditionally blue collar male dominated 

industries require less labourers and qualified workers. Understanding the changing industry landscape and their requirements will assist in workforce 

planning activities.  

 

Source: Australia Bureau of Statistics, Census of Population and Housing 2011 GE5P - Age in Five Year Groups by LGA, SEXP and QALLP 
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Currently there are skills shortages across professional services, food services and 

speciality trade services. 

79 

Qualification shortages are aligned with job shortages. 

• The following information was sourced from a survey conducted by the 

Industry Advisory Committee (IAC) in the Colac Otway Shire. From a 

total of 89 responses, 84% of businesses (approximately 75 

businesses) surveyed reported difficulty filling staff vacancies. The 

most acute jobs shortages were identified as the 9 occupations in the 

graph below.  

• The job shortages identified by respondents correlate to the 

qualifications shortages identified in the survey as depicted by the 

graph to the right.  
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The highest demand is for certificate level qualifications across 

businesses in the Shire. 

• From the perception of the businesses responding to this survey it is 

interesting to note that certificate level qualifications across a number of 

professions were identified as being required the most by businesses in 

the Shire. Grant Thornton is cautious of drawing assumptions from this 

data set as the survey was completed in 2009 and designed for a the 

purposes of attracting funding for the Technical Trade Centres.  
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The total number of businesses in the Shire has been relatively steady with the large 

majority being small businesses.  

81 

Total number of businesses have increased in aligned with 

Victoria's growth. 

• The Shire offers diverse employment opportunities that range 

from large manufacturers to small retail and food service 

businesses. The overall total number of businesses within the 

Shire currently has 2,321 businesses where 1,502 businesses 

(65% of the Shire’s total number of businesses) are non-

employing businesses. Figure 74 illustrates the growth trend of 

businesses within the Shire from 2007-2011. The impacts of the 

Global Financial Crisis (GFC) can be seen in 2009 where the 

Shire’s operating businesses decreased by 15 during 2008 to 

2,286.  Excluding the impacts of the GFC, it appears that the 

Shire possess an overall steady business environment. 

• In 2011, small businesses that employed less than 4 people 

(1,995 businesses, 86% of the Shire’s business profile) made 

up the majority of the Shire's business profile. These 

businesses are significant stakeholders and play a significant 

role in providing goods and services to the Shire’s community.  

• In comparison, only 326 business employ more than 5 people 

(14% of the Shire’s total business profile). Data identifying the 

industry and market share of each business was not available. 

This information has a direct influence on workforce planning 

initiatives and its absence from this analysis should be noted.  

Source: Australian Bureau of Statistics, National Regional Profile: Colac-Otway (S) (Local Government Area) 
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Smaller businesses make up a higher percentage of those entering and exiting the Shire. 

82 

Business Movement in the Shire and surrounding areas. 

• In 2011, the Shire experienced 209 new business entrants and 194 businesses existing. The 

rate at which new businesses entering the Shire is showing a decreasing trend. In 2008, a total 

of 229 businesses entered the Shire whereas in 2011, only 169 have entered.  

• On average, 212 businesses that employ less than 4 people (92% of new business entering) 

have entered the Shire between 2008 and 2011.  For the same period 94% of businesses 

exiting the Shire were of this size. This is a strong indication that small businesses employing 

less than 4 people are struggling to maintain operations in the Shire. 

• Figure 78 illustrates the breakdown of exiting groups in the Shire between 2008 and 2011. 

Despite the negative outlook for business employing less than 4 people, the overall movement 

of exiting business has declined for this period.  

• The overall movement of business in and out the Shire during 2007 and 2011 is declining. The 

impact of this is that new businesses providing job opportunities and innovation are not 

entering and those which may be mature or in a period of decline are not exiting. This poses a 

potential risk to increasing innovation and efficiency in the local economy.  

• In comparison to neighbouring shires, the Shire has experienced a more steady rate of 

business movement between 2008-2011. Since the GFC in 2009, Corangamite and Surf Coast 

similarly experienced negative business movement. However, Surf Coast Shire has been able 

to bounce back more readily.  

 

 

Source: Australian Bureau of Statistics, National Regional Profile: Colac-

Otway (S) (Local Government Area) 
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Business in the Health Care and Social Assistance industry have the highest survival as 

compared to the all industries average.  

83 

Three of the Shire's top 5 largest employing industries have 

higher than average survival rates.  

• Figure 79 illustrates the average survival rate of new businesses 

in Victoria and Australia. The overall trend demonstrates that 

new businesses have a decreasing survival rate within the first 3 

years of operation. Based on this data, 24.2% of entering 

businesses fail to continue operation after 12 months. Only 51% 

of businesses that entered the market in 2008-2009 maintained 

operations in 2012.  

• The survival rate for existing businesses for the period of 2008-

2012 was 61.8%. There is a 10.8% gap between the survival 

rates of existing and new businesses in 2012. This provides 

valuable insight for the Shire and can assist in driving initiatives 

to support new businesses.  

• Figure 80 illustrates the Shire’s top 5 largest industries and the 

survival trend for new businesses entering in 2009. The top 5 

largest industries have a combined average average survival rate 

of 78% after the first 12 months of operation. This is higher than 

the average survival rate for all industries (75.8%). After 3 years, 

Accommodation and Food Services and Retail Trade had 

survival rates less than the industry average, but only marginally. 

Interestingly Health Care and Social Assistance (64.8%), 

Agriculture, Forestry and Fishing (53%) and Manufacturing 

(53.1%) had above average survival rates. 

• This data illustrates that 3 out of 5 of the Shire’s largest 

employing industries have survival rates above average and may 

present future opportunities and avenues for improving the 

Shire’s economy.  
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Assisting businesses groups identified as having a lower rate of survival and providing 

support may mitigate some of the risks of failure.  

