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“If I was to change something
the first thing I would do is to
find out where all the funding is
going and find out who is doing
the same thing and I'd want
some end results – I think
there's too much of ‘we are
doing stuﬀ’. And not enough end
results. There's a lot of people
doing fabulous work in
supporting, but what's the end
result? There is too much
duplication of services – and
everybody's doing it for the right
reasons, but it just ends up with
no changes and that becomes
the new norm”.
- Employment Service Provider
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Executive Summary
This purpose of this project was to: “research the nature of disadvantage and how it manifests for residents in the
community” to understand the links between disadvantage, the barriers it presents for economic participation and the
impediments it creates for residents’ employment.”
There are significant issues in the Southern Melbourne region in relation to unemployment rates (eg. Dandenong is at
20.9% unemployment); low incomes (the percentage of people on low income is amongst the highest in Victoria); and
disengagement of young people (with the second highest rates of disengagement of young people from school and
employment in Victoria). However, there have also been a number of very comprehensive reports and research
documents that have examined disadvantage in the Southern Melbourne region. What has not been adequately
articulated, however, was how bodies such as the Regional Development Australia could add value to what was
already being undertaken to address disadvantage in the region. This has became the focus of this project and
report.
Drawing on data and desk research examining disadvantage in the Southern Melbourne region and stakeholder
interviews to test this data, we examined existing responses, identify gaps and explored ways the RDA could add
value. Six focus areas were identified that could shift outcomes with five starting points for prototyping responses
developed.
Contradiction: High Unemployment + Job Vacancies
There are currently around 20,000 people engaged with JobActive programs in the Southern Melbourne region.
Despite this, there are also a high number of job vacancies, including for entry-level positions. In early stakeholder
interviews it became clear there were markedly different perceptions between employers and jobseekers regarding
what this contradiction meant. Employers suggested that local people did not want to work. Jobseekers argued they
wanted to work but struggled to overcome barriers such as lack of transport, dealing with complex situations, lacking
skills and facing visa restrictions.
This contradiction is not unique to the Southern Melbourne region. In many places around the world there is a
growing gap between employers and disadvantaged job seekers which is difficult to overcome and has significant
implications for both jobseekers entering into the job market and for employers looking for people to keep their
businesses growing. In a paradoxical way, the fate of both many local businesses and the growing number of longer
term unemployed people are increasingly intertwined.

6 Key Action Areas to Create Better Outcomes
Six key areas were identified where both the evidence and the stakeholder interviews revealed significant barriers or
issues; and where action could lead to significant leverage of outcomes.

1. Access to Transport is critical for economic
participation

2. Manufacturing is changing but not dying in
Greater Dandenong

The Southern Melbourne region lacks good access to
public transport. This effects jobseekers, particularly if
they do not have access to private vehicles, but also
has implications for business growth and local
economic development. Improved public transport is
only one part of the answer. More agile and
responsive (on demand) options need to be explored,
particularly as they relate to accessing employment.

Manufacturing is central to the economy of Greater
Dandenong, providing over half the economic output
and almost a third of the employment and wages of the
area. While the structure of the industry is certainly
changing, the broader narratives about the ‘death of
manufacturing’ and the wholesale move of the industry
to ‘advanced manufacturing’ actually has the effect of
undermining business and employment confidence in
the future of manufacturing locally. Changing this
narrative locally is critical to both ensuring the future of
the industry and securing future employment pathways
into manufacturing.

3. The need for different pathways out of
disadvantage because it has different causes

4. Networks as critical to both jobseekers and
employers

For most people, unemployment is a temporary state,
with almost 2/3 of people who experience
unemployment finding work within 6 months. For
those who are not able to find work for longer, there
are usually issues related to employability, including
levels of work experience, skill levels or work
readiness that need to be addressed through specific
interventions. It is critical that we begin to understand
at a much more nuanced level what it takes and what it
costs to support people with a diversity of barriers to
be work read or to maintain employment over time.

To fill vacancies employers are increasingly using a
variety of ways to access potential jobseekers, including
accessing the networks of existing employees. More
than half of unemployed people use their contacts to
search for a job, and one third of all jobs are found
through family, friends or acquaintances. If jobseekers
do not have access to networks of people who are
either employed or to employers themselves, they are
increasingly disadvantaged in the process of connecting
to jobs. Examining and tapping into the power of
networks for helping both jobseekers and employers is a
critical part of addressing unemployment in the region.
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5. Service System as currently too complex
to be navigated and too fragmented to be
effective

Understanding and engaging with the service system
that is seeking to tackle unemployment and
disadvantage in the Greater Dandenong region is
difficult for jobseekers, employers and even service
providers. Rather than the coordination of services
happening at the funding level, there is an
expectation this occurs between service providers.
Without shifting the ways in which services are
funded or commissioned, and without addressing the
jurisdictional tensions or barriers, it will be very
difficult if not impossible to address the complexity
and fragmentation of the service system.

6. The service system is driven by outputs not
outcomes so it’s hard to know whats working to
create change

While it is recognised that change requires a focus on
tracking and measuring social outcomes, most funding
programs only collect data based on outputs, for
example, how many people attended training, how many
people got jobs in a particular time period. There is a
growing gap between the ‘big data’ that is now
increasingly available to understand what is happening
in terms of disadvantage and output data that is
collected and reported on by services. But, what is
missing is outcomes data to help decision-making about
what’s working to then generate positive outcomes for
people. Without a greater focus on outcomes, it will be
difficult to understand where to invest for greatest effect.

6 Potential Prototypes to Catalyse Action
Six potential prototypes were developed that could catalyse responses to each of the action areas and help
design improved outcomes around disadvantage in Greater Dandenong.

B2J: BUS to JOB Community Transport
Big Question:
How can we effectively cost and efficiently provide alternatives to public transport that directly link people &
employment?
What: Car ownership and a license are increasingly important for jobseekers in Greater Dandenong. Public
transport is not agile or ‘on demand’ enough for many people who do not have cars. This prototype
focusses on examining how on-demand community transport options could fill a need for jobseekers
currently experiencing transport disadvantage in Greater Dandenong.

Making. Our Future.
Big Question:
How can we grow the perception of manufacturing as thriving in Greater Dandenong with the result that it is
seen as representing a local employment pathway of choice?
What: Though the national narrative is that manufacturing is in decline, the reality is that manufacturing is
localising and transitioning into new spaces. Some of this is advanced, but others are more niche or hybrids
of other industries (eg. agriculture & manufacturing). This prototype explores a distributed campaign to
attract jobseekers to manufacturing, re-framing it as ‘making’, linking it with the maker movement and
highlighting how it is strong and growing in Greater Dandenong.

Work Bridge: Networks to Employment
Big Question:
How can we bridge the gap between employers who are increasingly seeking to fill vacancies from the
social networks of their existing employees, and the unemployed jobseekers, who often have fewer networks
that stretch to employers?
What: Networks are critical for both employers filling vacancies and for jobseekers connecting to work
opportunities. Between 1/3 and 1/2 of jobs are filled and found through contacts - friends, family, or
acquaintances. Yet many jobseekers in Greater Dandenong do not have strong employment networks. This
prototype is focussed on building bridges between jobseekers with few networks and employers with
ongoing vacancies.
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Career Planning 3.0: Next Generation Career Advice
Big Question:
How can we build a local career support model that could cater for shifts in jobs/careers across the
lifespan, is accessible in and out of schools, is based on labour market data and is demand-driven
(involving local employers)?
What: Young people currently get access to career advice at school. However, the time dedicated to this is
shrinking and there is still a skew towards advice that steers people towards tertiary education. This does
not serve either the diversity of young people or employers. It does not serve jobseekers outside the school
system, or young people who have disengaged. This prototype develops and tests potential for a demanddriven, person-centred model of career support across the lifespan.

Impact Hiring: Employer HR Collective
Big Question:
How can we design hiring processes for impact - both in terms of assisting local employers to fill
vacancies with suitable employees, and find pathways into quality jobs for local people disadvantaged in
the labour market?
What: While the unemployment figures in Greater Dandenong are significant, there are also a number of
industries and employers who are finding it difficult to fill vacancies, including entry-level vacancies. This
prototype takes the hiring practices of employers as a starting point. It argues that business prosperity in
Greater Dandenong is intimately connected to ensuring that jobseekers, particularly young jobseekers can
access entry-level work and that hiring practices currently ‘screen out’ many jobseekers who may actually
make a positive contribution to businesses. Investing in entry-level workers is an investment in both talent
and in the future of business in Greater Dandenong.

Local Commissioning: Joining Up Outcomes
Big Question:
How can local commissioning models be reverse-engineered (by starting with outcomes) to reduce
fragmentation, build coordination and ensure that funding creates the type of outcomes needed in Greater
Dandenong?
What: The local service system that focusses on addressing unemployment is fragmented, poorly
coordinated and difficult to navigate, both for jobseekers and employers. This prototype is ambitious. It
seeks to address these issues by developing a local commissioning framework with relevant stakeholders
seeking to generate more effective outcomes in the Greater Dandenong region.
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Introduction
Over the past five years there have been 18 reports
written addressing the extent of disadvantage in
Southern Melbourne. In addition to this, many local
councils in the region have made comprehensive
data set about social and economic conditions
readily available on their websites.

Indicators of Disadvantage in Greater Dandenong

According to service providers, there are around 180
programs or projects in just one part of the region
(Greater Dandenong) currently seeking to address
aspects of this disadvantage. Therefore, the
commissioning of this report, which sought to
understand how Regional Development Australia
could contribute to addressing disadvantage in the
region, provided both an opportunity and a challenge.
The purpose of this report is to go behind existing
data to outline key action areas that could shift some
dimensions of disadvantage in the region. Further,
because some of these action areas are quite broad,
some initial ‘prototype projects’ are outlined that,
together, can demonstrate how moving beyond
traditional approaches could shift outcomes.
Because the Southern Melbourne region is both large
and diverse, the committee commissioning this report
also recognised that disadvantage in this region has
many different causes and consequences. For that
reason this report focusses only on one area of the
region (Greater Dandenong), but demonstrates some
methods that could equally be applied to examining
other parts of the region in the future. This focus
enables a much deeper exploration of how
disadvantage could be addressed in this area rather
than a broad brush overview of the whole region.

Key Features of Disadvantage
In Greater Dandenong disadvantage is significantly
connected with unemployment and this in turn is
related to lower levels of post-school qualifications,
lower completion rates and higher levels of
disengagement (see figure 1). Unemployment in
Greater Dandenong has consistently been higher
than the average across Melbourne’s Southern region
over the past five years, and is significantly higher
than the average in both Victoria and Australia (see
figure 2).

