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Executive Summary
In 2010 Northern Futures set a vision. Embracing Australia’s emerging shift away from
heavy manufacture into the knowledge economy, it set an agenda for action through
the Northern Adelaide Skills, Workforce and Employment Blueprint. This Blueprint
responded to changes in the regional economy of Northern Adelaide, setting up a
clear path for aspirational growth of skills, business activity, and social wellbeing.
South Australia is now poised for accelerated renewal in the economic landscape. Key
areas for growth exist in defence and space, ag-tech and food innovation, health and
wellness industries and renewable resources. Entrepreneurship sits at the forefront of
innovation and South Australia is developing a state-wide network for its growth. Our
schools have entrepreneurial mindset and innovation tools embedded through the
learning journey, and tertiary education likewise fosters agile enterprise thinking. A
raft of entrepreneurial incubators and accelerators thrive, and the growth of adjacent
elements such as business interaction, Research & Development, engagement across
universities and business, and early-stage investment create a fulsome and maturing
ecosystem.
Australia’s national innovation agenda has seen entrepreneurship take a central place
in economic drive as “disruption becomes the new norm”. Globally, we face a VUCA
(volatile, uncertain, complex, ambiguous) economy – one characterised by hyperfluid
market forces, rapid technological change, volatile socio-political conditions and
ecological impacts. The emergence of Megatrends explains how these forces are
shaping our economies. Global trends encompass headings of Industry Redefined,
Future of Work, Super Consumer, Behavioral Design, Adaptive Regulation, Human
Geography, Innovating Communities, Health Reimagined, Food by Design and
Molecular Economy1. In Australia, these have been defined2 as limited natural
resources, response to bio-loss, rise of the global south-east, harnessing positive
aging, ubiquitous digital connectivity, and the rise of consumer expectation. The
challenge we must meet is to seek out and capitalise on the opportunities inherent in
these conditions.

Employment &
Skills Agencies

1
2

Workforce
participants

Public sector

https://www.megatrends2018.com/#introduction
https://www.csiro.au/en/Do-business/Futures/Reports/Our-Future-World
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Employers

The VUCA Economy
Volatile
Uncertain

Complex
Ambiguous

• open to sudden, impactful change
• open to more than one outcome, hard to
predict
• open to the influence of muliple,
interconnected forces
• open to misinterpretation and confusion of
cause and effect

Future North
The future for the North lies in the opportunities afforded by key projects, new
industries, and civic growth. A core thread of entrepreneurship through schooling and
education, along with the enterprise skill-set that workers need in order to develop
career resilience (rather than simple employability) are cornerstones of a vision for
the region that sets a strong goal and outlines the pathway forward. Identifying the
means needed to drive this vision, Regional Development Australia’s Workforce
Development Research Project3 called for a combined and connected approach to
workforce development, that delivers localised data to enable tailored policy
frameworks and action.
The intention of this discussion paper ‘Our North, Our Future’ is to provoke
considered action towards a new future for workforce and social wellbeing. In
identifying broad trends in economic shift and workforce engagement it points to
where further investigation will drive a new strategic approach. In outlining the
current policy and government framework, this report maps areas for potential
collaboration and engagement. A next phase of work would further unpack key
influences, their adjacencies and dependencies, and catalyse a new plan to deliver an
expanded vision for the North, and for South Australia.
The six-pillars initially proposed in the 2010 Northern Futures Blueprint remain valid
agents for economic and workforce development. They are now restrategised to form
a four-pillar model with two underpinning support structures that connect and
enhance the drivers embedded in each of the pillars. In doing so, this model
acknowledges four key areas for impact: engagement and aspiration, learning and
literacies, coordinated career development, and industry and agency links. These are

3

http://www.rdametroadelaide.com.au/sites/default/files/general_page/2011/10/rda_adelaide_workf
orce_development_research_projec_62718.pdf
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underpinned with two foundational levers: A Regional Skills and Employment
Observatory, and a Strategic and Influential Governance Body.