84 

Small business experience the largest threat to their 

survival in the first 3 years of operation.  

• The analysis of businesses entering the Shire reflects 

the survival rates of each group illustrated in Figure 81 

Australia's business survival rates for entering 

businesses is after the first three years is 51.0%2.  

• Businesses entering the Australian market that are 

either non-employing (self-employed small business) or 

employing between 1-4 staff experience the highest rate 

of failure in the first three years of operation. Only 46.5% 

of non-employing businesses survive into their third year 

of operation whilst 59.6% of businesses employing 1-4 

people survive to their third year of operations.  

• Identifying these businesses and assisting them early in 

their business lifecycle may increase their chance of 

survival.  

 

Source: Australian Bureau of Statistics, Counts of Australian Businesses – Including entries and exits (June 2008-June 

2012) 
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Assisting businesses groups identified as having a lower rate of survival and providing 

support may mitigate some of the risks of failure.  

85 

Small business experience the largest threat to their survival in 

the first 3 years of operation.  

• The graph illustrates the survival rate of businesses entering 

Australia in 2009. Businesses entering the Australian market that 

are either non-employing (self-employed small business) or 

employing between 1-4 staff experience the highest rate of failure 

in the first three years of operation. Only 46.5% of non-employing 

businesses survive into their third year of operation whilst 59.6% 

of businesses employing 1-4 people survive to their third year of 

operations.  

• During the period from 2008 to 2012 the average survival rate of 

existing businesses in Australia for non-employing businesses 

was 55.6% whilst the survival rate of existing businesses 

employing 1-4 people was 68.1%, averaging to 61.85%. 

Australia’s business survival rate for existing businesses in this 

period sits at 61.8%. An additional 10% chance of survival can be 

achieved after the first 3 years of operations.   
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Non-employing and large businesses are both experiencing steady growth in the Shire.  

86 

Businesses employing 5 or more people continue to increase in 

aligned to the Shire's overall growth rate. 

• Using the data obtained from the National Regional Profile for Colac-

Otway (2007-2011), our analysis identified that businesses who 

employ more than 5 employees have increased/decreased more or 

less in line with the total number of businesses (2007-11) in the Shire. 

• The number of businesses of this size entering and exiting the shire 

have been relatively stable.  Approximately 19 businesses (9% of new 

businesses) entered the Shire in 2011, whilst only 14 businesses (7% 

of businesses who choose to leave the shire) have left the Shire.  

• The data analysed suggests that the number of businesses who 

employ 5 or more people are steadily increasing. 

 

Source: Australian Bureau of Statistics, National Regional Profile: Colac-Otway (S) (Local Government Area) 
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Section: Business Profile 

The number of non-employing businesses in the Shire continues to 

increase and represents opportunity for growth.  

• The number of businesses owners that are self-employed with no 

additional employees (non-employing businesses), has steadily 

increased since 2007 and was not severely impacted by the GFC.  

This group is the most dominant business type in the Shire with the 

steadiest growth-rate. Figure 84 illustrates the growth of this group 

which has increased by 72 businesses between 2007 and 2011.  

• Despite this steady growth, 148 businesses (76% of exiting 

businesses) that employ no people have chosen to exit the Shire in 

2011.  

• Understanding this trend may give insight to the type of industries and 

businesses which are experiencing success in the Shire and may 

provide employment opportunities if assisted to expand.  
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Businesses employing 1-4 people are experiencing a steady decline in the Shire.  
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Source: Australian Bureau of Statistics, National Regional Profile: Colac-Otway (S) (Local Government Area) 

Section: Business Profile 

Businesses employing 1-4 people are decreasing  

• The number of small businesses that employ 1-4 people 

have been declining from 2007 to 2011. In 2011, 

businesses that employ 1-4 people included 493 

businesses (21% of the Shire’s overall business profile). 

• This is a significant challenge for the Shire as one in five 

businesses in this group left the Shire in 2011. This is 

supported by the breakdown of businesses exiting the 

Shire where 32 businesses (16% of businesses leaving 

the Shire) fell into this category. The ongoing trend 

appears to highlight a negative outlook for businesses 

within this group. 

• Figure 85 highlights the reduction of business employing 

1-4 people within the Shire.  
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A number of barriers to the Shire have been identified as further impacting on the 

identified workforce issues.  

89 

Primary Methods of Transport and Movement include walking and cars. 

• Grant Thornton have conducted an environmental scan on behalf of the Shire, taking into account environmental challenges related to infrastructure 

including roads and township amenities, as well as public transport infrastructure such as trains and buses. Also considered in this section is the 

availability of internet to the local community and the potential affects this may have on individuals and businesses in the community.  

• During this environmental scan, Grant Thornton has analysed and drawn comparisons with the surrounding areas including Corangamite and Surf 

Coast Shires due to their proximity and similar rural location.  

 

Section: Environmental Scan 
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Surprisingly, public transport is a highly unused form of travel due to limited schedules 

and community access. 
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For those needing to get to work, travelling by car or foot is the preferred mode 

of transport.  

• Of the 9,342 employed residents of the Shire, who do not necessarily work in the 

Shire, the most common form of transport to work is by car, 6,285 (67.3%), the 

second most common form is walking, 573 (6.1%), followed by riding a bicycle, 297 

(3.2%).  

• At this point in time only 51 (0.54%) employed residents indicated they use some 

form of public transport to get to work. This may be due to the limitations of train 

and bus services in the area caused by infrequent services and a lack of 

infrastructure. However, this may also be due to the fact that the majority of 

residents work close to home.  

• Currently, census data (2011) indicates that 7,468 (78.8%) of the Shire’s employed 

residents live and work in the area and 733 (7.7%) work outside the area. 

Additionally, 863 non-residents (who make up 10.4% of workers in the area) live 

outside the Shire but travel to the Shire to work each day. This indicates that 

approximately 1,600 people are commuting to or from the Shire each day to go to 

work.  

