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This plan aims to build, attract and retain a skilled workforce to meet the economic needs 
of the Great Southern region. It contains a range of priority actions which were identified 
by local stakeholders to address local workforce development challenges. 

The plan aligns with the State Government’s Skilling WA – A workforce development plan 
for Western Australia (Skilling WA), which provides a framework for government and 
industry’s response to Western Australia’s skill and workforce needs.

The Great Southern Workforce Development Alliance, which is made up of industry, 
community and government representatives from the region, will be responsible for 
overseeing the implementation of this plan. The alliance will identify those actions within the 
plan that should be given highest priority and facilitate their implementation. Progress will be 
reported to stakeholders annually and be included in Skilling WA’s annual progress report.

The plan has been designed as an important reference point for all stakeholders as it 
identifies the challenges, agreed solutions and organisations that have a key stake in  
its implementation.

For the Regional Development Council as the peak advisory body to the Western 
Australian Government on regional development matters, the plan is used to identify 
workforce issues and solutions which require policy consideration across regions. This 
includes guidance on Royalties for Regions initiatives to support regional workforce needs.

For local government bodies, the plan identifies workforce issues to be taken into account 
as part of local government decision making processes.

The plan will be used by industry associations and employer peak bodies as a reference 
when working directly with employers to implement industry and enterprise solutions to 
workforce development challenges. 

The plan also captures the views and aspirations of the broader community and provides a 
useful reference when engaging on workforce development issues across the region. 

The Department of Training and Workforce Development in conjunction with the Great 
Southern Workforce Development Alliance will facilitate the coordination of State 
Government responses outlined in the plan. This will include working with those agencies 
and training providers designated to take the lead on priority actions in the plan.

Guide to 
implementation
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Background and 
methodology

Over recent years, regional Western Australia has faced increased challenges associated 
with ensuring the availability of a skilled and flexible workforce. It has become increasingly 
difficult to secure the labour required that would enable regions to meet their full economic 
and social potential due to the combination(s) of:
• rapid economic growth;
• employment demand; 
• inter-regional migration; 
• ageing workforces; and 
• changes in the nature of education and training.

To address this issue the Western Australian Department of Training and Workforce 
Development (the Department) is preparing coordinated and integrated workforce 
development plans for each of the State’s nine regions. 

These workforce development plans sit within the context of the whole of state initiative 
Skilling WA – A workforce development plan for Western Australia and involves a number  
of core considerations:
• an assessment of current and future demand for workforce skills;
• an examination of existing capacity and capability of the workforce;
• current and future workforce gaps; and
• the development of realistic and achievable workforce development strategies.

To support the preparation of the Great Southern workforce development plan 2013–2016,  
a regional profile has been developed and utilised as background for this executive summary 
and has been included in the plan. 

This plan has been developed in partnership with the Great Southern Development 
Commission and is overseen by the Great Southern Workforce Development Alliance which 
comprises key representatives from across the region. 

Consultations were undertaken through sub-regional forums conducted in Albany, Katanning, 
Denmark, Mount Barker and Frankland which attracted over 60 participants from across the 
region. In addition, one on one and small group interviews were held following the forums 
in Jerramungup and Albany, with representatives of the Aboriginal community, State and 
Australian government agencies and additional industry personnel. Appendix A contains a 
list of stakeholders involved in the consultation process.
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Pre-reading for these forums and interviews included a discussion paper designed to provide 
background information for the consultation phase of this project. Importantly, it offered a 
basis for discussion and debate about workforce planning in the region and provided:
• an overview of selected employment trends in the Great Southern; 
• a discussion about some of the occupations in high demand across the region; and
• a review of some of the key attraction and retention issues in the region. 

This plan is the result of extensive consultations which were used to validate the priority issues 
facing Great Southern workforce development and the regional priority occupation list which 
form the basis for actions in the Great Southern workforce development plan 2013–2016.
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Research  
and analysis

The research and analysis for this plan is based on the regional profile included in the 
full version of this plan and the discussion paper which, for statistical purposes, divided the 
Great Southern region into two sub-divisions: Pallinup and King (figure 1). These 
sub-divisions provided boundaries to guide the collection of a range of economic, social and 
demographic data and also reflect the geographic and economic diversity of the region. 
In summary, the sub-divisions consist of:
• Pallinup – the more rural sub-division which includes the local government areas of 

Katanning, Broomehill, Gnowangerup, Jerramungup, Kent, Kojonup, Tambellup and 
Woodanilling; and

• King – this includes the coastal City of Albany, the coastal community of Denmark and the 
Shires of Cranbrook and Plantagenet.
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Figure 1: Statistical sub-divisions of the Great Southern region

Source: Tonts, Davies and Haslam-McKenzie, 2008
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Where available, the most recent government and industry data have been used in this 
plan. It is worth noting that the ABS 2011 Census data was collected using new statistical 
areas. The statistical area which covers the Great Southern region is now known as Albany 
Statistical Area Level (SAL) 3. See Appendix B for an outline of these new statistical areas.

For the purposes of this plan the data utilised is based on an equivalence of the new 
statistical areas that combine to approximately align to the King and Pallinup sub-divisions. 

In addition, published secondary sources of data and information have been used such 
as that available from the Great Southern Development Commission, the Department of 
Regional Development and Lands, the Department of Training and Workforce Development 
and Regional Development Australia. 

The Great Southern is the second smallest region in Western Australia. It covers 39 000 
square kilometres of land which represents about 1.5% of the total land mass of the State. 
At the 2011 Census the population in the region was 55 357 which represents 2.5% of the 
State’s total population. 

The City of Albany is the regional centre with approximately 60% of the region’s population. 
It includes the majority of the key administrative, business and financial services. Other key 
population areas are centred around the towns of Denmark, Katanning and Mount Barker. 

While the Great Southern is economically diverse, it has a significant agricultural sector. 
The main industries in this sector include broadacre cropping, livestock and wool. There 
are major sheep and lamb export abattoirs in the region and the Katanning Saleyard 
Redevelopment project is expected to be completed in September 2013. Horticulture and 
viticulture are growing in importance while manufacturing, construction and the retail trade 
make considerable contributions to the region’s economy.
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Mechanisms to meet 
future labour needs

In keeping with Skilling WA – A workforce development plan for Western Australia (Skilling WA) 
it is important to consider the priority issues related to the Great Southern region by identifying 
strategies and priority actions that relate to the five key mechanisms identified in diagram 1.

Diagram 1: Key mechanisms of the Great Southern workforce development plan
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Within this context it is also necessary to be cognisant of the outcomes identified in the 
regional profile section of the full plan, research undertaken by the 10 training councils and the 
Department of Training and Workforce Development’s State priority occupation list (SPOL). 

These mechanisms in turn relate to the strategic goals identified in Skilling WA provided in 
the shaded boxes following.