This discussion paper takes a very intentional and aspirational approach. The core
characteristic of entrepreneurship is to see opportunity in response to need. The Our
North, Our Future discussion paper scopes out ‘pain points’ that exist for the North,
uncovering areas for attention and positive change. To these it applies a growth
mindset, seeing the status quo not as fixed and unchangeable, but as a platform from
which growth begins. It holds a foot to the flame of these pain points, but more
importantly, it shines a light on areas of new opportunity by identifying how numerous
investments into the region offer up a rich vein for accelerated success. In the current
VUCA economy, the best path for growth in the North is entrepreneurial, using
innovative models and an ecosystem approach to deliver an agile skills base.

4

4

Dweck, Carol S.. (2008) Mindset :the new psychology of success New York : Ballantine Books
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Pillar 1: Engagement and Aspirations
Northern Adelaide has undergone a highly impactful economic shift in the last ten
years. The closure of the GMH automotive factory impacted workers associated
directly with the plant as well as second and third tier suppliers and affiliated
businesses. The effects of this change directly and indirectly saw unemployment in
the region rise above the national benchmark in the last few years, compounding
issues for a demographic in which sections of the community have had a problematic
engagement with the workforce.
The generalised low skill base in the Northern Adelaide region compared to South
Australia, sees a much lower rate of engagement in post-school education and
relatively high levels of trade and vocational certification. The whole of South
Australia commencement rates of apprentices and trainees is falling across skills
areas. Data specific to Northern Adelaide is not available, however, the two industries
tipped for greatest growth, construction and health and medical are experiencing a
drop across the State.
Further factors arising from family background, social constructs and expectations and
attitudes impact involvement in the workforce. The negative attitudes towards
learning that were outlined in Blueprint1 persist, alongside a need for greater base
skill attainment, in the foundational literacies.
In contrast, there is a strong investment into the North in new industry, business
innovation support, entrepreneurship and start-up programs, and interactions in
schools aimed at engaging students and fostering aspiration. New housing
developments, public infrastructure and connectivity between the northern suburbs
and the Greater Adelaide region offer additional potential for positive impact.
The Cornerstone Consulting draft paper Entrepreneurial pathways for young people in
the Northern Adelaide region 5 outlines an innovative approach to using
entrepreneurial mindset and enterprise skills teaching as a mechanism to foster
aspirations among youth. It points out that there may be a latent entrepreneurialism
borne of necessity in populations of disadvantage, and that entrepreneurialism has
the potential to cut through barriers of education and socio-economic demographic.

http://strettoncentre.com.au/index.php/the-northern-entrepreneur-growth-program/

5

David Paterson, Entrepreneurial pathways for young people in the Northern Adelaide region,
(Cornerstone Strategy, working draft, 2019)
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Summary of pain-points
o Pockets of low labour force participation among working-age people persist
o Problematic transition from school-to-work leading to young people moving
from education to social benefits
o Low levels of aspiration to employment both in individuals and across family
structures
o Need for foundational social skills or employability skills leading to negative
experiences and lack of tenacity in job-hunting

Opportunities to drive growth
o Latent entrepreneurial capacity amongst youth as well as older populations
that could be ignited
o South Australian specialist entrepreneurship school Banksia Park
o Generalised increased focus in schools and tertiary education on enterprise
thinking and mindset
o Stretton Centre’s Northern Entrepreneur Growth Program
o New industries in defence, space, ag-tech and food innovation, health and
wellness industries and renewable resources
o Investment into the North’s liveability
o Local governments’ focus on aspiration and community wellbeing
In addressing the issues in Pillar 1, the following objectives will guide action:
1.
2.
3.
4.
5.

Raise expectations of what it means to be part of Northern Adelaide
Increase aspiration for self-directed employment or self-employment
Foster entrepreneurial mindset and enterprise skill set across the North
Increase educational attainment, particularly in disadvantaged pockets
Increase labour force participation, particularly in disadvantaged pockets

The need for data & connection
o Information on the workforce at a local level is needed – a body to gather,
cross reference and infer value from multiple data sets
o Deeper knowledge on local employer needs
o Understanding of the levers that could be used to raise aspirations and the
effectiveness of various campaigns
o Visible connection between place, Northern Adelaide, and opportunity,
workforce engagement
o A connected entrepreneurial approach across the region to create a new
resilience
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Key Stakeholder Roles – Pillar 1, Engagement & Aspirations

Education &
Skills Agencies

• provide sound advice based in local
knowledge
• need information on workforce both
locally and on international trends