• There is a pattern of high utilisation of cars that travel to work within the Shire 

(6,285, 67.3%), and in the neighbouring Shires of Corangamite (4363, 58.4%) and 

Surf Coast (8,377, 68.9%). In contrast, the utilisation of public transport in these 

Shires is relatively low. Surf Coast’s residents currently utilise public transport the 

most with 366 (3%) of employed people aged 15 or older utilising buses and trains 

compared with only 51 (0.5%) and 35 (0.5%) in the Shire and Corangamite 

respectively. 

• Considering these figures it may be beneficial for the Shire to expand its public 

transport offerings to improve workforce mobility and the enhance desirability of the 

Shire as a place to both work and live in the future.  

Section: Environmental Scan 

Source: Australian Bureau of Statistics, Census of Population and Housing 2006 and 2001 
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Improvements to public transport services will increase workforce and resident 

mobility and also improve the attractiveness of the Shire as a place of residence.  
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The Shire has significantly less public transport infrastructure 

compared to neighbouring shires, impacting on mobility.  

• There is currently a shortage of public transport options for local residents 

of the Shire, as well as for those needing to travel to the Shire. Particular 

areas where the Shire is facing increasing pressures for infrastructure 

include; connections with Geelong and Warrnambool. 

• The main suppliers of education for Shire's residents are located in 

Geelong and Warrnambool, with 42 (41%) of respondents to the Colac 

Industry Advisory Committee (IAC) Survey indicating they are using them. 

This may partially explain the pressure on the Shire to improve connection 

with Geelong. 

• At present there are 138 (1%) buses registered in the Shire. Bus services 

are scheduled to come every 1.5 hours, with 3 available routes servicing 

Colac Town Centre; these services operate within the following limited 

times: 

• 8am-5:30 pm Monday – Friday, and  

• 8:30am-12pm on Saturdays 

• Train services are also very limited, with V/Line train services running 

from Colac to Melbourne (via Geelong) 3 times a day and from Colac to 

Warrnambool 3 times per day, 7 days per week. These schedules may 

pose significant challenges for those local residents relying on public 

transport to get to and from their place of work.  

• The Surf Coast Shire’s population and labour force has grown 

substantially since 2006 compared with the Shire and Corangamite, and 

as a result it has expanded its public transport network. It currently 

operates 14 different routes and approximately 229 services per weekday, 

in comparison with the Shire’s 5 different routes and approximately 30 

service per weekday. This investment in transport infrastructure enhances 

the attractiveness of the Surf Coast Shire as a place to reside and may be 

assisting local businesses to fill skills gaps more easily by having greater 

access to the workforce pool.  

 

Source: Australian Bureau of Statistics (ABS) National Regional Profile, Colac-Otway (S), 2007-2011 
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Increasing access to the Shire and key infrastructure will attractiveness and liveability. 

92 

The Shire needs to improve its connectivity to the rest of rural Victoria.  

• The Shire has future plans to improve infrastructure through alternative truck routes, and improved pedestrian and cycling infrastructure. This includes 

plans to develop a bypass which would help to reduce the congestion caused by heavy vehicles passing through the Shire. The need for an alternative 

truck route was identified several years ago, however strong community opposition has caused delays to the project.   

• Additionally, as indicated by the Geelong Structure Plan 2007, the Geelong Bypass, completed in 2013, has been a beneficial infrastructure 

investment due to increased road freight efficiency. It has also encouraged tourism and stopovers in the Shire, but has also experienced a traffic 

bottleneck in Murray St, Colac.  

• Reducing travel time between neighbouring Shires is also important for access to education and training for residents in the Shire. As previously 

discussed the majority of education and training providers for further skills development are not located locally and require significant travel, making 

further study and up skilling less attractive.  

• Projects such as these are important for improving the attractiveness of the Shire as a place to reside due to reduced noise pollution, improved traffic 

conditions and improved accessibility for tourism and commercial vehicles. It is important that the Shire continues to undertake such community 

development projects to remain competitive with surrounding areas such as Corangamite and Surf Coast Shires. 

Section: Environmental Scan 

Lack of public transport is not helping students wanting to 

learn. 

- Education and Training Providers 
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Lack of internet connectivity will continue to act as a barrier to both education and  

businesses opportunities. 
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Internet Connectivity 

• Currently, 35.4% of the Shire has no internet connection, the 

highest proportion of homes without internet connection of all 

Great South Coast municipalities. The Shire is 19% below the 

Victorian average.  

• Currently, Surf Coast Shire has the highest proportion of 

household with internet connection, with 7,605 (79%) residents 

using some form of internet and 6,875 (71.2%) using broadband 

connection. The Shire has a very comparative level of internet 

connection with Corangamite, with 5,277 (64.6%) and 4,145 

(64.7%) of households respectively connected and 

approximately 57% of total households in both Shires using 

broadband. 

• With a lot of education content now being delivered online, and 

an increasing market for online learning, residents without an 

internet connection may be disadvantaged in their ability to 

access online learning, online services and information. 

• Ability to access the internet will also impact on the success of 

businesses as it puts them at a competitive disadvantage to 

those in competing municipalities.  

• The Colac Strategic Plan 2013-17 indicates there is growing 

community demand to communicate with Council via social 

media and growing demand for increased online services 

offered by the Council. 

• Although this is a continued problem, the National Broadband 

Network will soon be implemented and may improve this 

situation for residents and businesses.  
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Understanding 

system barriers. 

Developing the 

right skills. 

This section presents the key workforce trends and issues as identified through 

workshops with stakeholders in the Shire.  

These key themes were developed to help understand and address some of the 

common trends and issues in the Shire's workforce raised from interviews with 

key stakeholders in the community.  