Figure One: Key indicators of disadvantage in the
Greater Dandenong area
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Figure Two: Comparative Unemployment Rates - Greater Dandenong, Southern
Melbourne, Victoria and Australia
Source: SALM, December, 2016

Of particular concern in the Greater Dandenong
region are young people who are unemployed and/or
disengaged (not engaged in either employment or
education/training); jobless families; people with no
or low qualifications; and migrants and humanitarian
settlers who are unemployed for longer than 18
months (see CoGD, 2016; Skattebol et al, 2015).
These cohorts have higher rates of unemployment
and more chance of this longer lengths of
unemployment, which has potential consequences for
their health, social inclusion and overall well-being
(see for example Skattebol et al, 2015).

A Paradox: Unfilled Vacancies
+ Unemployment
Unemployment data for the Greater Dandenong region
emphasises the rates of unemployment, and the high
numbers of people in jobs that are in what are
considered to be more vulnerable employment
industries such as manufacturing (see Baum et al,
2013). However, when we started to engage with
employers and employment services in the region, it
was also clear there was a high number of local
vacancies that employers found difficult to fill including vacancies in lower skilled jobs. What
became evident quite quickly was the perceptual gap
between employers and jobseekers when it came to
explaining this paradox (see figure 3).

Figure Three: The Perceptual Gap between Employers and Jobseekers in explaining the
Paradox of Why there are both Unfilled Vacancies AND Unemployment in Greater Dandenong
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In January 2017 there were over 20,000 people
registered with Job Actives in Southern Melbourne..
During the stakeholder engagements undertaken for
this project the team identified over 150 entry level
vacancies in manufacturing, learning and call
centres that employers suggested they had
problems filling.
This paradox suggested that unemployment related
disadvantage in Greater Dandenong involved more
than a gap between supply of and demand for jobs.
It also suggested that if the project was to identify
ways to tackle disadvantage in the region, it would
require more than simple analysis of data and
desktop research. It would require engagement with
stakeholders from across the current system
involved in employment in the area - employers,
industry leaders, job service providers, educators,
welfare service providers. It would also require
engagement with people experiencing
unemployment and disadvantage to understand the
issues from their perspective.

Methodology for Action
The first part of the project involved traditional data
analysis and desk research to examine what the
data indicates about disadvantage in Greater
Dandenong. The second part involved testing the
insights drawn from this analysis through a series of
stakeholder interviews aiming to understand current
responses, gaps, opportunities and spaces in which
the RDA could add value to significantly shift
outcomes in the region.
This resulted in identifying six ‘hot spots’ - action
areas where intervention could start to shift
outcomes related to employment related
disadvantage, plus six action starting points for
prototyping responses.

Recommendation
It is recommended the RDA consider a systemic
response to addressing disadvantage in the Greater
Dandenong region. As such investment into
undertaking the six recommended prototypes
should stimulate the start of adding significant value
to addressing disadvantage in the Southern
Melbourne region.

9

PART ONE:
Themes that emerged from
data and stakeholder insights
This part of the report outlines six key themes
that emerged from an analysis of data and
testing through stakeholder interviews. The six
themes represent those areas where there are
currently significant barriers to, or opportunities
for, improving outcomes in relation to
disadvantage in the Greater Dandenong region.
These areas are:
1. Access to transport
2. Understanding manufacturing as a key
current and future employment engine
3. Responding to the diverse reasons for why
people are unemployed
4. Recognising the importance of networks for
employers and jobseekers
5. Addressing the fragmentation and
difficulties with navigation in the current
service system
6. Focussing funding on transformative
outcomes rather than short-term outputs.
These six themes are outlined in this first part of
the report.

Transport: The Public Transport vs. Private
Car debate is not going to change
employment outcomes
Greater Dandenong is both Car
Dependent and Transport
Disadvantaged
Given the spatial spread of employment in Dandenong,
and the low rate of access to public transport, unless job
seekers have access to private transport (ie. cars) it can
be difficult for them to access work in the major
employment nodes of the region, such as the Dandenong
South Industrial Precinct. This has significant
implications for jobseekers who do not have their license
and access to a vehicle. Around 12 percent of people in
the fringes of Melbourne (including in Greater
Dandenong) report frequent (daily / weekly) difficulties in
accessing activities (including employment) due to lack
of access to transport (Royce, 2017;p.4). These
difficulties are particularly pertinent for young people,
people who are unemployed, older people and people
from CALD groups who may have lower rates of car
ownership and/or drivers licenses. Research, for
example, suggests that almost one third of Melbourne’s
young people live in areas which have convenient car
access to less than 10 per cent of the area’s employment
opportunities (Mazzei and Spiller, 2016;p.7). Greater
Dandenong has a significantly young population and
relatively poor access to transport (see figure 4). This
problem is set to deepen further over coming years, with
some predictions that accessibility to transport for young
people is set to decline by another 7% over the coming
decade (Mazzei and Spiller, 2016).

Public Transport is improving
but not fast enough or in an
agile way
Better public transport has been on the agenda for many
years in Greater Dandenong and recent improvements
have been made, including new bus routes (eg.
Keysborough South and Dandenong South). However,
the level of investment needed to fully address the
transport deficiencies in Greater Dandenong are unlikely
to be met through incremental increases such as the
addition of single bus routes. Further, according to the
jobseekers we met, other options that are more agile and
responsive are needed (eg. on-demand community

Overview of What We Learnt
• Access to transport is critical to the economy
and to the social capital of Greater Dandenong.
It is also a vital component of social and
economic participation.
• Greater Dandenong has high levels of low or
no car ownership (11% of households have no
cars), high levels of transport disadvantage,
and high rates of dependency on private cars
to access employment (over 80% of workers
drive themselves to work). Greater Dandenong
also has low levels of car sharing (4.8% travel
as passengers) and low use of public transport
(0.9% of workers rely solely on trains to get to
work, and 1.2% take the bus) (Royce, 2017).
• Dandenong is a centre of employment for
workers from surrounding areas. Population
and residential growth in the region
(Dandenong and outer suburbs) is outstripping
growth of and access to public transport in the
region.
• Transport disadvantage has implications for
accessibility of employment, but also for
access to healthcare, education, liveability and
social equity. For businesses, transport
disadvantage inhibits growth.

“I want to work. I actually have a job - but I
can’t get there because I don’t have a
license. It’s 5km away, but to get my child
to childcare, and then to the job I have to
catch a bus. There’s only two buses from
here - the first is too early to get the baby
up and ready, and the second is too late for
me to get to work. And then it would take
me an hour to get there. I have to go in to
Dandenong first and then back out, to get
to a job that’s just 5ks down the
road” (Jobseeker)
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transport) in addition to greater support for certain
cohorts to obtain drivers licenses and thereby access
private transport (eg. younger jobseekers living in poorly
serviced areas, young sole parents, newly arrived
migrant and refugee jobseekers).
Poor transport access to employment regions in Greater
Dandenong also has an impact on businesses and
investment. According to recent research, 64% of
employers in the area believe that better bus services
would support decisions to employ or appoint
apprentices or shift workers (Royce, 2017;p3).
Employers we consulted for this project agreed that lack
of access to public or private transport reduced the pool
of applicants they could draw from for vacancies.

Transport in the region
Greater Dandenong (comprises 10
suburbs/towns) is serviced by trains buses
and coaches.
The 10 suburbs/towns comprised in
Greater Dandenong are serviced by the
following:

-

5 train stations
2 metropolitan trains
33 metropolitan buses
7 regional coaches
2 regional trains
4 Night buses

Figure Four: SNAMUTS Transport Accessibility Index, 2014
(source: http://www.snamuts.com/melbourne-2014) - used with permission
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What is needed to improve
employment outcomes?
To address transport disadvantage in Greater
Dandenong in ways that could support better
employment outcomes the following strategies are
recommended:
1.

2.

Develop and test flexible on-demand transport
options that extend beyond incremental
development of traditional public transport options
Greater support for jobseekers in areas adjacent
to and particular cohorts within Greater
Dandenong to access drivers licence programs.

In Dandenong itself the bus system is not too
bad - but from the train system its the hub
and spoke system, you can’t go north-south,
you can only go east-west and that’s
certainly an issue. If you live in Cranbourne
and you need to get to Narre Warren, it’s a
train and then a bus and then you’ve got to
go in to go back out again.
(Employment Service)

Both options need support not only from Government,
but also involvement of employers to ensure that the
outcomes produced are linked directly to improving
employment outcomes.

See the Community Transport prototype on page 34 for
a specific recommendation for testing a response to this
issue.

One of the significant barriers we found for
young people on the outskirts of Dandenong,
or who need to commute in to Dandenong or
across the city to areas without public
transport, is that of getting their Drivers
License.
Case Study:
Lily is a young mum who is currently
completing her schooling through a special
program based in a local high school. She
has no family with drivers licenses and is
fully dependent on public transport to get to
school and access employment
opportunities. She has been told about the
L2P program, but when she enquired about it
they could only offer her 2 hours per week
to build up her required supervised driving
hours. Given she has to gain 120 hours of
supervised driving time to obtain her license
this will take her 60 weeks. She is set to
finish school in the next 6 months.
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Manufacturing: Still a Jobs Engine but where are the workers?
Manufacturing Employment is
still Viable - but needs workers!
Manufacturing is central to the economy of Greater
Dandenong - providing over half the economic output
(52%), and almost a third of the employment and wages
of the area (30% and 33% respectively) (REMPLAN,
2017). There is no doubt that manufacturing in this
region as well as across Australia has undergone
significant changes over recent decades. As one local
employment services stakeholder succinctly highlighted,
there has been a shift in the overall structure of
employment that supports this industry - from a focus on
unskilled work towards a much more skilled workforce
(see figure 5). While there have been significant shifts in
the industry towards more skilled positions, it is not the
case that there are no entry level positions available. In
the course of this project we identified around 150 low or
unskilled job vacancies in the Greater Dandenong region
that employers suggested they could not fill despite
having tried all available avenues.
Manufacturing is one of the key industries that has
traditionally had entry level positions for people with low
qualifications and offered pathways for employees to
career progression and further training. If we examine
the range of potential entry level positions across
industries in the region it is clear that positions in
manufacturing are actually relatively attractive from the
perspective of wages and stability (see figure 6).

Overview of What We Learnt
• Manufacturing is not just critical to the economy of
Greater Dandenong but is a viable and important entry
point into employment for unqualified jobseekers.