Workforce participation
This component relates to addressing issues which act as barriers to people entering or 
remaining in the workforce, including the under-employed and those disengaged from the 
workforce. In the Great Southern region this includes the following factors.
• In King, participation rates in 2011 were close to the State average. The age groups 15–29 

years were slightly lower than the State average at 63.9% compared with 68.5%. However, 
the 65+ age groups were higher than for Western Australia as a whole. This could be 
related to the increasing retirement and lifestyle communities.

• The level of participation in Pallinup was higher than the State across the majority of the 
age groups. The 15–19 age group recorded a lower rate than the State average (48.5% 
compared with 52.8%) and the 30–34 age group was also slightly lower (73.6% compared 
with 76%). The 65+ age groups were significantly higher than the State average. The 
higher participation rates in the over 40 age groups are considered to be a reflection of the 
relative age of the agricultural labour force in Pallinup. Across Australia this element of the 
labour force is often older than in other sectors. 

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

Migration
This component relates to addressing issues which impact the growth and composition of 
the State’s population including overseas and interstate migration. In the Great Southern 
region this includes the following factors.
• There is a need for a more flexible skilled migration policy to enable industry to recruit 

suitably qualified employees, particularly in the meat industry.
• Challenges and opportunities are presented by the increasing cultural and linguistic 

diversity of the population.
• Youth out-migration in the Great Southern occurs primarily due to a perceived lack of 

educational, employment and social opportunities in the region.
• An increasing trend of out-migration of young people has significant ramifications for 

the Great Southern as it creates difficulties in attracting young people to fill skilled job 
vacancies and apprenticeship positions. This trend is of particular concern given the ageing 
population of the region.
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• At the time of the 2011 Census 15 668 people were in the 45–64 age cohort, representing 
28.3% of the Great Southern population. Approximately 23.2% (12 862 people) were in the 
25–44 age cohort. 20.7% of the population (11 471 people) were in the 0–14 age cohort. 
The 2011 Census also stated that 30.1% of the population was aged over 55 years. This is 
consistent with other coastal areas in Australia that have experienced strong in-migration 
by retirees and lifestyle migrants over recent decades (Burnley and Murphy 2004). 

• The diversity of migrant cultures in Katanning is profound and atypical of most Western 
Australian regional centres. This disproportionate level of multiculturalism adds vibrancy to 
the community, however with it comes special demands to provide language and support 
services beyond those typically catered for.

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

Attraction and retention
This component relates to addressing issues affecting the attraction of people into Western 
Australia, especially regional Western Australia, and encouraging them to stay. In the 
Great Southern region this includes the following factors.
• In 2011 businesses in agriculture, forestry and fishing dominated across the region 

in both the sub-divisions. They represented 27.3% of businesses in King and 59.2% 
in Pallinup. The Great Southern is dominated by small and medium enterprises. For 
example, in King in 2011, the majority of businesses (65.6%) were sole traders and 
84.3% were small businesses (less than 20 employees). In Pallinup there were 1959 
businesses of which 1148 (58.6%) were sole traders. 

• Research indicates that smaller businesses, particularly those with less than 
10 employees are more acutely affected by skilled labour shortages than larger 
organisations and face issues including: the rising cost of wages, attraction of new staff 
and high staff turnover.

• The region generally has a lower income profile than the national average. This is largely 
due to the fact that the incomes earned in the Great Southern tend to reflect the structure 
of the economy. With the high dependence on agriculture, wages tend to be lower than in 
regions dependent on other industries, particularly mining. Tourism is not an industry that 
is considered as providing high salaries and wages. The economic flow on effects mean 
that other businesses are only likely to pay wages commensurate with those paid by the 
key industries in the region.

• Suitable housing and infrastructure can be used as effective attraction and retention tools 
contributing to regional development, business activity and job creation.



13

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

Skills development and utilisation
This component relates to addressing factors impacting the level of training participation by 
those in the workforce and those yet to enter the workforce. In the Great Southern region this 
includes the following factors.
• At the regional level, approximately 39% of people over the age of 15 had completed year 

12 compared to 49% at a State level. This is a concern, as lower education levels can 
potentially limit employment opportunities and thereby constrain the growth of the region.

• On the other hand, both sub-divisions had much higher levels of completion to year 10 or 
11, over the age of 15, than the Western Australian average. 

• Availability and access to quality education post year 10 is perceived to be an issue in 
retaining young people in the region.

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

Planning and coordination
This component relates to addressing issues which impact the State’s, industry’s and 
enterprise’s ability to strategically manage the development of their workforce. In the Great 
Southern region this includes the following issues.
• There is a need for a mechanism to connect and support local businesses and enterprises 

in planning for their workforce requirements and committing to assist in retaining young 
people in the region which would increase the supply of skilled labour in the region. 

• In support of regional development, local governments need to ensure there is an 
appropriate supply of housing land lots available to the market to meet demand, as well as 
town planning needs.

Skilling WA: Strategic goal 5 
Plan and coordinate a strategic State Government response to workforce development 
issues in Western Australia.
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Summary of priority issues
Table 1 and the following sub-sections provide a commentary on the regional priority issues 
identified across the Great Southern region. It is based on a synthesis of the research and 
analysis undertaken to develop the regional profile section of the full plan and the outcomes 
of the sub-regional forums and further consultations.

Priority issues for  
the Great Southern

Table 1: Comparative analysis of Great Southern and sub-regional priority issues

Great Southern region 

• Competitive salaries and wages
• Regional perceptions
• Post-secondary school education 

opportunities
• Housing

• Raising Aboriginal employment
• Availability/quality of health care, including 

specialist services
• Seasonality of workers and reliance on the 

agriculture and related industries

Katanning Albany Denmark Frankland Mount Barker

• Out-migration
• Lack of career 

pathways

• Inadequate 
trade training 
opportunities

• Access to 
public transport/
drivers licenses

• Increased 
demand for 
flexible working 
arrangements 
for work/life 
balance

• Ease and 
access to 
diverse industry 
relevant training

• Lack of career 
pathways

• Ageing of the 
workforce

• Out-migration
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Competitive salaries and wages
One of the major challenges facing the public and private sector in attracting and retaining 
labour is the capacity to pay competitive salaries and wages.  

As indicated earlier, wages and salaries tend to be lower in the Great Southern than the 
State average particularly in comparison to some of the resource regions, such as the 
Pilbara, the Mid West and Goldfields-Esperance. There are a number of important issues 
associated with this, including:
• inter-regional competition for labour, with some employees choosing higher wage regions 

ahead of the Great Southern as a place of work/residence;
• Great Southern enterprises/employers find it difficult to offer the wages/salaries provided in 

other regions largely because the structure of the economy is vastly different and the scale 
of individual businesses and projects is generally smaller; and

• attempting to compete with wages elsewhere erodes profits and the viability of enterprises, 
further weakening the regional economy.