 

These are not recommendations, as this would require greater community 

consultation and a greater in depth understanding of unique business and 

community contexts. This section is intended to help initiate thought and 

discussion in the workforce planning process.   
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Managing 

perceptions.  

Capitalising on 

communication. 

Section: Workforce Insights 
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• Businesses, education providers and the council are often communicating in silos. Individually there are some beneficial initiatives being undertaken 

but they would be more successful if there was greater communication and involvement between sectors. Learning from others' initiatives and 

knowledge sharing of successes would benefit all. Additionally, although many initiatives are implemented, there is seems to be no follow up analysis 

of the their success or failure.  

• Businesses (particularly in manufacturing) have expressed a lack of communication with education providers. Many have mentioned that they had 

received no contact from the local schools or students regarding work experience programs. Many of these businesses want to have more interaction 

with the schools to help educate students on their options for employment and prepare them for the reality of working life. Participation through careers 

talks at school by businesses was provided as an example. 

• Businesses are often unaware of the training provided by the RTOs whilst the RTOs are in turn not necessarily providing the training that is required by 

the business in the Shire. This is having a two fold impact on the workforce. There is a lack of communication between education providers and 

businesses in understanding the skills and qualifications required by businesses in the Shire. Education institutions, the councils and businesses need 

to work together to understand the training needs of employers.  

• There is a lack of communication and collaboration between businesses in the same industry. This is having a negative impact in regards to benefitting 

from economies of scale with training.  

• A disconnect between schools and families was also identified by both businesses and education providers. There seems to be a lack of involvement 

and communication to the families of the issues identified by the schools.  

 

Greater communication is required between all sectors to improve the success of 

initiatives in the Shire.  
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Capitalising on 

communication. 

A lack of communication can often lead to a duplication of effort and a lower success rate of initiatives.  

We should be doing more knowledge sharing and knowledge 

transfers. 

- Local Government 

We would love to have clinical teaching positions and connections 

to Deakin and the Gordon. 

- Health Care and Social Assistance 

Section: Workforce Insights 
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• It would be valuable to spend time educating students on the expectations of work life as there seems to be a disconnect from reality. Businesses 

across all industries interviewed are finding that the younger workforce does not appreciate what full time work involves. Job readiness skills and 

attitudinal preparation would be valued by businesses.  

• Businesses in manufacturing feel that there is a negative perception being perpetuated about apprenticeships and trade professions. The younger 

workforce is also not always aware of the changing nature of the workforce in many industries and unaware of the types of job opportunities that are 

available.  

• The jobs in the Shire are traditionally blue collar and quite laborious. There is a perception in both education and manufacturing sectors that women 

are not necessarily suited to these roles and are therefore not as readily presented as options. Many of the business interviewed have indicated that 

they do have women in their workforce and they often do the same/ similar type work as males. 

• The number of unskilled jobs in the Shire are decreasing as business profiles change. Businesses are concerned that there is a perception that these 

roles will always be available. This is being perpetuated by high paying seasonal jobs being offered to young people by big companies. Businesses 

also need to understand better recruitment practices to attract the right people so they don’t drop out of apprenticeships and jobs.  

• Education institutions are attempting to teach students that staying in school longer makes for a much more successful apprentice. The concern is that 

students do not understand that a certain level of education is still required to be an apprentice.  

• There is a difference between finding employment and finding meaningful employment 

• There is a disconnect between sectors of the community with each believing they are playing their part. The comment was made that the community 

does not come together and act as a unified force on issues.  

 

The ability to manage perceptions of key stakeholders in the Shire is a vital criteria for 

successful workforce development. 
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Managing 

perceptions.  

Managing the perceptions of the workforce and businesses should be taught early in order to mitigate preventable 

failures.  

The Shire needs workers that are skilled, job ready and aspirational. 

- Education 

Section: Workforce Insights 
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Having the capacity to develop a workforce with the right skills and qualifications 

needs to be a focus to the shire.  
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• Most industries are evolving to require a more highly skilled and educated workforce due to factors such as automation, external reporting and the 

need for managerial staff with leadership skills.  

• Automation in a number of industries is changing workforce needs. It is affecting both the size of the workforce and the requirement of particular skills 

sets. With the introduction of machines, traditional labour work is being reduced. With this comes an increased need for a higher skilled labour force 

that can operate and manage such processes. Businesses have also commented that they prefer this trend as it ensures quality of outcomes of their 

products.  

• Businesses have expressed a skills shortage for particular jobs such as electricians, fitters and turners, building inspectors and planners.  

• Job vacancies exist in many of the businesses interviewed. However, many expressed that many of the applicants did not poses the skills sets 

required. Access to specialist qualified people is a struggling in a number of industries. It can be costly trying to employee these people and they are 

also difficult to attract. Many of the jobs available also require specific on the job training, however business are still having difficulty finding 'the right 

person' to do the job. This is often a reflection of their character, work ethics and job readiness.  

• Practical skills in the younger workforce are often lacking. Businesses interviewed commented that youth are not being taught about the trade options 

required to gain in employment in the community and often lack the practical skills.  

• Interviewees from the health and aged care sector commented that quality of some training courses as commented by a number of different 

industries is of concern. People are undertaking courses that are not providing quality outcomes. As a consequence, many businesses are providing 

their own training to employees.  

• Employees are not the only ones that require training. One manufacturing interviewee commented that businesses need training in succession 

planning as it was many are very short sighted when hiring.  

 

 

 

Understanding what skills and qualifications are required by businesses now and into the future and supporting 

residents to gain these is necessary for successful workforce planning activities for all business in the Shire.  Developing the 

right skills. 

In some cases, the courses undertaken by 

candidates do not meet our criteria and are 

unable to deliver the required quality of care. 

- Health Care and Social Assistance 

Training and apprenticeship courses are 

supported by funding which is dependent on the 

qualifications the applicant has. 