• The broader Australian narrative about the demise of
manufacturing as an industry, and of ‘advanced
manufacturing’ as representing the future does not reflect
the reality in Greater Dandenong. However, perhaps as a
result of the narrative about manufacturings decline as an
industry, perceptions of manufacturing as a career option
are limited amongst jobseekers, many employment
services and educational facilities.

• There are a growing number of job vacancies in the
manufacturing industry in Greater Dandenong that require
no or low skills that employers are finding impossible to
fill. This has implications for the future of these
employers in the region, and for assumptions about the
willingness of the large number of unskilled or low-skilled
jobseekers to actually want to work.

• The future of manufacturing in Greater Dandenong and
its contribution to addressing disadvantage will depend
on shifting perceptions and examining much more closely
how to work alongside employers to create pathways into
employment for unqualified jobseekers. However, it will
also depend on ensuring that the transaction costs of
finding employees in manufacturing does not start to
outweigh the benefits of manufacturers basing their
companies in the Greater Dandenong area.

Figure 5: The Overall Structural Shift in the Manufacturing Sector in Australia.
Source: Andrew Simmons, SELLEN
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Figure 6: Comparing Pay, Hours and Stability across different industries in Victoria

Indeed, in terms of potential for progression, what we
learnt was that a position with a manufacturing firm in
the region held out more potential than most other entrylevel jobs (especially if employees do not undertake
further training). In terms of supply of labour, there is
also a perception issue - work in the manufacturing
industry is not as attractive to many jobseekers; there
are perceptions that it is lower paid, and less stable
than it is in reality. This position is supported by recent
research that indicates that:
“the incidence of part-time work in manufacturing is
less than half that in the labour market as a whole, a
smaller proportion of workers is paid at the minimum
rates specified in modern awards, and average weekly
earnings are about 10 percent higher than in the
economy as a whole” (Stanford and Swann, 2017;p.8).

Is Manufacturing in Decline?
And is its only future Advanced?
The decline of the car industry in Australia has
produced a skewed view of manufacturing that is
detrimental to places where it is changing but not in
significant decline, such as in Greater Dandenong.
What is happening to manufacturing in Australia and
internationally in post-industrial countries is certainly a
reduction in the number of positions available as the
industry becomes leaner and more technology
dependent. However it is also the case that
manufacturing is localising, and it is integrating with
other industries such as agriculture and construction.
Suggestions that ‘manufacturing is in decline’ in
Australia covers over the fact that manufacturing is
actually either stable or growing in parts of Australia and one of those regions is and could remain, Greater
Dandenong (see for example Green and Roos, 2012).
Indeed, the broader narrative about the death of
manufacturing in Australia presents a number of key
problems for growing economic participation in Greater
Dandenong.

“There’s nothing at the bottom - and that’s the
problem. Those entry level jobs don’t exist unless you want to work in fast food. The first
five jobs I had do not exist now. End of story.
How do people get that entry level
experience? And for the employers - how do
you bridge that gap where you want people to
be working at this (entry) level but they
haven’t had the opportunity to develop that
work experience, that work culture”.
- Employment Service Provider

“There is no shortage of entry-level jobs in
some industries – it’s about explaining
what those jobs are, what they look like
and what could come from those jobs.
There are some people that see $20 an
hour and go I don't know whether I'm
necessarily going to be better oﬀ doing
that job for $20 an hour when I've got all
those extra costs to get to work. So I've
got travel costs and childcare and this and
that and so am I going to actually be
better oﬀ at the end of the week than I
was when I was on unemployment
benefits”
- Employment Service Provider.
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These include:
1. Reducing confidence and morale in the industry,
which is contagious across supply chains,
employees and the labour market. Jobs in the
industry therefore seem less attractive and are
promoted less to school leavers and job seekers.
2.

3.

The car industry does not reflect the totality nor the
diversity of manufacturing, and in fact, has created
a somewhat illusory view of what manufacturing is
about and what people can expect from
employment across manufacturing. Wages in the
car industry were often higher when compared to
other areas in manufacturing and other industries
(research). Though important, the high profile focus
that has been placed on ensuring that retrenched
workers have pathways into other employment
options has resulted in less attention being paid to
different kinds of employment crises in other parts
of the manufacturing industry.
The car industry has been described as
representing the last bastion of traditional
manufacturing in Australia. To compensate for this
there has been a widespread view that the future
requires a wholesale shift to ‘advanced
manufacturing’ focussed on technology and
robotics. While there is an increasing need for
manufacturing to embrace technology, robotics and
science, people are still at the centre of the
industry. There is certainly a shift to greater skills in
manufacturing, but there still remain pathways into
this industry from a relatively low skills base, which
should not be dismissed.

What is happening in manufacturing in places like
Dandenong is much more diverse than a simple
narrowing of manufacturing into an ‘advanced’ state.
Manufacturers who are ‘smart’ are creating niche
market products, filling particular supply chain gaps,
and tapping into new markets such as health and wellbeing. These are growing in Australia and there are
examples of such manufacturers across Greater
Dandenong. The future may well be ‘smart’ rather than
just ‘advanced’.
The case study of Jayco illustrates some of the
challenges that local manufacturing companies are
finding in attracting workers - even when the positions
are entry level and all training is provided by the
company.

Organised Smart Manufacturing

Employer Case Study: JAYCO
JAYCO is Australia’s largest and oldest manufacturer of
recreational vehicles, employing over 1000 staﬀ and
based in South Dandenong. They have numbers of entry
level vacancies in their Dandenong plant that have been
diﬃcult to fill. They have tried to fill these in many
diﬀerent ways, through job agencies (jobactive and
private employment brokers), direct advertising, school
programs, and incentivising existing staﬀ to introduce
potential employees from their networks.
As a manufacturer of leisure and recreational vehicles,
JAYCOs business is growing rather than shrinking, and
the bespoke and crafted manufacturing processes
involved support their decision to keep the business in
Australia. However, due to the struggles they have faced
in finding local staﬀ, their CEO has considered all the
options.
According to the human resources manager, potential
staﬀ need some basic skills (literacy and numeracy to be
able to read plans, basic tool skills) and they need to
have the right attitude, a willingness to work and to
respond to instructions. JAYCO undertakes core training
with staﬀ. Potential staﬀ do need to undertake a medical
to ensure that they are not taking illicit drugs and do not
have significant pre-existing injuries that could limit their
ability to work. They have found that sometimes this is a
barrier to people who have faced barriers to
employment. They are, however, willing to take on
employees who have experienced these barriers if they
meet some of these basic requirements.

“We oﬀer safe jobs, with training,
opportunities for going up the line, work
that is not standard and not brain
numbing, we are generous in terms of pay.
But still we can’t find people. I can’t help
but conclude that people in this region
don’t want to work. And yet there’s so
much noise about youth unemployment - I
just don’t get it. Somewhere, someone
has got things wrong.”
- Employer

Manufacturing in Australia has been, and will continue
to be tied to specific places. This is positive in terms of
clustering and developing connected supply chains.
And it is positive in terms of creating local jobs and to
ensuring that manufacturing continues to power local
and regional economies. However, given that
manufacturing in aggregate is not the powerhouse it
once was in the Australian economy, manufacturers in
local economies need to become organised and
develop strong leadership locally in order to promote
and grow the diversity of their industry and attract
jobseekers.
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Despite manufacturing forums and committees existing
and being invested in by companies and government in
the region, we heard from manufacturers that part of the
problem in growing employment in manufacturing in
Greater Dandenong lay in the industry itself. We heard
the industry lacks leadership and strategy, that effort to
build a supply of employees, particularly locally is
fragmented and each company has invested heavily in
specific hiring practices.

What is needed to improve
employment outcomes?
To address the future of manufacturing in Greater
Dandenong in ways that could support better
employment outcomes the following strategies are
recommended:
1.

2.

3.

Supporting an organised manufacturing sector so
industry can promote localised smart
manufacturing and manufacturers
Stronger links between the manufacturing sector
and local schools and higher education centres
(including, for example, hubs within schools or
specific programs sponsored by local industry)
A campaign focussed on promoting and
celebrating Greater Dandenong as the centre of
smart manufacturing.

See the prototype on page 35 (Making. Our Future.) for
specific recommendations for testing a response to this
issue.
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Employment Services: One Size
Does not Fit Many
“The Unemployed” is not a
Cohort
Greater Dandenong has high overall levels of
unemployment (around 12%) and even higher levels of
youth unemployment (17.5%) (DOE, 2017). For most
people who experience unemployment this is a
temporary circumstance. 20% of people unemployed find
work within 4 weeks and 60% within 6 months (ABS
Labour Force, 2015). For these people, employment
services such as Job Active are, for the large part,
effective in matching them to employment.
Those people that do not find work within this period
usually experience a lack in one of the following areas
(see also figure 7):
- job / work readiness (which can include addressing
other significant life issues)
- work experience
- skill levels (not just qualifications, but also including
basic skills needed for entry level jobs).
A person’s level of employability is related to each of
these areas. If any are missing, then specific
interventions to address them are needed. In the current
service system funding structures and the interventions
themselves are often not designed to
address the depth and scope of the issues people face
to enable even a basic level of employability to be
achieved.

Overview of What We Learnt
• Perceptions of ‘the unemployed’ and the
categories used by employment services often do
not adequately reflect the diversity of barriers
facing jobseekers, particularly those who are
significantly disadvantaged.

• Understanding the diversity of experiences,
circumstances and capabilities that
disadvantaged job seekers face could help to
ensure that employment pathways are more
tailored and nuanced to reflect actual needs.

• ‘Outcomes’ in terms of employment are affected
by a great many factors other than labour market
programs that link jobseekers to vacancies.
Unfortunately current employment programs cater
best for people who are ‘work ready’, and despite
other programs existing to support those who are
not job ready, a lack of outcomes focussed BOTH
on jobseekers and employers means that there is
little knowledge of ‘what works for whom’ other
than anecdotally.

• Few programs are intentionally designed to cater
for the specific needs of significantly
disadvantaged jobseekers. Greater Dandenong
has, according to the data, a larger number of
disadvantaged jobseekers than most places in
Melbourne or Victoria more generally.