It is important to note that the region has a number of competitive advantages in this area.
• Lower wages are coupled with a lower cost of living than many other regions, thus in real 

terms employees can be better off when the cost of housing, goods and services are taken 
into account.

• The Great Southern’s ‘financial wage’ is often coupled with a substantial ‘social wage’ in 
terms of more flexible working arrangements than those offered in some mining regions. 
Examples of this can include flexible hours, job sharing, part time work, deferred salary 
arrangements (eg 80% salary for four years with 12 months paid leave in the fifth year), 
salary sacrificing arrangements and so on.

Declining relative incomes are the outcome of a number of factors (Davies and Tonts 2009). 
• Farm incomes have decreased in relative terms across Australia over the past two 

decades, which has major direct impacts on median incomes in regions with a heavy 
dependence on farming. 

• Many businesses in the Great Southern, because of their close links to agriculture, have 
not been able to increase their wages in line with the State average. 

• There has been a shifting geography of trade in agricultural regions with increasing amounts 
of business being conducted in larger regional centres, often bypassing local economies. 
This has led to a contraction of many private enterprises and restricted wages growth. 

• Rapid increases in wages elsewhere, particularly in those regions with strong resources 
sectors, has contributed to a strong increase in the Western Australian average when 
compared to the median incomes received in the Great Southern.  
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The declining relative incomes in the Great Southern pose a major regional development 
challenge. Given the importance of competitive incomes as a means of attracting high 
quality, skilled employees, the inability to pay wages and salaries commensurate with other 
regions places firms and organisations at a disadvantage in the labour market. While other 
factors, such as lifestyle, environmental amenity and cost of living are also important, the 
international and national evidence indicates that wages and salaries are an important 
determinant in staff attraction and retention.

In light of the above and the quality of lifestyle available in the Great Southern it will be 
important to promote the complementary nature of ‘social wage’ and ‘financial wage’ 
opportunities available.

Regional perceptions
External perceptions and stereotypes of regions and localities can have an important impact 
on the capacity to recruit staff. Numerous studies have shown that perceptions about factors 
such as the cost of living, level of social opportunities, facilities and services and so on play an 
important role in the decision making processes of potential investors and migrants to a region.
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Post-secondary school education opportunities
Education facilities are a critical piece of social/community infrastructure and an important 
issue for labour force attraction and retention, with families often leaving regional areas as 
children transition to high school or tertiary education. Perceptions facing rural areas include 
(Pelusey, Hatch and Tonts 2010):
• limited education opportunities after year 10;
• more limited year 11 and 12 course options than metropolitan schools;
• limited tertiary education options; and
• higher rates of teacher turnover and less experienced teachers in rural areas.

Changing these perceptions in the Great Southern region will be important in assisting with 
labour force attraction and retention and reducing youth out-migration. Another key labour 
force challenge in the Great Southern region is ensuring that education and training access 
is available to ensure that the skills are not only available but are also transferable to those 
that are needed. Education and training will be a key tool into the future to ensure students’ 
skills are matched to current and future labour needs (Davies and Tonts 2007).

Through stakeholder consultations it was noted that Tertiary Institutions Services Centre 
data indicated an increase in year 12 students who deferred taking up a place in a tertiary 
institution. Of the 2011 cohort of year 12 students in the City of Albany, 76.4% deferred 
taking up their place, up from 73.5% in the previous year.

Housing
One of the major challenges facing regions such as the Great Southern is availability of 
affordable housing. Providing sufficient affordable housing in regional economies is often 
challenging. The supply of housing in a region like the Great Southern can be impacted by:
• the volatility of the economic environment;
• land supply;
• the level of public housing available; and
• people from the metropolitan area seeing the region as a place for a sea change or tree change. 

The investment market and the rental market as well as that of home ownership can be 
affected by these economic and social variables. In periods of growth, the shortage of quality 
accommodation, particularly for rent, is a major challenge in attracting new labour. 

Scarcity of housing, high costs of building and the overall lack of infrastructure, roads, supply of 
water and utilities has long been an issue in Western Australian regional centres and towns.

In the Great Southern, affordable housing is crucial to accommodate the unskilled and semi-
skilled workforce required for retail, tourism and seasonal work in holiday, agricultural and 
winegrowing regions. More households are under pressure to pay a higher proportion of their 
incomes on housing. A direct impact of this in the region is that people move from coastal 
communities to more affordable accommodation in communities such as those in Pallinup. 
Of relevance to this region is the finding that approximately 36% of rental households in 
Denmark were suffering financial stress.  



18

Great Southern workforce development plan 2013–2016 Executive summary

In 2008 Haslam-McKenzie, Tonts and Davies reported that demand on housing and 
land throughout Western Australia had escalated in the past five years. The variability in 
demand and prices was evident when comparing the Great Southern coastal towns of 
Albany and Denmark and the inland towns of Broomehill, Tambellup and Cranbrook. The 
coastal towns had experienced an increase of 25% in price and demand while the inland 
towns showed minimal movement. Land prices had also increased in Albany, but not at the 
same high rate as housing. 

The lack of low cost housing was an issue raised in the Regional Development Australia’s 
Great Southern Regional Development Plan 2010–2020. Of particular note was the 
view that housing and land were needed in Denmark, Jerramungup and Mount Barker. 
Affordability was a key issue in Denmark and Mount Barker. In Jerramungup the concern 
focussed on providing accommodation to attract and retain potential residents, particularly 
those professionals providing essential services. Increased public housing, industrial land 
and retirement and aged care accommodation were also flagged. These will be important 
considerations in addressing workforce issues in the Great Southern. 

Aboriginal employment
The need to improve Aboriginal employment was identified as a priority issue. Participation 
rates and unemployment rates have an inverse relationship, where high unemployment 
rates often cause a fall in participation rates, as people withdraw from the labour force as 
a result of being unable to find work (Siegal and Swanson 2004 cited in Tonts and Davies 
2008). Additionally, while low participation rates reflect ‘self exclusion’ from the workforce, 
low unemployment rates often reflect ‘external exclusion’ where external factors prevent a 
person, willing to be employed, from gaining work. The Aboriginal unemployment rates in the 
Great Southern therefore indicate a number of external factors, such as lack of qualifications 
and sociocultural differences that may contribute to the unemployment rate and low 
participation rate in the Great Southern region.

According to ABS figures, the Aboriginal unemployment rate in the Great Southern was 16.5% 
compared to 4.5% for non-Aboriginal people in 2010. Common to most regional areas is the 
issue of raising Aboriginal employment. For many years there have been a large number 
of programs which focus on the issue. As an example, the Great Southern Employment 
Development Committee provides a range of Aboriginal employment services including: 
• building the aspirations of Aboriginal Australians; 
• developing or providing training for Aboriginal Australians; 
• employer support services to recruit and retain more Aboriginal Australians; and 
• developing Aboriginal workforces in communities and in industries. 
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Despite the programs and services in place, employment outcomes for Aboriginal Australians 
still tend to be lower than for non-Aboriginal people.