- Education and Training Provider 

When recruiting, you need to find the 'right 

person' first – character, morals and work 

ethics. It's not just about skill sets. 

- Education and Training Provider 

Section: Workforce Insights 
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• Scale of efficiency is a problem when providing training to residents in the Shire. Education providers have expressed that it is too expensive to send 

teachers down to train only a few individuals. This often means that people need to travel to receive training which is sometimes viewed as a 

disincentive. Public transport and public infrastructure is an ongoing barrier for students and the workforce.  

• Interviewees from the manufacturing sector identified a strong need for training in the areas of mechanical engineering, metal works and fitters and 

engineering however funding is required for onsite training. Currently onsite training for many of these required skills sets is not available in the Shire, 

even with the development of the new Trade Training centres. Many businesses such as those in manufacturing need to send their apprentices out of 

Colac (to Melbourne and Geelong) to be trained. The equipment and facilities required for their training is not available in Colac.  

• Some courses such as small business management and training which are of high need, are now poorly funded making it less accessible to the many 

run family businesses in the Shire.  

• Funding levels for up skilling and training are dependent upon the qualifications already held by applicants making it difficult for those wanting or 

needing to obtain further training and qualifications. This has been particularly relevant for return to work females after taking maternity leave wanting 

to re-enter the workforce.  

• Education providers have commented that there is a lack of funding to help students with high needs. One school in particular attempted to support 

students at risk of disengagement by providing them with an alternative learning model, however this was too costly to run and took resources away 

from the rest of the cohort.  

• The ability to qualify of for Youth Allowance has been identified as a barrier for students wanting to continue their education. For young graduates 

having to move away from home is expensive. Those taking a gap year to work sometimes do not end up going back to study after they have 

experienced the financial gains.  

 

Removing barriers from achieving workforce productivity should be a key initiative for 

the Shire.  
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Barriers such as infrastructure, education and training facilities and funding should be investigated further to 

understand the extent of their impact as a barrier to workforce productivity.   Understanding 

system barriers. 

The new technical training facility has been built but it does not have all the 

training needs and machinery for people to be training on specific skills required 

by the businesses in the Shire.  

- Manufacturing 

Section: Workforce Insights 
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Targeted programs to engage an otherwise disengaged youth can be mutually beneficial 

to both employee and employer.  
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Developing disengaged youth.  
 

• Transitioning to full time employment can be difficult for the best of people. 

• Successful programs can be developed to attract and retain disengaged youth.  

• Spending time understanding and developing people can build valuable relationships between employees and employers.  

 

Mini Case Study – Australian Lamb Co. (ALC) (Formerly CRF) 

 

Company Profile: 

This company is an abattoir in Colac employing approximately 430 employees, with the majority of the workforce (70%) being casual staff due to the 

shift work nature. Approximately 85% of the workforce is from the Shire with a large number being women (30-40% of the workforce).  

 

Workforce Initiative 

• ALC has developed a program specifically targeted at supporting disengaged school leavers most often at a year 8 or 9 level.  

• The program starts with an induction program where they learn basic fundamental skills. They are then paired with a buddy who acts as a mentor 

and coaches them through their work and training. They are intentionally placed with a buddy that is empathetic to their situation and will nurture 

them.  

• Buddies support their integration into the workforce by spending tea breaks and lunch with them and introducing them to others.  

• ALC operates 7 days a week in two 8 hour shifts starting at 5.30am. School leavers are introduced to the workforce more slowly, staring at 3 days a 

week for only 4 hours. This is because the type of work is physically taxing and can also be psychologically confronting.  

• The program goes for approximately 4-6 weeks until they are assimilated into the normal workforce. The program itself has had a 100% success 

rate, taking on one person a month for the past 18 months.  

• All those who they provided the opportunity to have stayed on as employees long term and are good employees showing loyalty to the company.  

Section: Workforce Insights 
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The two biggest workforce issues to come from the stakeholder interviews were job 

readiness and specific technical skills gaps in the workforce.  
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Specific technical skills gaps 

• In interviews a number of skills gaps have been identified by 

industry stakeholders who reported chronic difficulty in recruiting 

people with some essential technical and mechanical skills.  Some 

of these gaps may not be formally identified as job vacancies as 

employers will not bother to advertise positions when there is little 

or no chance of filling them. 

• The professions with particular gaps included: 

• Fitters and turners 

• Electricians 

• Mechanical engineers 

• Diesel mechanics 

• Plant operators with skills in robotics and process 

automation 

• In the absence of local training opportunities in these professions, 

these skills need to be recruited from elsewhere (usually Geelong, 

Ballarat, or Melbourne).  It is noted that there have been significant 

changes within the regional workforce due to the recent closure of 

large plants operated by Ford, Alcoa, Toyota and others.  At 

present, the wider impact of these closures is not known and it is 

too early to tell if the recent factory closures will increase the 

availability of these skills in Colac.  Given the large scale of recent 

redundancies it seems possible in the short term at least, that 

there is an opportunity to recruit some of these skilled workers to 

Colac based companies. 

•  Interestingly, a number of interviewees reported that even if they 

can’t find people with formal qualifications, they still look for people 

with strong aptitude in these areas or potential to develop the skills 

in the future. 

  

Job readiness 

• A consistent theme emerging across the industry stakeholders is a 

strong concern with the overall “work-readiness” of younger 

potential employees such as school leavers or younger people. 

There is a reported need to dramatically improve capabilities in the 

areas of: 

• Resilience and coping skills 

• Interpersonal communication 

• Working in a team and accepting direction 

• Punctuality and reliability in attendance 

• Personal presentation  

• Physical strength and fitness 

• Endurance i.e. ability to work a full shift 

•  These skills were considered central to an individual being able to 

function successfully as an employee. 