“It’s fairly simple for us.
We want people who are
job ready and have basic
skills, are courteous and
come to work. That’s it.
We’ll do the rest. We
have problems when job
services send us
numbers not the right
people”.
- Employer

Figure 7: Elements of Employability
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The circumstances, events and processes that result in
someone having reduced levels of work readiness, work
experience, or basic skills needed for entry level jobs
vary in terms of levels of intervention required. Some
require only minimal intervention (such as addressing
information gaps for newly arrived migrants when they
already have experience, motivation and basic levels of
English). Others require ongoing and complex
interventions (such as when people have multiple health
issues, have had a criminal conviction, experienced
trauma, or come from a family that have multigenerational experiences of unemployment). Figure 8
outlines the variety of circumstances that can result in
reduced employability.
It is critical that we begin to understand at a more
nuanced level what it takes and what it costs to support
people with a diversity of barriers to either work
readiness or to maintaining employment over time.
Further, there is a need to think about what the most
effective ‘location’ for this support is - is it inside
schools, families, is it peer-to-peer models, or service
providers, or is it actually best to offer this support from
within a workplace?

Main reasons identified for disengagement

- Lack of access to transport. Public transport is not
flexible, frequent and reliable. On top of this, some
interviewees mentioned low access to driving lessons.
Many jobs require licensed drivers.

- Learning Disability. Many students don’t adapt to the
main stream learning system. “I felt dumb, I didn’t feel
as smart as the others, I couldn’t keep up.”

- Migratory status. Work permits for some cohorts of
young migrants (e.g. asylum seekers) are not flexible
which results in poor engagement with jobs and the
community.

- Family issues. Disengaged community members
typically face unstable upbringing situations like
violence, drug addiction or parents in jail.

- Cultural and language issues. Particularly for those who
have experienced humanitarian resettlement - and who
may face significant challenges in adapting to a new
cultural context, work environment, and may have had
few educational opportunities, face issues with literacy
and numeracy, and who are dealing with trauma from
their experiences.

- Lack of career guidance. There isn’t a career pathway
planner that guides students in their pursuit of a
professional future.

Figure 8: Some of the factors that can, individually or in combination reduce a person’s employability or work readiness
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To the extent that it exists, the support offered to people
with complex barriers is also dispersed across a
complex service system (see the next section) rather
than being integrated into wholistic service models.

Cohorts
experiencing
significant
disadvantage as
jobseekers

Data about potential numbers of
disadvantaged jobseekers in the Greater
Dandenong (GD) area

We did, however, see examples of the success of
integrated models, for example through the Narre
Warren Community Learning Centre. Many of the young
people who attend this school have disengaged from
mainstream facilities. The level of support that they
receive not only from ‘professionals’ but from the ways
in which they are connected to their peers, and to
volunteer and employment providers could provide
inspiration for possibilities in other contexts where the
barriers faced by people to become ‘work ready’ are
complex.

People with a
recent criminal
record

There is no data about numbers of jobseekers
with criminal records in GD, but as the crime rate
is higher (126 offences per 1,000 population
compared to Victoria at 82.6); so there could be
more jobseekers with criminal records in the
population. (DHHS, 2017)

Disengaged
Young People

There are a higher number of disengaged young
people in GD - 18.5% compared to 15% average
in Victoria. (ABS, 2011)

Young People
Transitioning
out of care

There is no data about numbers of jobseekers
who are transitioning our of care in GD, however
as the child protection substantiations in GD are
almost twice those in Victoria as a whole, (20.3
per 1,000 population in GD vs. 11.4 in Victoria) it
is suspected that there are more young people
transitioning out of care in the GD area.

Recent
migrants with
low levels of
english and
particularly
from refugee
backgrounds

Greater Dandenong has a very high percentage
of people born overseas, and is a major locality
for humanitarian resettlement programs (19.5% of
settlements compared to 9.3% in Victoria). 60%
of people in GD were born overseas, 55% from a
non-English speaking country. 16% have a low
level of English proficiency (compared to Victoria
at 4.2%). (ABS, 2011)

People without
licenses and/or
access to
transport

GD has 11.4% of households without a vehicle,
compared to Victoria at 8.7%. Little is known
about the number of people in GD who are of
working age without a license, however in our
interviews it was mentioned as a major barrier for
jobseekers seeking low or unskilled jobs.

People with
disabilities

There are more people with disabilities living in
GD than is the average across Victoria. Disability
support pension recipients per 1,000 population
in GD were 73.7, compared to 51.3 average
across Victoria.

Sole parents

There are a greater number of sole parents in GD
(19.1% compared to Victorian rate of 15.5%) and
there is a higher teenage fertility rate of 16.8
compared to Victoria at 10.4. (DHHS, 2017)

People who are
homeless or in
insecure
housing

GD has a homelessness rate of more than twice
that of the Victorian average - 10.3% (Victoria is
4.0%) (DHHS, 2017)

Mature-aged
jobseekers who
have been out
of work for a
long time

Mature aged jobseekers (over 50) represent 26%
of the job active client case load in Southern
Melbourne. GD data is not disaggregated, so
distribution of this data is unclear.

Bridging the Employment Gap:
It’s a Two-Way Street
The data about unemployment in Southern Melbourne
suggests that a major gap exists in finding ‘entry level’
jobs and low-skilled or unskilled employment. However,
what we learnt from spending time with jobseekers,
employers and employment service providers was that
there was a mismatch of expectations, perceptions and
understandings across all three about what was
needed.
Employment services (such as those delivering Job
Active) have different levels of service engagement,
however they are essentially still designed for those
jobseekers who are ‘job ready’ (see also Borland et al,
2016). For those jobseekers who have experienced
longer-term unemployment, or who have other
significant issues they are facing (see table 1 for an
overview of these groups), what is needed to return to
the workforce is not so much a job-matching service,
but assistance to become work ready and to obtain and
sustain employment.
Two major programs in Victoria are designed to support
jobseekers into work - JobActive and Jobs Victoria
Employment Network (JVEN). Their major service offers
are outlined in Figure 10 along with the needs identified
in major Australian research that would increase
employment outcomes for more disadvantaged workers.
From this table it is clear that neither of these programs
currently offer the depth or breadth of support needed
by those jobseekers who face complex barriers to
becoming employable.
Employers also spoke of low levels of recruitment
success using job services. Most employers expected
that jobseekers presented to them through employment
services would be ’job ready’, and basically employable.

Table 1: Jobseekers facing multiple barriers to employment in the
Greater Dandenong Region. Not all these jobseekers are assessed
as Stream C when they enter the JobActive system, and may not
received adequate support to enhance their employability.
Stream A is for the most job compe//ve job seekers who require minimal
assistance to ﬁnd work. Stream B is for job seekers who have voca/onal
issues and need assistance to become work-ready. Stream C is for the
most disadvantaged job seekers who may have a combina/on of
voca/onal and non-voca/onal barriers to employment.
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Many spoke of increasingly being asked to assess
jobseekers who were not work ready. Indeed, 42% of
employers across Australia report difficulties in filling
vacancies (Manpower Group, 2015).
This may not only be the result of those candidates
that are presented to employers. Indeed, the hiring
practices and assessment processes of employers are
increasingly being questioned in terms of their
relevance to a changed employment market. Hiring
practices tend to screen out candidates who may
actually be suitable with the right support. During the
project we met a number of younger jobseekers who
had disengaged from education and employment, and
experienced significant barriers to employment, but
demonstrated considerable potential (for example, two
had won local volunteering awards). These
jobseekers would undoubtedly have failed even the
first level of screening that one local employer outlined
to us (see figure 9).
From this analysis, it is clear that those jobseekers
who face multiple barriers are not adequately served
by either current employment programs, nor by hiring
practice of employers. If outcomes for these
jobseekers are to be improved then the gaps that exist
in the service system and the gaps that exist in
dominant hiring practices need to be revisited,
particularly in job markets such as that which exists in
Greater Dandenong, where economic development
and employment are increasingly intertwined.

Figure 9: The Levels of Assessment used by Employers to
screen out unsuitable employees even for entry levels
positions

Figure 10: The offers of two major employment service programs in Greater Dandenong and a summary of research of
what support is actually needed to ensure that disadvantaged jobseekers find and maintain employment
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In interviewing both jobseekers and employers some
further issues were identified as potentially complicating
the difficulties experienced by employers in attracting
employees:
- though licenses are not essential, jobs are often
located in areas not served by public transport;
- though speaking English is not essential to some
entry level jobs, Occupational Health and Safety
requirements mean that some level of English
proficiency is, in practice, a necessity;
- career planning and support is increasingly limited
inside schools, but it is almost non-existent for those
who have disengaged from school, or for those
looking for career support later in life. For many
jobseekers and employers, there is a real need for
career planning and support to be rethought and
based on real labour market needs and data, and for
it to be available outside the school system (and not
associated with the ‘tell or sell’ models that dominate
any support in the adult education or employment
service system).

What is needed to improve
employment outcomes?
To address the service and hiring gaps that exist in
Greater Dandenong for disadvantaged jobseekers so
that better employment outcomes could be achieved
the following strategies are recommended:
1.

Reviewing hiring practice across employers with
the aim of designing and developing effective
mechanisms for ‘screening-in’ jobseekers with
employability issues but potential, and then
developing effective support services that work for
employees and employers.

See the prototype on page 38 (Impact Hiring) for
specific recommendation for testing a response to this
issue.

“Employers want the perfect candidate
typically – they've got the skills, they get
to work, they love their job. If I've heard
it once I've heard it 50 times every
employer starts with attitude – get me
someone with the right attitude and I will
train them. I can almost repeat it every
time I've sat down with an employer,
that's what they're looking for - they just
want people who want to work. I
suppose the conversation that you have
to have with the employer is sometimes
to help them understand that may not
necessarily always be there immediately
and …they might not necessarily have it
from day one but why not bring them in
on work experience trials as an example
- they're making calls very quickly and
not necessarily opening themselves up
to what it could be. So helping them to
understand that they could maybe do it
diﬀerently especially if they’re in a space
where it is hard to get people”
- Employment Services provider

“We don’t have any career pathway
planning that’s accessible and that’s not
attached to either a school or a sales
pitch. Our kids who have left school who have disengaged, the only way they
can get career or pathway advice is
either to go back to their school - well
they’re not going to do that, they’ve
disengaged from their school, they’re not
going to go back again. To walk into a
TAFE or an RTO, but then it’s going to be
a sales pitch, cut it whichever way you
like it’s going to be a sales pitch. Pay for
it, or potentially go to local government
but that’s not really a job that local
government can do. At the moment in
schools kids get one session in a group
environment. We ran a pilot and the
average number of times kids came
back for support was 3.4 times - lots
came 5 or 6 times. So one session in a
group is just not meeting their needs.
That’s where the planning comes in ….”
- Employment Services Provider
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Networks are critical for both job
seekers and employers
Having a diverse network - both
personal and professional - is
critical to finding employment
Networks, both informal and formal, contribute to ongoing economic and social participation, which is
important for local communities. (Afridi, Asif. 2011) More
than half of unemployed people use their contacts to
search for a job (Granovetter, 1995; Ioannides and Loury,
2004; Wahba and Zenou, 2005), and one third of all jobs
are found through family, friends or acquaintances
(Fontaine, 2010).
The importance of quality and diverse social networks in
relation to job seeking is not new (Granovetter 1973,
1995. Munshi, 2003, Lassassi and Muller, 2013). The
different network layers people hold are often described
as immediate/strong ties (family, close friends) and
extended/weak ties (acquaintances, community contacts)
(see figure 11). Gush (et al 2015) and Campens (et al
2012) have found that family and friends are important in
helping people get back into work, acting as an informal
information mechanism and improving skill development.
The importance of family/fiend networks is particularly
evident for young and migrant jobseekers (Lassassi and
Alhawrin, 2016).