Health services
The WA Country Health Service (WACHS) planning team recently completed the 2012 
Great Southern Health Profile. It identified a range of specific considerations which need to 
be taken into account in the planning of primary health services within the Great Southern 
region. Those with direct and indirect relationships with workforce planning include: 
• population – the percentage of people aged over 65 in the region was higher than that of 

the State; 
• emergency departments – the attendance rate has increased in the region. It is significantly 

higher than that of the State; 
• diabetes and its complications was the leading condition for potentially preventable 

hospitalisations among both Aboriginal and non-Aboriginal residents;
• the hospitalisation rate for alcohol related conditions was significantly higher than that of 

the State; and
• determinants of health – the region has some areas with low socioeconomic indexes for 

areas scores (WACHS, 2012).

The State Government’s Royalties for Regions program is funding the Southern Inland 
Health Initiative. Under this initiative there will be a significant improvement to medical 
resources and 24 hour emergency coverage in the area. The initiative aims to:
• deliver safe and effective emergency services and good access to general practice;
• put private general practitioners (GP) back into country towns, supported by visiting 

specialists and health practitioners backed up by ‘e-technology’ such as telehealth; 
• provide better support to nurses who, due to the lack of doctors in this region, carry greater 

responsibilities; and
• fund the equivalent work value of 44 extra doctors to secure emergency department 

services and GP services across eight districts (Department of Health, 2011).

In addition, the $170.4 million Albany Heath Campus development is likely to require the up 
skilling of the IT professional skill needs of its staff in the Great Southern region, resulting 
from the increasing use and sophistication of medical technology.

Seasonality of workforce and reliance on agriculture and related industries
Many of the industries in the Great Southern are characterised by the use of seasonal 
workers to supplement their workforce. An opportunity exists to increase mobility between 
industries by recognising and capitalising on the transferability of skills of existing workers.
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Additional sub-regional themes
Out-migration
There has been considerable research into the demographic shifts affecting the region and 
how this might impact on the labour market. The key demographic changes include a net loss 
of young people, particularly in the 15–24 age cohort and to a lesser extent the 25–30 cohort. A 
2007 study of the perceptions of students at Perth based universities indicated the following: 
• the region was perceived as one in decline with little economic future;
• career pathways are likely to be limited if they relocate to the region;
• earning capacity was very poor when compared to other regions;
• social and recreational opportunities are minimal; and
• the region is remote and isolated (Davies and Tonts 2007).

These perceptions need to be overcome or challenged in order to ensure a steady  
supply of labour into the region. The perceptions of these potential employees suggest a 
lack of knowledge about the characteristics of the region, its diversity and the range  
of career and other opportunities. There were, however, a number of positive perceptions 
noted which include:
• low cost of living, in particular housing;
• a good region in which to get experience in senior roles sooner than may be the case in 

other regions;
• high quality sporting facilities and numerous opportunities to engage in sports;
• the region is a good/safe place to raise a family; and
• scenic environments and historic towns.

While changing perceptions about places is difficult, it is clear that the region’s attributes, and 
particularly those of employers, needs to be strongly promoted.  

Career pathways
One of the barriers to attraction and retention particularly in Katanning and Frankland is a 
view that opportunities for career progress are often poor. Employees often see regional 
employment as a ‘stepping stone’ in the workforce ladder, rather than a place to build a long 
term career. As a result, employment can be transitory. This has significant implications for 
employers in terms of recruitment costs and training. 

Access to diverse industry relevant training
The availability and quality of education facilities, particularly secondary schools, is a key 
concern for the community and a critical decision making factor for people moving to the 
region. Numerous studies point to the transition to high school and post-school, as one 
where rates of out-migration tend to be high. The availability and quality of education 
facilities is often a key component of decision making with regards to migration.

The Great Southern region has educational facilities ranging from preschool to  
vocational education and University of Western Australia’s Albany Centre in  
Natural Resource Management.
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Pre-primary and primary schools are located across most of the region’s centres, with a 
district high school located at Gnowangerup, Jerramungup and Kojonup. Five government 
senior high schools are located across the region with two in Albany and one each at 
Denmark, Katanning and Mount Barker. Private schools, K–12 and primary level also 
operate in some regional centres and a WA School of Agriculture is located in Denmark. 
The Great Southern Institute of Technology (GSIT) is located in Albany with campuses in 
Denmark, Katanning and Mount Barker. Ten other centres are coordinated through these 
campuses. Areas of training and education cover primary industry, business, hospitality, 
social sciences and trades. A Bachelor of Science in Nursing is offered at Great Southern 
Institute of Technology’s Albany campus, contracted through Curtin University (GSIT, 2012).

Great Southern Institute of Technology has implemented a range of projects aimed at 
encouraging learning experiences in the region as well as providing a skilled workforce for 
the region. These include:
• a new automotive workshop at the Albany campus funded by the State Government 

($1.9 million); and
• the Training Infrastructure for Tomorrow project at the Albany campus focusing on primary 

industry (wool and aquaculture). This is funded by the Australian Government ($3.0 million).

The State Government is also funding the project for a new Mount Barker campus which 
presents opportunities to develop options for establishing industry focussed training.

It is important to note that the Community Resource Centres located throughout the region 
provide important access points to education and training.

An opportunity also exists to increase the availability and access to diverse industry relevant 
training, particularly in Katanning, as part of its development as a SuperTown.

Transport
The Harry Riggs Albany Regional Airport is the main airport in the region and at present the 
facility handles daily return services to Perth. 

There are sealed runways at Denmark and Gnowangerup and small unsealed runways at 
Cranbrook, Jerramungup, Bremer Bay, Kojonup and Katanning. Charter and private aircraft 
and agricultural contractors use the Albany airport as well as the airstrips at Denmark and 
Gnowangerup.

As part of its Economic Development Strategy 2010–2015, the City of Albany plans to 
advocate for improvements to the airport infrastructure to accommodate jet services should 
they be introduced as a regular public transport service.

In addressing the proposal for Katanning as a SuperTown, the draft Katanning SuperTown 
growth and implementation plan (March 2012) referenced the current and proposed value 
and use of the Katanning Airport.
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The issue of a fly-in fly-out workforce is of significance to the role of airports in the region 
in supporting economic and community development. Fly-in fly-out services will put 
considerable strain on the existing facilities and will impact on the ways in which the local 
community uses and has access to the airport facilities and services. In December 2011 
Rio Tinto announced an expansion of its regional fly-in fly-out services from Albany to their 
Brockman Operations in the Pilbara. 