• Clearly the development of these personal characteristics goes 

beyond the responsibility of just the parents, or the schools, training 

bodies, or the employers.   When these characteristics are 

underdeveloped there is no obvious pathway for younger people to 

develop them. Strategies to develop these skills need to be 

considered. 

 

Section: Workforce Insights 
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Section: Appendices 

Appendix A: Survey Participants 

Industry Participants Percentage Quantity 

Accommodation and Food Services 
11.6% 5 

Administrative and Support Services 
2.3% 1 

Agriculture, Forestry and Fishing 
4.7% 2 

Arts and Recreation Services 
2.3% 1 

Construction 
9.3% 4 

Education and Training 
9.3% 4 

Electricity, Gas, Water and Waste Services 
2.3% 1 

Financial and Insurance Services 
0.0% 0 

Health Care and Social Assistance 
14.0% 6 

Information, Media and Telecommunications 
9.3% 4 

Manufacturing 
7.0% 3 

Mining 
0.0% 0 

Professional, Scientific and Technical Services 
2.3% 1 

Public Administration and Safety 
4.7% 2 

Rental, Hiring, and Real Estate Services 
0.0% 0 

Retail Trade 
18.6% 8 

Transport, Postal and Warehousing 
0.0% 0 

Wholesale Trade 
2.3% 1 

Other (please specify) 
10 10 

answered question 43 43 

skipped question 8 8 
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Appendix B: Interviewee List 

Industry Organisation Name/Title 

Manufacturing Australian Lamb Co. Production Manager 

Manufacturing CMPT Manufacturing COO 

Education Vic Training Group (VTG) Andrew McCarthy  

Education The Gordon TAFE Cameron Quinton – 

Education Colac Secondary College Principle 

Education Trinity College Principle 

Transport, Postal and Warehousing Clearwater Logging Manager 

Local Government Colac Otway Shire Council Michael Swanson 

Tony White 

Rob Small 

Jack Green 

Health Care and Social Assistance Barongarook Aged Care Facility Manager 

Health Colac Area Health Geoff Isles – CEO   

Agriculture, Forestry and Fishing AKD Softwoods Shane Vicary – CEO  

Section: Appendices 
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Appendix C: Sample Government and Business Initiatives 
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Retail Services 

The Right Way Program: a national accreditation system ensuring that 

training providers adhere to national standards to ensure quality 

resources, trainers and facilities for industry-based training. The Right 

Way Program has been identified as a means of ensuring that training 

provided is relevant and valuable to retailers who have raised concern 

with available training.  

 

Agriculture, Forestry and Fishing 

Current initiatives to develop skills includes the Regional Skills Mobility 

Program in South Australia, which offers training to build the skills in 

demand by region, providing workers with greater flexibility (in timing 

and proximity) than existing training programs .  

 

Agriculture, Forestry and Fishing - Youth engagement  

Initiatives to attract new labour includes Gateway Schools to 

Agribusiness in Queensland, which engages directly with schools to 

promote agriculture to young people and increase awareness of 

pathways between schools, TAFEs and other education providers. 

This program also arranges work placements and traineeships to 

facilitate hands-on industry experience .  

 

Manufacturing 

The National Workforce Development Fund (NWDF) 

An Australian Government program that assists individual enterprises 

to increase their workforce capacity by providing workers with 

opportunities to enhance their skills through formal training. The 

NWDF aims to increase the supply of labour and skills in sectors and 

occupations where there is a current or emerging skills need. It is a co-

contribution model based on partnerships between industry and 

government. 

 

Manufacturing 

Skills Connect Fund / Skills Connect  

Announced in the 2013–14 Commonwealth Budget. The fund provides grants to 

individual firms and business clusters to support the cost of accredited training. 

The Skills Connect Fund is a co-contribution model, with a total of $45 million is 

available for grants in 2013–14. 

 

Workplace English Language and Literacy (WELL) program 

Australian Government’s primary program for providing LLN training in the 

workplace. The program assists workers whose level of LLN skills affects their 

capacity to perform workplace tasks and/or work-related training 

 

$50 million manufacturing transition grant program 

Abbott Government will provide up to $10 million of grant funding to help 

communities and business transition to new and growing manufacturing 

industries. Awarded on a merit basis with consideration given to: the multiplier 

effect of the grant and the new industry it is intended to help; the likely impact 

on job growth; and the extent of local support. This will enable manufacturers to 

transition to competitive niche and high-value added manufacturing industries 

 

Centre for Workplace Leadership 

This is a partnership between government, the University of Melbourne and 

Australian businesses that will help businesses, especially SMEs, to improve 

their performance through ‘on the ground’ projects. It will inform and educate 

managers and leaders at all levels of organisations on the importance and 

practice of good leadership, positive workplace culture and employee 

engagement and conduct relevant research into Australian workplaces 

 

Enterprise Connect 

Partially subsidised course on business leadership and management skills to 

chief executives and SME owner-managers 

Section: Appendices 



©  2013 Grant Thornton Australia Ltd 

Appendix D: List Sample Businesses 

106 

Business Name Type Main Employee % of WF 

Bulla Dairy Foods Manufacturing /Cream Products 308 13% 

Colac Area Health Health / Hospital 280 12% 

AKD Softwoods Manufacturing /Timber Processing Radiata 
Pine products 

270 11% 

Australian Lamb Company (Formerly CRFco) Manufacturing /Food Processing 260 11% 

Colanda Residential Services Accommodation for the Disabled 250 10% 

Fonterra Manufacturing /Cheese Factory 128 5% 

Clearwater Logging & Transport Transport/Logging & Cartage 110 5% 

Woolworths Safeway Supermarket Supermarket 90 4% 

Crowe Horwath (Formerly WHK) Finance/Accounting and Legal Services 80 4% 

Wettenhalls Transport (DRW Investments 
Trading as) 