Overview of what we learnt
•

Social capital, comprised by the resources
developed from relationships with others,
has long been considered to play an
important role in facilitating people’s
economic and social participation in local
economies.

•

Social networks can increase information
transmission in the labour market and
improve the match between employers and
employees. These networks are often
articulated as immediate or extended
networks. Having both provides a diverse
network system for people to identify and
pursue employment opportunities and
participate in their communities.

•

Our employment system assumes that job
active providers are best placed to support
people to find employment and overcome
barriers which impedes their participation.
The system has become geared towards
reliance on these agencies as a ‘one-layer
network’ for people to access, which can
diminish social capital. (Davidson, 2002)

•

Many employers found it difficult to fill
vacancies because the candidates referred
to them via job active providers were not a
‘match’. Instead, tapping into their
employee’s networks, such as family and
friends, was a more effective strategy for
filling vacancies.
• This presents an opportunity to be
harnessed, but also poses a challenge for
young people, unaccompanied minors,
humanitarian migrants, people long-term
unemployed who can often lack networks.

“Kids no longer have the readymade networks to leverage oﬀ.”
- Employment Service Provider

Figure 11:The layers of networks that can link jobseekers to jobs and employers.
The closer they are to the person, the more effective in creating job outcomes.
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We heard about the benefit of immediate networks
where getting your first job at an early age was
connected to a family business or that of a friend. This
created ‘ripples’ of networks that people could build on
to improve soft skills and further employment
opportunities. However, the opportunity to find work
through immediate ties are thought to have diminished
with the changing nature of employment industries.
In addition to these ties, extended ties are thought to
diversify and strengthen networks because they have
greater potential to deliver longer-term employment
opportunities. (Gush et al 2015) Having these networks
allows job seekers to tap into information that would
otherwise be out of reach, provide quicker opportunities
for employers and job seekers to interact face-to-face
and can help people side-step formal interview
channels (Calvo-Armengol et al 2004; Gush et al
2015). The latter is viewed as particularly useful for
older job seekers who feel they are often overlooked in
formal channels because of a lack of qualifications.
People often rely on education and JobActive providers
to find them work because they lack social networks.
However, these formalised networking and matching
efforts are not always useful for jobseekers and
employers.
Young people, unaccompanied minors, humanitarian
migrants and people experiencing long-term
unemployment do not always have strong or diverse
social networks. The reasons for this include: minimal
work experience; not having family or community
contacts; and experiencing more than 12 months out of
work, which often means networks diminish. Education
and JobActive providers become their immediate and
only network layer for finding work. Many of the young
people we met said they were not networked and were
reliant on job networks and schools to help them find a
job.
We also heard abut circumstances where parents were
not as supportive of their children’s endeavours to finish
school and find work. In these circumstances,
extended networks are particularly important for young
people thought to be held back by family members.
Periods of long-term unemployment for family members
can also mean that immediate ties are often not as
useful in helping people find work. This is particularly
the case for young people when several members of
their family have been long-term unemployed and as a
result, their potential networks subsequently diminish.
Establishing networks is also quite difficult for
unaccompanied minors in the humanitarian settlement
programs (for whom Greater Dandenong is a significant
place of settlement). Their situation means they have no
immediate or extended family and creating networks
can be made even more difficult with language and
literacy barriers.

“A lot of our kids just don't have those
networks. (Without a supportive family)
you’re probably not engaged in a sporting
club, so you probably won't get the
opportunity to say I need a work
experience placement and I want to be a
plumber – and there's a plumber's car in
the car park because he plays soccer here
so I can go and ask him – they don't have
those networks that are ready made – so
they're missing out on those networks and
all they can oﬀer.”
- Employment service provider

“The first thing we should be doing is
getting young people to draw their
networks before they think about using
schools and employers. Get them to map
out what they want to do and who they
need to build relationships with to get
there.”
- Employment service provider

“Some parents don't want their kids to ‘get
smart’ and get a job because this means
they’ll up and leave them.”
- Employment service provider

“A lot of them (humanitarian migrants) do
not have any English-speaking friends - so
there’s no conversation (about work and
education) going on. That’s a really big
issue”.
- Employment Service Provider
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Networking opportunities that merely bring unemployed
people together can also be counter productive. We
heard this referred to as a “contagion for employment.”
Research supports this contention, suggesting the
benefit of either immediate or extended ties is
diminished when these networks comprise people who
are also unemployed. Networks are only helpful when
the information and opportunities they represent can
lead somewhere (Morris in Gush et al 2015).
We heard from several employers that employment
service providers were not providing suitable
candidates for job vacancies. This often meant that
positions were vacant for longer periods of time or that
people recruited quit after a short period of time. The
employers we met said the repetition of this had a
significant time and financial impact on their
organisations. Australian research suggests that only
7% of employers use the government-funded
employment and training system to recruit staff
(DEEWR, 2015).
Employers suggested that their most effective
employment strategies focussed on direct engagement
with jobseekers, and referrals from current employees
attracting their family members, relatives or friends (see
figure 12). While there are opportunities to harness
this, one of the challenges is that younger and longerterm unemployed people often lack networks to
employed people and employers.
This presents an opportunity to explore a platform that
would facilitate more connections between job seekers
and employers based upon existing networks, but it
also identifies a challenge for those who do not have
strong network base, in particular young people.

What is needed to improve
employment outcomes?
To address the disconnect between employer and
jobseeker networks that exists in Greater Dandenong
the following strategies are recommended:
1.

The development of a platform or platforms for
young people to connect with potential employers
that support networking and soft skill development
and potential employment match ups.

Figure 12: Employers identified their most successful
recruitment strategies existed outside engagement with
government funded employment programs.

Inspiration from Elsewhere: Youth at Work! - Berlin
Employers have partnered with government agencies
and schools to jointly guide students into working life.
Young people are targeted at specific points in the
education-to-work journey, with the goal of providing
seamless support across critical thresholds.
Youth at Work! has aligned all support processes for
young people across institutions and established
interfaces that enables a constant exchange of
information and communication between schools and
agencies. This has ensured that young people do not
have to repeat their story each time they go to a service.
Further, when young people are about to leave an
institution/service they are already linked in with the next
one.
Successfully guiding young adults into the workforce
requires concentrating support on the chief pain points—
on actions to bridge the critical transitions - getting and
keeping all sources of support “together”—and actively
coordinating efforts to ensure complete coverage.

See the prototype on page 36 (Work Bridge) for a
specific recommendation for testing a response to this
issue.
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Spaghetti & Confetti:
Navigating an Unwieldy System
Spaghetti: The Service System
is complex & hard to navigate
(for all)
Understanding and engaging with the service system
that is seeking to tackle unemployment and
disadvantage in the Greater Dandenong region is
difficult for jobseekers, employers and even service
providers. We heard from each of these groups how
the complexity of the system had led to disengagement
or confusion, which in turn reduced possibilities for
positive outcomes.
Young people we spoke to were aware that there were
services in the area, but not how to access them, and
relied on their existing networks for connections
(networks that often were not linked to either
employees or employers). Many employers had given
up engaging with employment agencies because of the
multiple different demands. Instead, they relied on
either existing word of mouth networks, or labour hire
companies for finding new employees. Service
providers also spoke about their frustrations in trying to
navigate service collaborations in a complex and
changing environment where funding encouraged
competition rather than collaboration for outcomes.

Confetti: The Service System
is fragmented & not resourced
for wholistic interventions
The navigational difficulties of the complex system are
exacerbated by a service system that is dominated by a
range of ‘minimalist’ services that offer limited
interventions, that often do not match the level of
support needed by jobseekers experiencing a range of
complicated issues.
This results in people not having enough support to
address the issues underpinning disengagement or
unemployment (eg. services offering a maximum of 15
minute appointments despite suggesting that they are
offering support to help people back into work after a
period of unemployment). Alternatively, it leads to
people having to ‘shop’ around for services to fulfil their
needs. The service system is not geared to outcomes it is a little like spreading a box of confetti in an attempt
to cover a gaping hole.

Overview of What We Learnt
• One of the key issues in addressing disadvantage

•
•

•

•

•

•

effectively in this region (and in others) is the sheer
complexity of the service system and its
fragmentation. Service providers, employers and
jobseekers all complained of problems navigating
and connecting to the breadth of social services,
and few were able to specifically name the
outcomes these services delivered.
The region has a plethora of social services,
around 180 services focussed on young people,
over 50 specifically focussed on employment.
Part of the fragmentation derives from the
competitive, cross-jurisdictional and output
focussed funding processes that resource these
services.
It is not only coordination that is needed, but ways
for jobseekers, employers and even other service
providers to navigate ways to connect up services
in order to achieve outcomes.
Research suggests that coordination can be
effective - but only if services actually have
resources to actually create outcomes for people.
Coordination of ‘minimalist’ or ‘lite’ services that
don’t have the resources to create real outcomes
merely creates another layer of activity rather than
leading to impact.
Coordination needs to be focussed on outcomes
rather than just information sharing. Current
approaches in the region tend towards information
sharing rather than integration of services for
outcomes.
Currently the service system requires people to ‘fail
forward’ in order to access more intensive
supports. This means that the focus is skewed
towards crisis intervention rather than prevention,
and this is both inefficient and ineffective in terms
of achieving positive outcomes.