Workforce
participants

• engage in workforce, raise
aspirations
• need to feel there are opportunities
they can reach

Students

Employers

Educators

Government

• reach out to push boundaries and
expectations
• need support to develop
entrepreneurial mindset
• engage in discussions and skills
needs forecasting
• need agencies that understand their
skills and employment needs
• foster entrepreneurial mindset
• need to understand local workforce
environment, and wider context

• support initiatives with timely data
and resourcing
• need up-to-date and localised
information on all stakeholders
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Pillar 2: Learning and Literacies
Engagement with education and skills training is influenced by foundational literacies
in language, numeracy, digital, workplace, social and emotional capabilities. For our
North to capitalise on available opportunities, generalised low levels of literacy across
the Northern Adelaide region must be addressed and become increasingly problematic
in areas of high disadvantage, where there is inter-generational and multidimensional disadvantage.
Research shows that attitudinal issues with learning that are present in families have
a lasting effect on children’s ability to succeed in their schooling, and that this
impact begins very early on in schooling for many children. Furthermore, this attitude
is passed down through generations where there has been a lack of value placed on
learning and educational attainment in the family environment. In families where
there are other factors of disadvantage such as physical, emotional or substance
abuse, welfare dependence and joblessness, this can be exacerbated. Families coming
from culturally and linguistically diverse backgrounds may also struggle to meet
learning and literacy goals.
For older workers who may have been retrenched, or are looking to change jobs, an
illiteracy sustained from earlier in life may have an impact on success or may show up
when needing to meet new regulations or work environments.

Summary of pain-points
o Attitudinal barriers to learning present in social and familial environments
o National school’s assessment results that attest to low literacies in the North
o Barriers to adult retraining, re-employment or retention of employment
where literacy is low
o Inability to attract quality teachers into learning environments where there is
a high level of disengagement and disruption to learning processes
o Oversubscription to adult literacy programs signaling increased resource need
o Multiple literacy; language, numeracy, digital, workplace, social, emotional

Opportunities to drive growth
o The ubiquity of digital technologies enables just-in-time and just-in-place
learning
o There are a number of services and programs available, eg Playford Adult
Literacy Program, ACE courses, It’s Up 2 Me
o The changing expectations and attitudes to lifelong learning may lower
stigma to remedial learning or re-training
o The positive impact of new industries provides a communications platform to
campaign for new skills and learning
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In addressing the issues in Pillar 2, the following objectives will guide action:
1. Establish learning as a valid and valuable life goal, whether in formal education
or via other learning experiences
2. Support families to connect with schooling to foster positive experiences and
encourage children’s education
3. Foster positive learning attitudes for families as an integral element for early
childhood
4. Support adults to extend competency in their literacies across language,
numeracy, social and information technologies
5. Leverage the State Government’s commitment to entrepreneurial education,
and the northern specialist school through activities that spread
entrepreneurship across the North

The need for data & connection
o Fostering an entrepreneurial mindset widely across the Northern Adelaide
region will necessitate engagement across multiple players including
education, career development and employment agencies and role models
o Information on populations of cultural and linguistic diversity in Northern
Adelaide is needed at the localised level to inform the level of support
needed and the locations of highest impact
o Shared understanding of the literacy needs of the north is needed along
with ongoing discussions and action groups e.g cross sectoral roundtables
o Ongoing engagement with people on a learning journey can provide
milestones and ambassadors for achievement

https://www.education.sa.gov.au/sites-and-facilities/upgrades-and-new-schools/new-school-north
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Key Stakeholder Roles – Pillar 2, Learning & Literacies

Education &
Skills Agencies

• connect people with opportunities
for literacy upskilling
• need up-to-date information on
need and a connected network

Workforce
participants

• access literacy upskill programs
and/or refer others as needed
• need to know where to go for
upskilling

Students

• engage with education that is
delivered in new ways
• need to be supported by a wellconnected network

Employers

• provide access to literacy programs
and support skills attainment
• need local programs that fit the
work environment

Educators

• continue to foster literacy
attainment, cross-literacy teaching
• need understanding of the local
environment