Road Freight Transport 80 3% 

Otway Health & Community Services Health & Community Services 54 2% 

McKean Motor Co Pty Ltd Retail /Vehicle sales & service 44 2% 

Charles Stewart & Co Real Estate Agents and Livestock PNN 35 3% 

SkillsConnection Inc. Community Development 32 1% 

Austral Hotel Hotel 30 1% 

Corangamite Clinic Medical Practice 30 1% 

McDonald's Family Restaurants Food/Take Away Restaurant 30 1% 

Shelton Timber Treatment Co Manufacturing/Timber Mill 30 1% 

Rhys Evans PTY LTD Farm Machinery sales & service 28 1% 

BDH Constructions Pty Ltd Trade/Builders 28 1% 

Spence Construction Pty Ltd Trade/Building & Construction 28 1% 

Forrest Timber Products Manufacturing Timber 27 1% 

CMTP Manufacturing Timber Processing 26 1% 

Colac Herald Media /News Paper Publishing Commercial 
Printing 

26 1% 

Target Colac Retail Store 25 1% 

Swayn & McCabe Farm Machinery 24 1% 

Christian's Bus Company School & Charter Bus Service 15 1% 

Bluewater Fitness Centre Swimming & Fitnestre 7 2% 

Barongarook Gardens Aged Care Aged Care Facility 6 2% 

Mercy Health & Aged Care Aged care, respite care, Nursing home and 
hostel living 

5 6% 

Colac Cleaning & Property Service Cleaning Services 5 1% 

La Porchetta Pizza Restaurant Food/Restaurant 5 1% 

Café Nu Deli Food/Café 0 1% 

Total Workforce 2396 
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Shire School Type School Postcode 

ACT Charitable Organisation St. johns ambulance  2600 

Corangamite Primary Skipton Primary School 3361 

Corangamite Primary Cobden Primary School 3266 

Corangamite Primary Noorat Primary School 3265 

Corangamite Primary Lismore Primary School 3324 

Corangamite Primary Simpson Primary 

School 

3266 

Corangamite Other Hampden Specialist 

School 

3266 

Corangamite Secondary Derrinallum P-12 

College 

3325 

Corangamite Secondary Terang College 3264 

Corangamite Secondary Camperdown College 3260 

Corangamite Primary Timboon P-12 School 3268 

Corangamite Secondary Cobden Technical 

School 

3266 

Corangamite Secondary Timboon P-12 School 3268 

Corangamite Primary St Patrick's Primary 

School 

3260 

Corangamite Primary St Thomas' Primary 

School 

3264 

Corangamite Secondary Mercy Regional College 

- McAuley Campus 

3260 

Corangamite RTO National Centre for 

Dairy Education Terang 

3630 

Corangamite employment 

agency/charitable 

organisation 

Western District 

Employment Access 

3264 

COS Primary Alvie Consolidated 

School 

3249 

Shire School Type School Postcode 

COS Primary Apollo Bay P 12 3233 

COS Primary Barongarook Primary 

School 

3249 

COS Primary Beeac Primary School 3251 

COS Primary Birregurra Primary 

School 

3242 

COS Primary Carlisle River Primary 

School 

3239 

COS Primary Colac Primary School 3250 

COS Primary Colac South West 

Primary 

3250 

COS Primary Colac Specialist School 3250 

COS Primary Colac West Primary 

School 

3250 

COS Primary Cressy Primary School 3322 

COS Primary Elliminyt Primary 

School 

3249 

COS Primary Forrest Primary 3236 

COS Primary Gellibrand Primary 3239 

COS Primary Kawarren Primary 3249 

COS Primary Lavers Hill P 12 

College 

3237 

COS Primary Swan Marsh Primary 

School 

3249 

COS Secondary Colac Secondary 

College 

3250 

COS Secondary Apollo Bay P 12 3233 

COS Secondary Lavers Hill P 12 3237 

COS Secondary Trinity College  3250 

COS Primary Sacred Heart Primary 3249 

COS Primary St. Brendan’s School 3249 

COS Primary St. Mary’s School 3250 

COS Other Colac Special 

Development School 

3250 

COS TAFE Gordon TAFE 3250 
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Shire School Type School Postcode 

COS Charitable 

Organisation 

Otway Community 

College/St Laurence 

Community Services 

3250 

COS Non-Government NFP SkillsConnection Inc. 3250 

COS employment agency Colac Otway 

Workforce 

3250 

COS employment 

agency/charitable 

organisation 

Western District 

Employment Access 

3250 

COS RTO Superior Food Safety 3250 

Geelong TAFE Gordon - Geelong 

Campus 

3220 

Geelong TAFE Gordon - Geelong 

Campus 

3219 

Geelong TAFE Deakin University 3220 

Geelong TAFE Deakin University 3216 

Kerang RTO Murray Mallee 

Training 

3579 

Melbourne TAFE Holmesglen 3006 

Surf Coast Primary Bellbrae Primary 

School 

3228 

Surf Coast Primary Deans Marsh Primary 

School 

3235 

Surf Coast Primary 

Winchelsea Primary 

School 

3241 

Shire School Type School Postcode 

Surf Coast Secondary Lorne - Aireys Inlet P-

12 College 

3232 

Surf Coast Secondary Torquay P-9 College 3228 

Surf Coast Primary Moriac Primary School 3240 

Surf Coast Primary Anglesea Primary 

School 

3230 

Surf Coast Primary Freshwater Creek 

Steiner School 

3216 

Surf Coast Secondary Geelong Lutheran 

College 

3217 

Surf Coast Secondary Lorne - Aireys P-12 

College (Aireys Inlet 

campus) 

3231 

Surf Coast Primary Mount Duneed 

Regional Primary 

School 

3216 

Surf Coast Primary St Therese Catholic 

Primary School 

3228 

Warrnambool TAFE South West 

(Warrnambool) 

3280 

Warrnambool TAFE South West 

(Warrnambool) 