“If I was to change something the first thing I’d
do is find out where all the funding is going
and find out who is doing the same thing and
I'd want some end results – I think there's too
much of “we are doing stuﬀ”. And not enough
end results. There's a lot of people doing
fabulous work in supporting, but what's the
end result? There is too much duplication of
services – and everybody's doing it for the
right reasons, but it just ends up with no
changes and that becomes the new norm.”
- Employment Service Provider
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Further, the services that do exist to try and engage in
more comprehensive interventions (eg. wrap-around
support services to re-engage young people into
education) are often set impossibly high output goals in
a limited timeframe (eg. one service we visited had
output goals of registering 130 young people who have
disengaged from education for a range of complex
reasons, back into a course within a two year time
period - with one support worker); or they are pilot
programs who strive to demonstrate outcomes in short
time periods to often very complex situations, and then
may not be refunded depending not only on evidence,
but on political shifts.
Without shifting the ways in which services are funded or
commissioned, and without addressing the jurisdictional
tensions or barriers, then addressing the complexity and
fragmentation of the service system is going to be very
difficult, if not impossible.
This is not just a question of better coordination.
Coordination, in and of itself, does not improve
outcomes (see Borland, 2016). So greater investment in
coordination will not necessarily improve outcomes for
jobseekers. Further, minimalist services, where the
intervention is ‘lite’ and superficial, even for the most
entrenched and difficult issues facing a person will not
shift outcomes. Right fit services plus coordination
across these right fit services is what is needed in order
to create real change.

Intensive and Comprehensive
Support is predicated on failure
Resources in the service system are increasingly skewed
towards people who have cycled through multiple
systems without addressing their issues, and who
consequently have a complex set of unresolved issues
to deal with. As a result more intensive support is
needed - but at the same time, people have also often
learnt not to believe that change is possible, that the
system will respond, or they have learnt to ‘use’ the
system so that they can survive.
Further, rather than a focus on prevention and early
intervention, in the employment service system a person
needs to have failed significantly on multiple levels in
order to access more intensive and effective
interventions. And yet research has also demonstrated
that risks increase the more people ‘fail’ in a system:
“…once a person has been unemployed for 12 months,
their risk of continuing to be unemployed for another is
year is around 50 per cent” (DEEWR, 2012; ACOSS,
2012).

“So there's a lot of service organisations
out there - from my perspective they need
to work as a team not against each - I find
they are all competing - everybody's got
funding for this and that, and not a lot of
people are working together However in
this situation we did all work together –
I've got all the notes from our care team
where we documented our discussions
asking each other have you got funding for
this okay you can do that I've got funding
for that that I'll do this. We had his
beautiful life planned out and the
opportunities were there but they weren't
taken up”.
- Education Provider

“I hate the idea of a coordination role - it’s
like coordinating the coordinators, and we
had a time when that was all the rage, but
then we had a change in government and
they said there was too many coordinators,
that should be happening anyway. But
when you look at how messy it is, and on
my list of providers - it’s nine pages long
for this region, and that’s just in the
employment, educational reengagement
map. Theres something like 180
organisations in this region that are
working with youth. How do you navigate
that?”
- Employment Service Provider

“There's a lot of network meetings – in
Cardinia, Casey, Dandenong – the youth
network, the CALD network – heaps of
meetings. They are good to network and
find out about other programs but it takes
a lot of time. I mean we've got one of the
retired teachers for whom that's one of her
main jobs. She goes out to the networks –
to the network meetings, and she writes
extensive notes and I absolutely thank her
for it because then I follow-up on what I
like, because I can't go to meetings every
day.”
- Education Provider

27

While we heard of programs that have been funded to
try to address this service gap, what was also evident
was that the lack of integration of such programs, and
the limitations of the interventions they could actually
undertake with people - meaning that there are still
significant gaps.
We also found little recognition of programs that are
actually working for people - eg. community learning
centres, where funding is tight, and yet young people
who have disengaged have the opportunity for wraparound learning support plus employment opportunities
(see John’s case study).
There are examples of programs that are or have been
working across the region - there is an urgent need to
identify these more comprehensively and to build on
and from these. There tends to be a focus in the
research about disadvantage in the region on
identifying the ‘what and who’ (what characterises
disadvantage and who is disadvantaged) rather than
the ‘how’ - how might we address disadvantage and
who is already doing thing that work well, and how can
we leverage or build on these.

Key Issues Stakeholders Identified as
Reducing Potential for Positive Outcomes to
address Disadvantage:
1.

Fragmentation and lack of Coordination
meaning that services often exist in silos
rather than focussing on ‘wrapping around’
a person in order to achieve outcomes.

2.

Navigation of services - knowing what is
out there and how to access it

3.

Resourcing is ‘scattered’ and crossjurisdictional, meaning that there is often
duplication or divergent program goals

4.

Lack of transparent and ‘joined up’
outcomes data - which means that its
difficult to assess ‘what works’

John’s case study

What is needed to improve
employment outcomes?

John was born in 1998 and attended mainstream school
until 8th grade when he realised that he didn’t fit into
the system. After four years of navigating the hospital
system, he was diagnosed with Chronic Fatigue
Syndrome (CFS), which went someway to explaining his
constant disengagement with school.

To address the unwieldy service system in Greater
Dandenong in ways that could support better
employment outcomes the following strategy is
recommended:

By 2016, he decided to try to go back to school but
couldn’t find a way to do so. Eventually he was referred
to a Community Learning Centre.

1.

Developing a local or regional outcomes based
commissioning framework that focusses on
starting with the local outcomes and data and
then building an effective commissioning and
service system around the achievement of these
outcomes.

See the prototype on page 39 (local commissioning) for
a specific recommendation for testing a response to
this issue.

The centre interviewed him and talked to him about the
options available there. For example, flexible hours and
days, alternatives to do VCAL courses focused on
business, community services, IT, child care and hair
dressing.
Since then, John is doing VCAL intermediate which is
part of his year 11 curriculum. Also, he has the chance
to do paid work for 200 hours a year with an employer
in the area that he has chosen, in the retail space.
The community learning centre also provides John and
other students with a guidance councillor and a welfare
coordinator to make sure that everything is on track for
them to engage and complete their education.
John believes that having this alternative earlier would
have made some of his decisions easier. However he is
now settled and keen to join the workforce, knowing that
he will be able to do so with experience and a
certificate that backs it up a work history with real
qualifications and skills.
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The Cost of Not Funding Outcomes

Current Funding Models are
Output & Transaction Focussed
There are many factors that need to be considered when
determining successful outcomes that can address
disadvantage through employment. These include:
- maintenance of employment - is the person able to
maintain employment over time?
- nature of employment - is the employment full-time,
part-time or casual, and how does this impact on the
economic and social participation of the person? Does
the employment offer security - of income, progress
and tenure? Does the person receive a ‘living wage’ (ie.
a wage that enables the person to meet their basic
needs)?
- developmental pathways - does the employment
enable the person to progress over time? Does the
employment lead to other opportunities (training,
support, relationships)?
- impact - does the employment catalyse wider changes
for the person and their families?
The current ways employment outcomes are measured
focus predominantly on the first two (which could be
termed ‘transactional’ outcomes) rather than the second
two (which are more ‘transformative’ outcomes in terms of
the overall impacts that employment can enable in
people’s lives). The measurement of outcomes is also
limited to the period of the program. This means that what
is measured is limited in terms of employment’s actual
impact on people’s lives and on its contribution to
addressing disadvantage. Despite the reference to
‘outcomes’ in the programs intent, the ways and means of
measurement result in tracking outputs rather than
outcomes. For example, JobActive primarily measures
the following:
- job and training placements
- retaining jobs at 4 weeks, 12 weeks, 26 weeks
- nature of job - full time, part time, casual
Payments to the provider are tied to the achievement of
these outcomes.

Overview of what we learnt
•

There are a number of government funding
pools designed to address unemployment,
youth unemployment and improve
education levels. These often overlap in
purpose, target groups and geographic
areas.

•

Federal and State Governments fund
service providers with the assumption that
collaboration will occur to ensure service
provision is coordinated and integrated to
meet the needs of target groups. However,
coordination and integration is not the
experience on the ground for many
service providers, jobseekers or
employers.

•

There is a consistent view that current
commissioning models are ineffective. It is
also apparent that:
• There is a lack of clarity around who is
doing what and where there are
potential service overlaps and gaps
• Most contracts are focussed on shortterm and transactional outputs rather
than transformational outcomes for
disadvantaged jobseekers
• There is a high turnover of employees
due to minimal support (especially for
employees who have experienced
multiple barriers) is costly for both
employers and employees.

“A lot of projects are designed for short
term outcomes (are they really even
outcomes?) and are measured at 13 or 26
weeks. Many of these have unrealistic
expectations. But even worse, it’s at this
point that some programs gain momentum
and then the funding is removed. The
government just wants quick wins, they
need to understand it takes time. They don’t
understand what’s happening on the
ground. There’s no connection.”
- Employment Service Provider
29

Unfortunately current ‘outcomes’ results do not bode
well for people facing multiple barriers to employment:
- while just over a quarter are reported to be
‘employed’ at the 3 month follow up point, only 10%
of this group are in full-time employment, while the
rest are employed in part-time or casual positions;
- Almost three quarters (73.8%) remain unemployed or
‘not in the labour force’ at this 3 month point. (DOE,
2017).
What we heard from both job seekers and employment
service providers was that for many people facing
barriers to employment, their experience does not follow
a linear path, but rather, occurs in a series of ‘loops’, of
ups and downs, where for many the ‘downs’ outweigh
the ‘ups’.
We heard about key transition points for jobseekers with
multiple barriers, where critical support was needed for
more positive outcomes. These included:
- Pre-employment support and training
- Job screening and interview process
- Early employment - first month of employment
particularly if a person has experienced long-term
unemployment
- When support from or connection to employment
services is discontinued at 26 weeks
Many service providers we spoke with struggled to
articulate what a good employment outcome may be,
but they agreed current outcomes are output focused
and do not reflect adequately the realities of jobseekers
with multiple barriers to employment.
Further, the focus on outputs can reduce the incentive
for collaborative work. We heard about examples of
organisations not referring on clients because they
didn’t want to ‘lose their numbers’.

Outcomes from Employers
Perspectives
From employers perspectives the outcomes they are
seeking are relatively simple - skilled and engaged
employees who contribute to the productivity and
growth of the business. Whilst many employers we
spoke with were not adverse to working with jobseekers
who had faced multiple barriers to employment, their
goals were and had to be centred on what was good
for the business. However, we met a number of
employers who had a significant issue with filling
vacancies. Many of these employers had been
presented with potential candidates who had clear
employability barriers via JobActive and other
employment services.