Issues associated with under-representation in the workforce that emerged during the 
consultations, highlighted that residents without access to vehicles or drivers licences 
experienced difficulty in participating in the labour force. While statistics of the number of 
people unable to drive in the sub-regions who are potentially dependent on access to a 
vehicle to travel to and from work are not available, anecdotal evidence suggests that a good 
proportion of the long term unemployed might fall into this category.

In addition, the introduction of new laws requiring the accumulation and recording of a 
minimum of 50 hours supervised driving experience and a mandatory six month waiting period 
after passing the practical driving assessment for youth seeking to get their licences, presents 
difficulties for parents/guardians who may be facing multiple challenges of their own.
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Ageing workforce
One of the other major areas of concern identified, particularly in the King sub-division, is 
the relative ageing of the workforce and the need for more flexible working arrangements to 
provide an improved work/life balance. 

The sectors with the oldest age structures include: agriculture, forestry and fishing; 
manufacturing; transport, health care and social assistance; and utilities. In almost every 
sector, the workforce is older than the State average. This poses significant risk to the 
region, since there is a need to find replacements for these workers to fill the gaps emerging 
in the labour market. However, this need comes at a time when comparable sectors in other 
regions are offering higher wages.

Clearly one of the most important issues associated with this theme is the impending 
retirement of many baby boomers from the labour market. Over the next 10–15 years 
much of this generation will leave the labour force and need to be replaced. This 
raises questions about how they might best be replaced and also ways of retaining this 
generation’s engagement in the labour force for longer periods, such as on part time or 
flexible workplace arrangements. 
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Future labour force demand
According to the ABS Value of Agricultural Commodities Produced, Australia 2010–11,  
the gross value of Western Australia’s agricultural commodities was $5.387 billion of which 
$787 million was contributed by the Great Southern.

The main agricultural industries include broadacre cropping, livestock and wool. However, 
horticulture and viticulture are becoming more prominent. 

There are major sheep and lamb export abattoirs at Katanning and Narrikup and a third, 
and smaller sheep, lamb and goat export abattoir at Beaufort River. Growth has also been 
experienced in industries such as:
• timber;
• light engineering;
• tourism;
• food and wine;
• aquaculture; and
• bush products.

The operation of the Albany Port is also a key part of the economy. Increasingly it is being 
used as a stop over port for cruise ships. However, as an agricultural port it is susceptible to 
seasonal variations and market demand for the commodities which pass through the port. 
Not withstanding this, it is important to note that other opportunities, including those within 
the resources sector, may occur within the region which could have a positive impact on the 
operations of the port in the future. 

According to research undertaken by Regional Development Australia – Great Southern, the 
three main employment providers in 2009 in the region were:
• agriculture, forestry and fishing;
• retail trade; and
• health and community services.

Future workforce needs for the 
Great Southern region
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Of the top 20 employers in the region (by number of employees) government departments 
employ 65% of the workforce. The largest employer is the Southern Country Health Service 
followed by the Department of Education. Opportunities therefore exist to investigate ways  
of improving public sector career pathways in the Great Southern, as a means of attracting 
and retaining experienced public servants.

At the local level, particular projects, locational attributes, attraction and retention issues drive 
occupational needs. Given that these will differ considerably from place to place, an important 
part of the forums and consultations associated with the development of the plan was to 
identify these and how they differ from the broader regional picture presented previously.  

There are a number of key economic drivers for the Great Southern including:
• primary agriculture production including wool, broadacre cropping, livestock,  

forestry and fishing;
• retail;
• tourism;
• land use – residential, commercial, industrial and agricultural; and
• industry, including transport infrastructure. 

From the various studies undertaken of the Great Southern, it can be seen that the region’s 
economy is expected to expand and its population increase. In many cases, the most 
significant growth was likely to be concentrated in the south of the region, particularly in the 
local government areas of Albany, Denmark and Plantagenet. To the north of the region, a 
modest decline or relative stability was expected due to the predominance of agriculture. 

Photo courtesy Katrina Bartley.
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Great Southern regional priority occupation list (RPOL)
The Department of Training and Workforce Development prepares a State priority 
occupation list (SPOL) which is an annually produced list of skilled occupations in high 
demand or considered industry-critical in Western Australia.

As part of the preparation of the regional workforce development plans, the Department is 
keen to complement this State level information with an assessment of priority occupations 
at the regional and, where possible, the sub-regional level.

Table 2 presents a summary of the priority occupations identified during the sub-regional 
forums and consultations.

Table 2: Great Southern regional (and sub-regional) priority occupation list

Great Southern region 

• Farm, forestry and garden workers
• Food process workers
• GPs and medical specialists
• Hospitality workers
• Licensed trades

• Mobile plant operators
• Nursing and midwifery professionals
• Personal carers and assistants
• School teachers

Katanning Albany Denmark Frankland Mount Barker

• Building and 
construction 
trades

• Clerical and 
office support

• IT specialists
• Office and 

practice 
managers

• Mental health 
workers

• Work safe 
assessors

• Cleaners and 
laundry workers

• Dentists
• Finance and 

insurance 
clerks

• Sales 
assistants and 
sales persons

• Cleaners and 
laundry workers

• Clerical and 
office support

• Office and 
practice 
managers

• Accountants
• Civil engineers
• Mechanics – 

auto and diesel
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While further refinements to the RPOL will be made as part of the ongoing review of the 
regional workforce development plan, table 3 provides a starting point. It was developed 
based on qualitative and quantitative research undertaken as part of this project. 

Table 3 provides a comparative analysis and triangulation (at the six digit ANZSCO level) of:
• regional and sub-regional priority occupations identified by participants in sub-regional forums;
• priority occupations identified in the regional profile prepared as background to the Great 

Southern workforce development plan 2013–2016 and utilised as the starting point for 
discussion at the sub-regional forums; and

• priority occupations identified in the 2012 State priority occupation list (SPOL).

It is worth noting that the SPOL contains:
• State priority 1 (SP1) occupations characterised by a combination of one or more of the 

following factors:
– very large levels of employment;
– high forecast growth and evident wage pressures; and
– consistent identification across a range of indicators as an industry-critical occupation.

• State priority 2 (SP2) occupations characterised by:
– notable levels of employment;
– medium level forecast employment growth; and
– identification across a range of indicators as an industry-critical occupation.

Of the 33 priority occupations (excludes the three digit ANZSCO level1) identified in the  
Great Southern regional priority occupation list (RPOL), 15 (46%) are also included in the 
SPOL with seven (21%) of them included as SP1 occupations.  

Similarly, almost 50% of them (16) appear in the regional profile and almost 22% (four) are 
in both the regional profile and the SPOL. Seven of them appear on neither and possibly 
reflect needs at the local level which emerged as part of the priority issues identified as 
regional or sub-regional concerns and warrant noting for further research into local workforce 
implications. 

This variation, together with the alignment between the regional profile and the SPOL, 
highlights the value of undertaking research at the local level.