3280 

Warrnambool employment agency West Vic Workforce 3280 

Warrnambool employment 

agency/charitable 

organisation 

Western District 

Employment Access 

3280 

Warrnambool TAFE Deakin University 3280 
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Appendix F: Educational Institutions and Qualifications 

Institution 
 

 Adv 
dip 

 

Assoc 
degree 

 

Bachelor 
Degree 

 

Cert I 

 

Cert III 

 

Cert IV 

 

Cert 
unspec 

 

Dip 

 

Other 

 

Total 

Australian 
Catholic 
University 

n 
   2 

       2 
 

%   1.2       1.2 

Ballarat 
University 

n 
   4 

       4 
 

%   2.5       2.5 

Ballarat 
University 
(TAFE Division) 

n 
     1 

     1 
 

%     0.6     0.6 

Deakin 
University 

n 
  1 

 

14 
     1 

  16 
 

%  0.6 8.7     0.6  9.9 

Don't know 
institution of 
person 
conducting 
training in the 
workplace 

n 
       1 

   1 
 

%       0.6   0.6 

Gordon 
Institute 

n 
 

2 
   1 

 

12 
 

5 
 

2 
 

2 
  24 

 

% 1.2   0.6 7.5 3.1 1.2 1.2  14.9 

Holmesglen 
Institute 

n 
        1 

  1 
 

%        0.6  0.6 

Kangan 
Batman 
Institute of 
TAFE 

n 
     1 

     1 
 

%     0.6     0.6 

La Trobe 
University 

n 
   4 

       4 
 

%   2.5       2.5 

Melbourne 
University 

n 
   6 

       6 
 

%   3.7       3.7 

Monash 
University 

n 
   1 

       1 
 

%   0.6       0.6 

RMIT (TAFE 
Division) 

n 
 

1 
         1 

 

% 0.6         0.6 

RMIT 
University 

n 
  1 

 

3 
       4 

 

%  0.6 1.9       2.5 

Swinburne 
University 

n 
     1 

     1 
 

%     0.6     0.6 

Victoria 
University 

n 
   1 

       1 
 

%   0.6       0.6 

Victoria 
University 
(TAFE Division) 

n 
 

1 
         1 

 

% 0.6         0.6 

Other n 
 

1 
  3 

 

1 
 

8 
 

2 
 

2 
 

3 
 

1 
 

21 
 

% 0.6  1.9 0.6 5.0 1.2 1.2 1.9 0.6 13.0 

All institutions n 5 2 38 2 23 7 5 7 1 90 

 % 3.1 1.2 23.6 1.2 14.3 4.3 3.1 4.3 0.6 55.9 

Source: The On Track Survey 2013: Colac Otway LGA Report 
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Appendix G: Data Sources 

Client Document  Sponsoring Body  Date  

Colac Structure Plan  

http://www.colacotway.vic.gov.au/Page/page.asp?Pag

e_Id=459&h=0  

Colac Otway Shire  2007  

Action Agenda for Economic Development  

http://www.colacotway.vic.gov.au/Files/Colac_Otway_

Shire_Economic_Action_Agenda.pdf  

Colac Otway Shire  2009  

Skills and Labour Shortage Survey  

http://www.colacotway.vic.gov.au/Files/Colac_Otway_

Skills_and_Labour_Shortage_Survey_Results2009.pdf  

Colac Otway Shire  2009  

Community Engagement Policy  

http://www.colacotway.vic.gov.au/Page/page.asp?Pag

e_Id=1758&h=0  

Colac Otway Shire  2010  

Industry Workforce Development Strategy  

http://www.colacotway.vic.gov.au/Page/Download.asp

?name=GSC_Industry_Workforce_Development_Strat

egy_Stage2_August_2011.pdf&size=0&link=../Files/GS

C_Industry_Workforce_Development_Strategy_Stage2

_August_2011.pdf  

Great South Coast  2011  

Colac Marketing Strategy  

http://www.colacotway.vic.gov.au/Files/Colac_Marketi

ng_Strategy_2012_to_2015_.pdf  

Colac Otway Shire  2012 

Council Plan (2013-2017) 

http://www.colacotway.vic.gov.au/Page/Download.asp

?name=COS_Council_Plan_2013-

17_web.pdf&size=0&link=../Files/COS_Council_Plan_2

013-17_web.pdf  

Colac Otway Shire 2013 

Data Source Date Accessed  

Australian Bureau of Statistics (ABS) - Census 2006-2011 December 2013 

Forecast.id - Colac Otway Shire - Population and House Hold forecast 

2011 to 2013  

  

December 2013 

 

Profile.id - Colac Otway Shire – Change in Industry Sector of 

Employment 2006 to 2011 

December 2013 

 

Colac Otway Shire Business Contacts  February 2014 

Results of GT’s Colac Otway Business Survey  January 2014 

National Regional Profile: Colac-Otway (S) (Local Government Area) December 2013 

 

National Regional Profile: Corangamite (S) (Local Government Area) December 2013 

  

National Regional Profile: Surf Coast (S) (Local Government Area) December 2013 

  

The On Track Survey 2013: Colac Otway LGA Report February 2014 

Workforce, Training and Skills issues in Agriculture, October 2009 February 2014 

 

IBIS World Industry Report Q8400, Health Services in Australia, 

November 2013 

February 2014 

 

Australian Workforce and Productivity Agency, Manufacturing 

Workforce Issues Paper, October 2013 

February 2014 

 

Australian Workforce and Productivity Agency, Retail Workforce Issues 

Paper, July 2013 

February 2014 

 

Australia Unlimited, Australian Tourism Labour Force Report, 2011 February 2014 

 

Australian Workforce and Productivity Agency, Food and Beverage 

Workforce Issues Paper, May 2013 

February 2014 

 

Geobatch February 2014 
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