Government

• provide resourcing for programs and
data points for direction
• need data consolidated from across
the region
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Pillar 3: Coordinated Career Development
The hyper-fluid workforce conditions of a VUCA economy place pressure on career
development provision to move beyond the first-step approach of simple job readiness
and aim to enable a workforce that is able to meet changing job and work needs with
resilience. The reality of working life for a young person of school-exit age is that
they are likely to have up to seven different career changes, and to move through
states of employment, un-employment, under-employment, and self-employment
throughout their working age. Some of these are likely to be at the same time. In a
demographic where there are pockets of high-level disengagement from the
workforce, this job is made harder.
Career skills are developed through a range of environments and activities, and in
part, are influenced by competence in the previous two pillars. Influences like family
life provide a baseline of career options and expectations. Schooling has a large role
to play in the development of option awareness, the skills in researching potential
avenues and competencies in interpersonal and task skills. Beyond secondary
schooling, further education as well as career and job agencies steer both new
entrants to the workforce and existing workers to new jobs and careers.
The fluidity that is currently such a characteristic of the workforce offers an
opportunity that is sometimes missed, in that the structures that hold workers in
specific employment fields have softened, and at the same time, access to education,
skills and training has opened. It is more possible than in previous generations to
redirect a career path, choose a different job or career, and gain access to the means
to retrain. In line with this, is the reality that self-direction in job and career choice
is now a vital element. A coordinated career development approach is essential.

Summary of pain-points
o Lack of understanding of the skills needed to self-direct in a hyper-fluid
workforce
o Low level of awareness of career opportunities open to young people in the
North, as well as to older people in a position of career change
o Lack of awareness as to avenues for information and support on career
information and assistance, particularly for youth, migrant and older
demographics
o Disconnect between industry skill needs and educators, both technically and
professionally (the ‘soft’ plus ‘hard’ skills)
o Lack of direct engagement between employers and educators e.g. through
work experience, industry visits and expert talks
o Lack of current workforce information to assist in job and career choice
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Opportunities to drive growth
o New pathways through compulsory schooling enable a focus on self-directed
careers and entrepreneurial mindset
o Connecting up the network of local agencies as well as more broadly, would
support career development across the North
o Tertiary focus on enabling students to navigate hyper-fluidity in worklife
o New industries entering the market requiring new talent base
o Potential for creation of a central workforce body for advice, articulation of
connections and oversight on workforce needs
In addressing the issues in Pillar 3, the following objectives will guide action:
1. Strengthen a coordinated and ‘mesh network’ approach to career development
and advice
2. Foster enterprise mindset and competency through schooling and for midcareer changers
3. Increase connection between industry and employers and education and
training
4. Ensure that up-to-date industry and workforce information is shared, cocreated where possible, and localised

The need for data & connection
o Information on the workforce needs at a local level is not readily available
and should include clarity on both technical and generic skills needed
o Programs that foster entrepreneurship could be leveraged to provide skills
training more widely across the North, to both school and working age
o Greater connection is needed between employers, career and job agencies
and educators
o Knowledge on career resilience in fluid and transitional labour markets
needs to be shared
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Key Stakeholder Roles – Pillar 3, Coordinated Career
Development

Education &
Skills Agencies
Workforce
participants

• provide sound advice based in local
knowledge
• need connection with employers and
up-to-date, localised workforce
information

• engage in self-directed career
management
• need support for career changes,
locally and personally relevent

Employers

• engage in building and maintaining
local workforce
• need access to a local, quality
workforce (as well as non-local)

Educators

• respond to the need for 21st century
skills and fluid careers
• need understanding of workforce
realities including locally

Students

• seek to create a livelihood that brings
satisfaction and a good standard of life
• need to be inspired to reach for
achievement and understand career
options