1 Further research will be required to identify priority occupations within this area. 
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Table 3: Great Southern regional priority occupation list (RPOL)

ANZSCO Occupation Consultation 
outcome

Regional 
profile SPOL

121 Farmers and farm manager Regional 

132211 Finance manager Denmark  SP2
221111 Accountant (general) Mount Barker SP2
222113 Insurance broker Denmark  SP2
233211 Civil engineer Mount Barker SP2
234212 Food technologist Regional 

241213 Primary educator Regional  SP1
241411 Secondary educator Regional 

252312 Dentist Denmark
253111 General medical practitioner Regional SP1
254111 Midwife Regional  SP1
254411 Nurse practitioner Regional 

254422 Registered nurse (mental health) Albany SP1
312611 Safety inspector Albany
313199 ICT support technician Katanning
321211 Motor mechanic (general) Mount Barker SP1
323211 Fitter (general) Katanning SP1
331111 Bricklayer Katanning SP2
331212 Carpenter and joiner Katanning SP2
332211 Painting trades worker Katanning SP2
334111 Plumber (general) Regional SP2
341111 Electrician (general) Regional SP1
423313 Personal care assistant Regional 

431511 Waiter Regional
431999 Hospitality worker Regional
512111 Office manager Katanning 

Frankland


599999 Clerical and administrative worker Katanning 
Frankland



621111 Sales assistant (general) Denmark
721999 Mobile plant operator Regional 

811211 Commercial cleaner Denmark 

811511 Laundry worker (general) Denmark 
Frankland



821111 Builder’s labourer Katanning
841311 Forestry worker Regional 

841412 Nursery hand (horticulture) Regional 
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Introduction and scope
The regional workforce development plans being developed by regional workforce 
development alliances provide a whole of government, industry and community  
sector approach to providing services, infrastructure and support for the nine regions  
in Western Australia. 

Specific government, industry and community based agencies will be given the ‘lead’ 
responsibility to coordinate strategies and projects agreed to and included in the Great 
Southern workforce development plan 2013–2016. These strategies and projects are 
aligned to the five strategic goals of Skilling WA. In this way, the Great Southern workforce 
development plan 2013–2016 can also be used to inform the development of Skilling WA.

The Great Southern workforce development plan 2013–2016 is intended to provide 
a broad assessment of the workforce development trends and issues in the region. It 
does not aim to tackle in depth all of the various issues and scenarios associated with 
employment in the region but aims to develop a more general analysis of problems, likely 
solutions and required actions.

Roles, responsibilities and partnerships
Skilling WA recognises the significant impact Western Australia’s regional communities, 
diverse range of industries and multicultural population have on the State’s economy, while 
also acknowledging the unique challenges this presents. To meet these challenges, the 
Department of Training and Workforce Development has developed an integrated workforce 
planning and development process.

This process shown in figure 2 will ensure that the specific needs of industries, regions 
and those under-represented in the workforce, as well as major projects and enterprises 
are addressed. Governments, industry, community, education and training providers, 
enterprises, new job seekers and workers all have a role to play in meeting the workforce 
development needs of the State. Only in partnership with these stakeholders will the State 
address the skill and labour demands of our industries and provide the opportunity for all 
Western Australians to benefit from our growing economy.

Great Southern workforce 
development – the way forward
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Figure 2: Outputs from Western Australian workforce development planning

Source: Department of Training and Workforce Development, 2010

Timeframe
While the Great Southern workforce development plan 2013–2016 has a four year 
timeframe, Skilling WA will be regularly reviewed and updated by the Department of 
Training and Workforce Development. The Department will continue to engage with 
Western Australian industries, government agencies, workers, the education and training 
sector and other key stakeholders to identify emerging trends and issues impacting on 
workforce development. Further, the Department will work with these stakeholders to 
identify and implement strategies to address these issues.

The Department of Training and Workforce Development will be responsible for the regular 
review of economic and labour market data. The Department will also continue its ongoing 
consultation with key workforce development partners to monitor the State’s progress in 
achieving its workforce development goals and priority actions.

The status of the outcomes will be the subject of ongoing review, with progress reported 
to the Ministerial Taskforce on Approvals, Development and Sustainability on a quarterly 
basis. These rigorous measures will ensure that Skilling WA remains up to date and 
relevant and that it achieves its objective of planning for the current and future workforce 
development needs of Western Australia.

Skillin
g WA – A workforce development plan for Western Australia

Regional 
workforce

development 
plans

Industry 
workforce

development 
plans

Training together 
– working together 

(Aboriginal workforce 
development

strategy)

Project focused 
workforce

development plans

Western Australian
skilled migration strategy
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Action plan

In summary an overview of the drivers for the emerging actions in the Great Southern 
workforce development plan 2013–2016 include, but are not limited to the following points.
• The Great Southern region is one which has close to full employment.
• The economic drivers during the period 2013–16 are clearly associated with agriculture 

(and related industries), forestry and tourism. The key characteristics of these industries 
are that there is a strong seasonality factor in the workforce needs of their sub-industries.

• There is an increasing trend for some businesses to import labour from overseas to fill 
skills shortages which highlights the need for improved settlement processes, particularly 
for those from non-English speaking countries. Examples include the abattoirs operated by 
the Western Australian Meat Marketing Cooperative (WAMMCO) in Katanning and Fletcher 
International in Mount Barker who were acknowledged for their role in attracting both 
migrants and humanitarian entrants to the region.

• While the resource sector is not a major driver at this time, there may be future prospects 
in this area which could have an impact on the region. 

• In addition, Western Australia is currently experiencing major resource projects statewide 
and the Great Southern region has the potential to be a key recruiting ground. Hence this 
is likely to have an impact on the region’s industry and its community.

• Another characteristic in the Great Southern region during this period will be the impact of 
out-migration of young people and in-migration of retirees. 

• In terms of attraction and retention of the workforce, the consultations revealed education 
and health are key areas that will need to be addressed during 2013–16.

• It is likely that in the foreseeable future skilled and humanitarian labour migration are 
going to be significant in addressing the seasonality of the workforce needs and the direct 
and indirect consequences of the anticipated resource sector projects. This will require 
opportunities for training, particularly in language and literacy and support services for 
humanitarian refugees to assist them settle in the Great Southern region.

• In addition, it is evident that there is currently under participation within the existing 
population, including Aboriginal people and people with disability (including mental health) 
that could be trained, skilled and supported to address the workforce needs of a relatively 
stable population within the Great Southern region.
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The following action plan is based on a series of strategies that emerged during the 
consultations undertaken in the preparation of the Great Southern workforce development 
plan 2013–2016. These strategies fall into two broad categories including direct and 
indirect incentives.