“Funding programs are based on
budgetary process and political cycles.
There’s nothing worse than seeing a
program that’s just started to work and
then it cuts with the next government
because they want to make their mark.”
- Employment Service Provider

“The problem is that government sees
the process of getting a job as a linear
process. It’s not. It’s one step forward,
one step back. from engagement to job
is not a linear process. Things happen,
like losing your house, or health
problems.”
- Employment Service Provider

“There’s work to be done around what
is a ‘good outcome’ in terms of
employment services. It’s really diﬀerent
for diﬀerent groups of people.”
- Employment Service Provider

“We have had mixed results from
JobActive - and it depends very much on
the people who work there. Some are
just ‘tick and flick’ and with them we tend
to get the wrong candidate - we have had
candidates turning up an hour and a half
late for appointments, wearing thongs,
smelling like they’ve had a drink…that’s
just wrong. What are they doing there?
We had one woman who just went above
and beyond, and that was great. But she
left and her replacement is back to just
doing the bare minimum.”
- Employer
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To varying degrees all these employers recognised that
they needed to engage with a wider cross section of
jobseekers than they previous would consider, and that
they needed to understand the implication of this for
their business and their hiring / human resource
practices.

•

There is a need to understand the implications of
engaging employers in attempts to address
disadvantage through employment. Employers are the
‘gold’ (as one service provider suggested) in this
equation, and therefore understanding outcomes and
implications from their perspective is critical.

Figure 13 below outlines the outcomes challenge
that faces most employment related programs showing that though outputs are tracked to a certain
point (and that point has lengthened over recent
years), the real outcomes, the transformative
outcomes for employees and the cost reduction
outcomes for employers are much more long-term
than current tracking enables.

•

•

One local employer estimated the cost per
applicant of assessing jobseekers to be around
$300, this can be a significantly expensive process
for a business. A large part of this cost relates to
medicals, so ‘screening out’ processes prior to this
cost is a rational business decision for employers
(see the pathway for screening on page 21)
Research suggests that it can take up to two years
worth of investment (not necessarily financial
investment, but support, training, supervision), to
ensure that employees who have faced barriers can
retain employment over time (Bridgespan, 2015;
Boushey and Glynn, 2012). However, the returns
from this investment can be significant, relating to
stronger employee retention and performance,
which leads to decreased overall recruitment costs
(See Brigespan, 2015).

Though research more closely examining this is
sparse, numbers of employers suggested that
wage subsidies were less attractive to them than
active support of disadvantaged employees, as
this has a more direct impact on ensuring
productivity.

What is needed to improve
employment outcomes?
To address the lack of outcomes based funding in
Greater Dandenong in ways that could support better
employment outcomes the following strategy is
recommended:
1. Developing a local or regional outcomes based
commissioning framework that focusses on
transformational outcomes (not only transactional
outputs), and, in addition, tracks costs / benefits to
employers.
See Prototype 6 for specific recommendation for
testing a response to this issue.

Figure 13: Comparing costs to employers and outcomes for employees (with multiple barriers to employment) and situating
current output tracking + payment for employment service providers such as JobActive and JVEN.
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PART TWO:
Prototype Responses and
Recommendations
This part of the report outlines six potential prototypes
that could catalyse responses to each of the action areas
explored in part one, and help design for improved
outcomes around disadvantage in Greater Dandenong.
The prototypes are:
(1)
(2)
(3)

(4)

(5)

(6)

An employment focused community transport
initiative
A campaign to promote a thriving local future for
manufacturing
A platform to bridge the gap between employers
who are filling vacancies via their extended
networks, and unemployed jobseekers, who often
have fewer networks that stretch to employers
A local ‘career support’ model that is demanddriven, person-centred, not school specific and
that has direct links to employers
An innovative impact-focussed hiring process that
assists local employers to fill vacancies and links
local people disadvantaged in the labour market to
quality jobs
A local commissioning framework that joins up
services for outcomes.

These prototypes are outlined in more detail with
recommendations below.

While it is important to understand what
disadvantage is in Greater Dandenong and what
factors drive the continuation of unemployment for
people experiencing multiple barriers, this is only
part of the picture if the goal is to address
disadvantage. Disadvantage, as highlighted in the
first part of this report, is systemic and includes
factors that relate to individuals and to structural
inequities. Addressing disadvantage, therefore
needs to take a systemic approach rather than
seeking singular or simplistic answers to what is a
complex set of issues.

Recommendation:

For this reason we recommend a response that
takes as its starting point the interconnected
nature of the six issues we have highlighted in part
one of this report, and which takes a ‘prototyping’
approach to responding to these issues.

The following pages outline each of the responses
in terms of what prototyping them would involve,
the issues or problems they address and their
potential impact.

The issues that were identified in part one are
overlapping, interconnected and complex to
address in isolation from each other. While
singular responses to complex issues remain the
norm for addressing disadvantage we are unlikely
to see significant shifts or reductions. To date, the
major gap in responding to place-based
disadvantage has been the lack of systemic and
holistic responses. Therefore, our
recommendation is that any future response
demands a systemic approach to addressing
disadvantage.
Prototyping recognises there are no ‘off the shelf’
solutions to addressing disadvantage, and often
what is needed is deeper learning about what
works rather than trialling of quick answers.
Despite data that provides a picture of what
disadvantage is, there is relatively little validated
data about how to address disadvantage, except
at a programmatic level (and much of this is not
publicly available). What is needed to
appropriately respond is a ‘try, test, learn’
approach, which proposes a set of responses and
then tests them. This is what prototyping offers:
“prototyping builds confidence about a
proposed direction of travel. It finds the
vectors of the problem and the solution”
Andrea Siodmok, Policy Lab UK
Prototyping provides multiple loops of learning so
that responses can be iterated and refined quickly,
ensuring that any piloting or trialling can scale
tested and workable responses or solutions.
This part of the report outlines six potential
prototype responses that together could start
to address some of the issues raised in part
one.

We recommend that all six responses be
tested in prototype form to establish what
works (both within the responses and across
them) that could subsequently be trialled in a
pilot form in the Greater Dandenong area.
Figure 14 provides an overview of the comparative
potential of each of the responses to generate
outcomes, and the ease of testing these
responses in prototype form.

There have already been a number of significant
reports into disadvantage in the Greater
Dandenong and Southern Melbourne regions that
have articulated similar issues to those identified
in the current report. To start to address these
issues requires action, and the sharing of these
potential responses is meant to stimulate such
action to begin to really shift the dial rather than
continue to debate or define the issues. We hope
and intend that this report starts this move to
action as this is the only way in which to truly start
to address disadvantage in the region.

Potential Impact
Higher

6

5

Ease to
Test

3

1

4

Easier

Harder

2
1 - Bus to Job Community Transport
2 - Making. Our Future.
3 - Work Bridge Networks
4 - Career Planning 3.0

Lower

5 - Impact Hiring
6 - Local Commissioning

Figure 14: Comparison of impact and ease to test across the proposed
responses
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B2J: BUS to JOB
Community Transport
What:
Car ownership and a license are increasingly
important for jobseekers in Greater Dandenong.
Public transport is not agile or ‘on demand’
enough for many people who do not have cars for
accessing jobs. This prototype focusses on
examining how on-demand community transport
options could fill a need for jobseekers currently
experiencing transport disadvantage in Greater
Dandenong.
Big Question:
How can we cost effectively and efficiently
provide alternatives to public transport that
directly link people and employment?
So What?
People in Greater Dandenong rely heavily on
private transport to access jobs, and yet Greater
Dandenong also has one of the lowest levels of
car ownership in the Southern Melbourne region.
Young people and other jobseekers increasingly
identify lack of access to transport as a key
barrier to employment. Increasing public
transport routes is often a slow process, so
alternatives that are focussed on linking people
with jobs are needed in the short to medium term.
Partners Needed?
This prototype will need partners, and potentially
access to different kinds of vehicles to test
models. It would be best if partners included at
least 2-3 employers, local government, state
government and an NGO interested in transport
disadvantage.
The Problem:
• Public transport (e.g. buses, trains) in
Greater Dandenong do not reach all parts of
population migrating in and out of the region
for work each day
• Lack of transport is detrimental for
communities to thrive both economically and
socially, and transport disadvantage in
Greater Dandenong is significant

Potential Impact
Higher

1
Ease to Easier
Test

Harder

Lower

• People in Greater Dandenong rely heavily on private
cars to access jobs (79% of workers drive themselves
to work). Having no access to public or private
transport is one of the major barriers cited by job
seekers as inhibiting their access to employment.
• One of the major issues is that most public transport
routes are centralised, meaning that people need to
come in to Dandenong and then back out again to
access workplaces.
The Goal:
• Use transport as a platform to reduce disengagement,
disadvantage and unemployment.
Design challenge
• How might we engage with employers and jobseekers
to design and test transport alternatives that link
people to jobs?
How to get there through a prototype model:
• 1 month discovery project to explore the role of
transport in ensuring jobseekers can access jobs
(deep dive into transport disadvantage and
unemployment in Greater Dandenong)
• 2 month testing project to design, test and iterate
alternative models - 3 sprints included.
• 1 month refining models to develop a design that is
feasible, desirable and sustainable to present to
stakeholders. This would include a design plus
business modelling.
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Making. Our Future.

What:
Although the national narrative describes
manufacturing as in decline, the reality is that
manufacturing is localising and transitioning into
new spaces. Some of these spaces are advanced,
but others are more niche or hybrids of other
industries (eg. agriculture & manufacturing). This
prototype explores a distributed campaign to
attract jobseekers to manufacturing, re-framing it
as ‘making’, linking it with the maker movement
and highlighting how it is strong and growing in
Greater Dandenong.

Potential Impact
Higher

Ease to Easier
Test

Harder

2

Lower

Big Question:
How can we grow the perception of manufacturing
as thriving in Greater Dandenong, with the result
that it is seen as an representing a local
employment pathway of choice?
So What?
Manufacturing continues to be the largest
employing industry in Greater Dandenong - at
least double the nearest employing industry. Yet
manufacturers are also having trouble attracting
employees due in part to the perception that
manufacturing in Australia is declining. Finding
ways to shift this perception and attract people
into manufacturing is critical to address the high
levels of unemployment in the region, but also to
growing local businesses and the regions
economic prosperity over time.
Partners Needed?
Links would need to be made with advocates of
the Makers movement locally, technical teachers
and colleges, employers wishing to test and invest
in a makers festival or event. A partner who could
assist with the media aspects of the campaign
would also be advantageous.
The Problem:
• The ‘death of manufacturing’ narrative is
counter to the state of manufacturing in
Greater Dandenong - and the picture about a
wholesale shift to ‘advanced manufacturing’
and ‘highly skilled labour’ is not reflective of
the reality either.
• This is making manufacturing less attractive
to school leavers and others (including
migrants), which in turn is making it harder
for employers to attract employees into this
sector.