Direct employee incentives       
• Wages
• Housing loan support
• Accommodation subsidies
• Relocation allowances
• Salary packaging
• Travel assistance
• Flexible working conditions
• Retention bonuses
• Education/training support
• Child care support

Indirect incentives 
• Health services
• School education
• VET pathways
• Higher education opportunities
• Public transport
• Social and cultural opportunities
• Aged care facilities
• Land development
• Affordable housing
• Child care services

The priority actions proposed provide practical solutions to a number of complex workforce 
development challenges. They have been designed to enable government to adequately 
plan and resource workforce related strategies and for the region’s employers to advise 
government and implement workforce planning initiatives in their workplaces.

Photo courtesy Colin Richardson.
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Priority 
issue Recommended priority actions

Skilling 
WA –  

strategic 
goal(s)

1.1  Department of Training and Workforce Development in collaboration with 
local industry and the Great Southern Institute of Technology to further 
identify priority workforce and skill needs of Katanning as a sub-regional 
centre and designated SuperTown. 

4.3

 Lead agency: Department of Training and Workforce Development

1.2  The Great Southern Institute of Technology to collaborate with the 
Department of Training and Workforce Development and Great Southern 
education providers, including North Albany Senior High School, with the 
view to offering education, training and employment pathways that align 
with the region’s industry workforce needs particularly in relation to health 
and human services.

4.1

  Lead agency: Great Southern Institute of Technology 
and the Department of Training and Workforce Development

1.3  North Albany Senior High School, with its partnership with Great Southern 
Institute of Technology, proposed trade training centre and growing support 
from regional industry, to promote itself as a secondary school specialising 
in vocational education and training pathways. 

4.1

 Lead agency: Department of Education

1.4  The Great Southern Institute of Technology in collaboration with regional 
hospitals in the Great Southern and the Department of Training and Workforce 
Development, to investigate the feasibility of offering additional enrolled nursing 
training places. 

4.2

 Lead agency: Great Southern Institute of Technology

1.5  The Department of Training and Workforce Development and the relevant 
Australian Government agencies to collaborate with Great Southern 
industry associations and other regional stakeholders to jointly conduct 
forums to promote industry uptake (including small business) of apprentices 
and trainees.

4.1

 Lead agency: Department of Training and Workforce Development

1.6  The Southern Country Health Service to enhance, where required, the IT 
skills of its staff in the Great Southern region in line with increasing use and 
sophistication of medical technology.

4.2

 Lead agency: Southern Country Health Service 

1.7  The Small Business Centre – Great Southern, regional business associations 
and the Great Southern Institute of Technology to collaborate to promote 
and deliver flexible small business training to meet the professional needs of 
small business owners throughout the Great Southern.

4.3

 Lead agency: Small Business Centre – Great Southern
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Priority 
issue Recommended priority actions

Skilling 
WA –  

strategic 
goal(s)

1.8  The Great Southern Institute of Technology in collaboration with the 
Department of Training and Workforce Development to consult with industry 
in Mount Barker and to identify appropriate industry focused training.  

4.1

  Lead agency: Great Southern Institute of Technology 
and the Department of Training and Workforce Development

1.9  Great Southern Institute of Technology and the UWA Albany Centre  
to investigate the feasibility of offering a higher education qualification  
in agriculture for graduates of regional agricultural colleges and  
secondary schools.

4.3

 Lead agency: Great Southern Institute of Technology

1.10  The Department of Training and Workforce Development in conjunction 
with Great Southern Institute of Technology collaborate with, the Food 
Fibre and Timber Industry Training Council, farmer representative 
associations and the Department of Agriculture and Food to define 
appropriate skill sets and promote Recognition of Prior Learning (RPL) 
and training delivery that supports increased workforce mobility for the 
farm workforce in the Great Southern. 

4.3

  Lead agency: Department of Training and Workforce Development 
and the Great Southern Institute of Technology

2.1  The Department of Training and Workforce Development and representative 
industry associations, to explore with the Department of Immigration and 
Citizenship mechanisms within the national migration program to meet the 
seasonal needs of many of the Great Southern’s industries and the skill needs 
of the region’s emerging resource sector. 

2.1

 Lead agency: Department of Training and Workforce Development

2.2  The Department of Training and Workforce Development in conjunction 
with the hospitality industry to advocate with the  Department of Immigration 
and Citizenship the feasibility of extending the existing working holiday 
visa arrangements to include cafes, restaurants and hotels as a means of 
addressing the skill shortages in the hospitality industry in the Great Southern. 

2.1

 Lead agency: Department of Training and Workforce Development

2.3  The Department of Training and Workforce Development, in collaboration 
with the Great Southern Development Commission, the Office of Multicultural 
Interests and the Department of Immigration and Citizenship to investigate 
the provision of migrant support services in the Great Southern, particularly 
Katanning, to assist with family settlement issues including language and 
literacy, employment and training.

2.1

 Lead agency: Department of Training and Workforce Development
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Priority 
issue Recommended priority actions

Skilling 
WA –  

strategic 
goal(s)

3.1  Great Southern Institute of Technology to continue to work closely with the 
region’s Aboriginal communities to encourage increased participation of 
Aboriginal students in health and related courses including the provision of 
support to enable them to complete their studies and gain employment.

1.2

 Lead agency: Great Southern Institute of Technology

3.2  The regional office of the Department of Education to investigate the year 
12 completion rate of Aboriginal students attending schools in the Great 
Southern with the view to developing ‘best practice’ participation and retention 
strategies which include addressing issues associated with transition from 
school to employment/further education and training. 

1.2

 Lead agency: Department of Education

3.3  The Department of Training and Workforce Development in conjunction 
with local training providers and employer representatives to further 
encourage apprenticeships and traineeships for:

 • Aboriginal youth; and
 • People with a disability including mental illness.

1.2

 Lead agency: Department of Training and Workforce Development

3.4  Department of Training and Workforce Development to assess options for 
servicing the co-ordination and information needs for Aboriginal training and 
employment in the Great Southern.

1.3

 Lead agency: Department of Training and Workforce Development

3.5  Regional industry and employers to provide more flexible working 
arrangements such as part time work to target older workers including those 
transitioning to retirement.

1.2

 Lead agency: Regional industry and employers

4.1  The Public Sector Commission to investigate ways of improving public 
sector career pathways in the Great Southern, as a means of attracting and 
retaining experienced public servants. 

3.1

 Lead agency: Public Sector Commission

4.2  The Department of Health to continue to pursue opportunities to work with 
both regional and metropolitan centres to accommodate patient needs and 
improve patient outcomes through the Telehealth services.

3.2

 Lead agency: Department of Health
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Priority 
issue Recommended priority actions

Skilling 
WA –  

strategic 
goal(s)

4.3  As part of the implementation of the Affordable Housing Strategy 
2010–2020, the Department of Housing to work with the Great Southern 
Workforce Development Alliance to identify appropriate housing through the 
social and affordable housing demand model and to determine whether a 
more targeted policy is required for the Great Southern region, in particular 
the nominated SuperTown of Katanning.

3.2

 Lead agency: Department of Housing

5.1  Great Southern Institute of Technology, its partnering universities, regional 
hospitals and aged and community service providers form the Great Southern 
Regional Health and Human Services Alliance to plan and co-ordinate the 
delivery of industry related education, training and employment pathways, 
particularly in nursing and aged and community care. 

5.2

 Lead agency: Great Southern Institute of Technology

5.2  UWA’s Albany Centre and the Great Southern Institute of Technology, which 
currently offers seven higher education courses in partnership with other 
universities, to collaborate with respect to the planning and delivery of future 
higher education courses.

5.2

 Lead agency: Great Southern Institute of Technology

5.3  The Great Southern Development Commission to monitor the various 
emerging major resource projects and, where necessary, commission social 
impact studies to help identify and inform State Government of the likely 
impact on the region’s workforce, infrastructure and services.

5.2

 Lead agency: Great Southern Development Commission

5.4   The Great Southern Development Commission to collaborate with local 
governments throughout the Great Southern to investigate the establishment 
(where they don’t already exist) of Aboriginal Accords as a means of 
engaging their local Aboriginal communities and involving them in community 
development and local employment opportunities.

5.2

 Lead agency: Great Southern Development Commission

5.5  The Small Business Centre – Great Southern to identify and implement 
strategies which assist with the establishment and support for Aboriginal 
business enterprises in the Great Southern. 

5.2

 Lead agency: Small Business Centre – Great Southern
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Priority 
issue Recommended priority actions

Skilling 
WA –  

strategic 
goal(s)

6.1  The Department of Training and Workforce Development to further refine 
the methodology and modelling for the establishment of the Great Southern 
Regional priority occupations list (RPOL) to better inform its market led 
training and purchasing strategies and future infrastructure investment 
in the region.

4.1,  
4.3  

and 5.1

 Lead agency: Department of Training and Workforce Development

6.2    The Department of Training and Workforce Development, with the support of 
the Great Southern Development Commission, to ensure the Great Southern 
Workforce Development Alliance has the appropriate levels of support to 
monitor and review the progress of the region’s workforce development plan.

5.2

 Lead agency: Department of Training and Workforce Development
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Forum consultations2 

Name Organisation

Margaret Fahey Albany Hospital

Linda Thompson Albany Worklink

Jerome Vann Apprenticentre

Mark Di Silva Ausgold Limited

Lynne Ward Community First

Geoff Belz Department of Education, Employment and Work Relations

Diana Burl Design & Drafting

David Love Electrical, Utilities and Public Administration Training Council

Jan Upton Financial, Administrative and Professional Services Training Council

Russell Pritchard Great Southern Development Commission

Geoff Bowley Great Southern Employment Development Inc

Cassie Coldwell Great Southern Institute of Technology

Sue Dybing Great Southern Institute of Technology

Kathy Keay Great Southern Institute of Technology

Donna Bright Great Southern Institute of Technology

Shirley Hansen Great Southern Institute of Technology

Neil Binning Great Southern Institute of Technology

Cathy Glen Great Southern Institute of Technology

Jan Davidson Great Southern Institute of Technology

Appendix A: Great Southern 
consultation list

2 Please note that some registrants arrived late or left early (didn’t sign the attendance form), some attended multiple forums and some 
were also interviewed individually during the project.
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Name Organisation

Sue Bennett-Ng Great Southern Institute of Technology

Chris Jones Great Southern Institute of Technology

Tracey Neilson Great Southern Personnel

Louise Duxbury Green Skills Inc

Diane Evers Green Skills Inc

Joe Lembo MLG

Simon Lyas Regional Development Australia – Great Southern

Pene Cuthbert Regional Development Australia – Great Southern

Cassandra Stipanicev Shire of Cranbrook

Jan Pope Shire of Cranbrook

Dale Stewart Shire of Denmark

Andrew Holden Shire of Katanning

Rob Stewart Shire of Plantagenet

Paul Beattie Southern Aboriginal Corporation

Jo Webb WA Country Health Service

Shirlene Higgs WA Department for Communities

Perdita Beebe WA Department for Communities

Trudy Clarke WA Department of Agriculture and Food

Heather Mahar WA Department of Education

Gail Wright WA Department of Education

Glenn Jones WA Department of Human Services

Anthony Bessell WAMMCO
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Additional consultations 

Name Organisation

Alan Davis Building and Construction Training Council

Greg Thornton CBH

Faileen James City of Albany

Ian Andrews Community Services, Health and Education Training Council

David Love Electrical, Utilities and Public Administration Training Council

Dave Hicks Engineering and Automotive Training Council

Allan Jones Financial, Administrative and Professional Services Training Council

Greg Cross Fletcher International

Brad Armstrong Food, Fibre and Timber Industries Training Council

Mal Gammon FutureNow Creative and Leisure Industries Training Council

Bruce Manning Great Southern Development Commission

Lydia Rozlapa Great Southern Institute of Technology

Jillian Dielesen Logistics Training Council

Nigel Haywood Resources Industry Training Council

Norma Roberts Retail and Personal Services Training Council

Bill Parker Shire of Jerramungup

Peter Butler Skill Hire

Vicki Brown Small Business Centre - Great Southern

Daniela Mattleys and  
Jim Wyatt

WA Department of Commerce

Neil Milligan WA Department of Education

Lester Coyne WA Department of Health

Jay Cook WA Department of Indigenous Affairs
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Appendix B: Great Southern 
– statistical boundaries 2011

The new statistical areas within the Albany SAL 3 are: 
• Albany;
• Albany region;
• Bayonet Head-Lower King;
• Denmark;
• Gnowangerup;
• Katanning;
• Kojonup;
• Little Grove-Elleker;
• McKail-Willyang; and
• Plantagenet.

These areas combine to make the equivalent of the King and Pallinup subdivisions used 
in 2006. While there may not be a direct alignment of the new ABS statistical areas with 
the King and Pallinup subdivisions, the approximate alignment utilised for this plan is 
presented below.

Approximate alignment of 2011 and 2006 ABS statistical areas in the Great Southern region  

King Pallinup

Albany Gnowangerup

Albany region Katanning

Bayonet Head-Lower King Kojonup

Denmark

Little Grove-Elleker

McKail-Willyang

Plantagenet
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Source: ABS Australian Statistical Geography Standard Volume 1 – Western Australia Maps, 2011

Kojonup

Cranbrook

Mount Barker
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50903
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Katanning

Inset 1
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National Park

Albany Region

50901
Albany

50801
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Albany Region
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Lower King

Little Grove – Elleker
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For further information or to provide comment on the plan, 
please contact:

State Workforce Planning 
Department of Training and Workforce Development 
T: +61 8 6551 5000 
Email: rwd@dtwd.wa.gov.au