• This has led to the need to import labour from
other regions, and impacts on the productivity
and growth capacity of local companies (with
some looking at options to relocate in other
areas as a result).
• This eventually does lead to a decline in
manufacturing - a self-fulfilling prophecy but not
one based on the market forces we think it’s
based on.
The Goal:
• Ensuring the local manufacturing sector in the
region can thrive in diverse forms
• Inclusive prosperity that builds on a perspective
of manufacturing as a key industry in the region,
in terms of economic development and
employment.
Design Challenge:
How might we shift the perception of manufacturing
in the region to one which sees it as having a strong
future, recognises its diversity, and the many
employment opportunities it creates?
How to get there through a prototype model:
• Design and test a distributed campaign “Making.Our Future” - that profiles local ‘makers’
- the diversity of people employed and
employing in manufacturing locally, that reframes
manufacturing as ‘making’ and that builds the
identity of making as central to the region’s
future. (Distributed because it is participatory
rather than centralised and based in one
modality. It may, for example, include social
media campaigns of ‘the makers of Dandenong’;
test an employer run ‘makers festival’ as an
alternative to job fairs etc).
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Work Bridge:
Networks to
Employment
What:
Networks - who you know - are critical for both
employers filling vacancies and for jobseekers
connecting to work opportunities. Between 1/3
and 1/2 of jobs are filled and found through
contacts - friends, family, or acquaintances. Yet
many jobseekers in Greater Dandenong do not
have strong employment networks. This
prototype is focussed on building bridges
between jobseekers with few networks, and
employers with ongoing vacancies.
Big Question:
How can we bridge the gap between employers
who are increasingly seeking to fill vacancies
from the social networks of their existing
employees, and the unemployed jobseekers,
who often have fewer networks that stretch to
employers?
So What?
One of the key disadvantages that people who
are longer term unemployed face is their
diminished or diminishing networks that link
them to employers. This means they are
potentially missing out on one of the key ways
that people find jobs. Employers often by-pass
costly recruitment avenues and job service
agencies and go through the social networks of
their existing employees, making it vital for
jobseekers to have connections to others with
jobs in the local area.
Partners Needed?
Small group of willing stakeholders to test model.
Potential partners include 2 to 3 employers,
community college, TAFE or RTO, and a group of
young jobseekers as co-designers (potentially as
casual employees).
The Problem:
• Social capital in the form of diverse
networks, ranging from family, friends,
community connections and employers

Potential Impact
Higher

3
Ease to Easier
Test

Harder

Lower

plays a salient role in facilitating participation in
local economies.
• Social networks can increase information
transmission in the labour market and improve the
match between employers and potential
employees.
•
Young people in particular have limited social
networks because of minimal work experience or in
the case of unaccompanied minors, they have no
immediate or extended family members and
language barriers that impede network
development.
• Difficulties experienced by job active providers in
matching people with employers has seen
employers tap into their own employers networks to
fill vacancies.
The Goal:
• A tested platform for young people to connect with
potential employers in early high school that
support network and soft skill development and
potential employment match ups.
Design Challenge:
How might we build a platform to bridge and connect
jobseekers and employers?
How to get there through a prototype model:
• 1 month - desk research and discovery work learning from what has worked locally and
internationally.
• 2 months -Test and learn rapidly about how a different
kind of model could work. Seek investment to trial
and scale.
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Career Planning 3.0:
Next Generation Career
Advice
What: Young people currently get access to some
career advice at school - though the time dedicated
to this is shrinking, and there is still a skew towards
advice that steers people towards tertiary education.
This does not serve the diversity of young people or
employers, and further, it does not serve jobseekers
outside the school system or young people who
have disengaged. This prototype develops and tests
potential for a demand-driven, person-centred model
of career support across the lifespan.
Big Question:
How can we build a local career support model that
could cater for shifts in jobs/careers across the
lifespan, is accessible in and out of schools, is
based on labour market data and is demand-driven
(involving local employers)?
So What?
Mapping out a pathway into employment that is
realistic and achievable is important both for those
considering their future as they navigate school, and
for those who have not been able to engage in
sustained education or employment. Having access
to support to explore options should be available
across the lifespan, particularly as people are now
less likely to have one career over a lifetime, but
rather, a series of careers or opportunities.
Partners Needed?
This prototype requires the collaboration of a
number of employers, local government (particularly
in order to access labour market data), state
government (preferably through DEDJTR), a couple
of high schools (perhaps one traditional and one
community school), a college and an employment
agency, plus SELLEN.
The Problem:
• ‘Career’ Planning in schools is limited and often
not informed by labour market data but by a
commitment to tertiary studies
• ‘Career’ planning outside schools is limited either not available, or based on
‘tell’ (compliance as part of employment
services) or ‘sell’ (courses that the person can
buy to get on a career pathway)

Potential Impact
Higher

4
Ease to Easier
Test

Harder

Lower

• ‘Careers’ are changing. People are likely to
have multiple jobs across a lifetime rather than
one singular career and local circumstances
and opportunities are often different to broader
educational norms. Therefore, ‘career’
guidance needs to be based on local labour
market data, especially for non-academic
people. Not everyone is going to ‘fit’ tertiary or
trade pathways, but this does not necessarily
mean they will be out of work.
The Goal:
• A tested local ‘career support’ model that is
demand-driven, person-centred, not school
specific and that has direct links to employers.
Design Challenge:
How might we build a local model of ‘career
support’ that reflects local labour market
opportunities and is available for anyone at any
stage of life?
How to get there through a prototype model:
• Small group of willing stakeholders to test
model
• 1 month discovery work and learning from
what has worked locally and internationally
• 3-4 months to test and learn rapidly about how
a different kind of model could work - at local
scale
• Seeking further investment to trial and scale.
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Impact Hiring:
Employer HR Collective

What:
While the unemployment figures in Greater
Dandenong are significant, there are also a number
of industries and employers who are finding it
difficult to fill vacancies - including entry-level
vacancies. This prototype takes the hiring
practices of employers as a starting point, arguing
that business prosperity in Greater Dandenong is
intimately connected to ensuring that jobseekers,
particularly young jobseekers, are able to access
entry-level work and that hiring practices currently
‘screen out’ many jobseekers who may actually
make a positive contribution to businesses.
Investing in entry-level workers is an investment in
both talent and in the future of business in Greater
Dandenong.
Big Question:
How can we design hiring processes for impact both in terms of assisting local employers to fill
vacancies with suitable employees, and find
pathways into quality jobs for local people
disadvantaged in the labour market?
So What?
Increasingly the issues of entrenched
unemployment in particular areas and amongst
certain cohorts and the inability of a range of
employers being unable to fill specific job
vacancies, including entry-level vacancies are
inextricably linked. Unless we develop ways to
address both these concerns together their linkage
may reduce economic prosperity in the Greater
Dandenong area.
Partners Needed?
This prototype would require collaboration and
partnership with 2 or 3 local employers who have
human resource sections. The HR departments
would need to be willing to collaborate on designing
and testing alternative hiring processes.
The Problem:
• There are an estimated twenty thousand people
on the books of Job Active programs across
the Southern Melbourne region. This means
these people are actively seeking employment.
• We also identified a number of employers who
were frustrated that they were unable to fill job
vacancies, including entry level jobs with
prospects.

Potential Impact
Higher

5
Ease to Easier

Harder

Lower

•

There was a gap between the reasons
jobseekers identified around barriers to taking up
these jobs, and what employers perceived to be
the reasons these vacancies continue to be
unfilled. Jobseekers tended to focus on lack of
skills or external barriers that prevented them
from accessing jobs, whereas employers
focussed on perceptions of jobseekers
motivations and lack of soft skills when
articulating reasons for not hiring more
disadvantaged jobseekers.

The Goal:
• Hiring processes that screen in jobseekers rather
than screening them out, and ensure that local
businesses are able to access and grow local
talent so that they and the economy prosper.
Design challenge
How might we work more intensively with employers
to screen people ‘in’ rather than ‘out’ & directly
support jobseekers to sustain employment?
How to get there through a prototype model:
• 1 month discovery and research work to examine
current hiring practices and explore the growing
field of ‘impact hiring’ internationally.
• 2 months design and testing to explore potential
for demand-led, impact hiring models appropriate
for local employers.
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Local Commissioning:
Joining up outcomes

Potential Impact

What:
The local service system that focusses on
addressing unemployment is fragmented, poorly
coordinated and difficult to navigate, both for
jobseekers and employers. This prototype is
ambitious - it seeks to address this by developing
a local commissioning framework with relevant
stakeholders seeking to generate more effective
outcomes in the Greater Dandenong region. In
simple terms, commissioning is “the process of
planning, agreeing and monitoring services” in an
integrated and strategic manner (NHS, UK).
Big Question:
How can local commissioning models be reverseengineered (starting with outcomes) to reduce
fragmentation, build coordination and ensure that
funding creates outcomes in Greater Dandenong?
So What?
Ultimately the complex nature and interjurisdictional funding structures that can lead to
duplication and service gaps, can only be
resolved with focus further upstream in structuring
or restructuring of how we resource the
achievement of outcomes. This is an ambitious
prototype, but it explores and tests what might
need to happen in order to create the foundations
for outcome and needs based commissioning
across the Greater Dandenong area.
Partners Needed?
This would require the collaboration of a number
of key community service agencies, employers,
local, state and federal government.
The Problem:
• Most government funding options to address
unemployment, youth unemployment and
improve education levels overlap in purpose
and target group.
• Rather than coordination and collaboration of
these happening at the commissioning level,
there is an expectation this occurs between
service providers
• This has proven difficult within the Greater
Dandenong region with, for example, 180
services operating to address youth

Higher

6
Ease to Easier
Test

Harder

Lower

unemployment. Gaps in service delivery are not
clear which creates duplication and an
uncoordinated service response.
• Current commissioning models do not connect with
the context of Greater Dandenong, including the
extent of unemployment and complexity of barriers
that impede participation. Short-term output
measures do not adequately identify or track
changes in unemployment levels. Outcomes
measures that relate to the local context, measure
change over time, link to specific cohorts and the
barriers they experience are needed.
• Not doing this will continue to impact the local
economy as services duplicate each other and fail
to address gaps, employers continue to lose
money filling positions and people continuing to
drop out of training and employment opportunities
prior to and after the 26 week period.
The Goal:
• Implement a local commissioning model which
support targeted service delivery and measures
short and long term outcomes.
Design Challenge:
How might we create a local commissioning model that
is person-centred and defines long-term outcomes to
support targeted service delivery and reduce
unemployment?
How to get there through a prototype model:
• Discovery work to unpick and unpack funding of
employment across the Greater Dandenong area
• Design and trial a local commissioning model with a
small number of stakeholders including service
providers and funders
• Advise/pitch to government.
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