Government

• provide local support that responds to
local conditions
• need data and information that is
localised and meshed
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Pillar 4: Links between Workforce, Education and Services
The North, as outlined above, is in transition as it moves beyond the exit of heavy
automotive manufacture, and toward a new economic base, where health and
defence will be just two areas of high value in the local workforce. For the region,
this shift requires a pipeline of new entrants into the workforce who are ready in
terms of skill, as well as the reticulation of existing workers moving from older
industries to retrain into the new. It is worth noting that not all new entrants into the
workforce can be considered of young age, given the pockets of disengagement from
the workforce across all ages.
The needs of employers for suitable skills fall into two distinct areas, of the technical,
or ‘hard’ skills, plus a suite of generic attributes, ‘soft’ skills, referred to as the ‘T
Shaped’ individual, whereby generic skills in literacy, numeracy, interpersonal and
problem-solving skills form the upright of the ‘T’, and the task-specific skills form the
top slice. While both of these are learnable and trainable skills, generic skills are
transferred from job role to job role. Technical skill will be either industry specific,
as in the case of an electrician, or job specific as in the ability to operate a specific
system in a workplace.
The workforce capability that will be needed to meet the requirements of current and
upcoming projects in the North will take in a wide skill set, and will provide
employment not only in larger companies, for example in defence and health, but
also offer opportunity for the small to medium sized business sectors. However, larger
companies are more likely to recruit for cultural and generic fit and provide training
to task. The small to medium employers usually require not only generic skills to be at
a high level, but also task specific skills, with experience, for workers to be able to
add value from the start of employment. An issue for the small to medium sector is
the ability to foreplan workforce need and take proactive steps to succession plan.
There is concern from employers and workforce participants alike however, that there
need to be improved links between workforce, education and services in order to
provide more accurate information on gaps and opportunities, better tailored service
and ease of movement of workers and skills. Employers report a need for greater
information on the skills and capabilities of the local workforce, and a responsive
approach to need, rather than a supply approach of available capacity. For
communities of cultural and linguistic diversity, the disconnect between services, the
workforce and client impacts on success and places a load on these workers.
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Summary of pain-points
o Skills in demand information is not localised
o The region has a predominance of small to medium employers with a focus
on immediate need rather than strategic planning
o There is a lack of shared knowledge across the region of upcoming major
projects, and the workforce needs and opportunities arising from them
o Larger employers look to recruit generic skill sets and train to task
o Finite local workforce, and within that, a smaller pool of employable people
o Competition across employers in the North for skills and qualified talent

Opportunities to drive growth
o Key stakeholders in the region are already collaborating and there are both
implicit and explicit shared visions
o The skills base needed is broad and expanding
o SA’s focus on emerging industries, new projects and entrepreneurship offers
an opportunity to bring knowledge and action together
o As a coordinated network, agencies and services are able to have a greater
impact in the region and to advocate more strongly
In addressing the issues in Pillar 4, the following objectives will guide action:
1. Connect information on major projects and workforce needs, and create a
network of stakeholders
2. Adopt a region-wide model of ‘T’ shaped skills development in a context of
enterprise skills
3. Ensure ongoing mechanisms for small to medium enterprise to access support
for strategic planning
4. Ensure training and employment programs are demand driven in response to
local knowledge
5. Identify and strengthen the levers for success in a fluid workforce

The need for data & connection
o Information on the breadth and inter-relationships of major projects across
the region is not consolidated and readily available
o A networked approach to small to medium employer needs across the region
is required
o Connection between job and employment agencies and programs with data
sets at a local level is missing
o Connection between larger employers and job and employment programs will
assist to ensure a demand fit rather than supply approach

17

Key Stakeholder Roles – Pillar 4, Links between Workforce,
Education and Services

Education &
Skills Agencies
Workforce
participants
Employers

Educators

Students

Government

• connect with employers for
responsive supply
• need information, data and
connection on workforce need
• train and re-train to ensure job and
career resilience
• need access to services that respond
to real opportunity
• participate in workforce planning
• need pipeline of skilled and suited
employees

• provide connection between study
and employment
• need work experience connections
and good advice
• provide the next generation of skills
and talent
• need to be able to participate in an
ecosystem of employment
• provide information and resources
for workforce development
• need data at local level
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Support 1: A Regional Data Observatory
Much of what is needed for Northern Adelaide to succeed in the transition to a new
economic base comes down to a simple equation:
(Data + Connection) x Effective Action = Workforce resilience
The issue here is that there is no mechanism to provide that role. The model of a
Regional Data Observatory is widely applied across the European Union6 with one
localised model in the City of Playford. The model draws together relevant data on
workforce and labour issues with skills, training and education to further economic
and societal goals.
Information on workforce needs and employment is available via the Department for
Jobs and Small Business and reaches a granularity to the regional level. However, the
delineation of Northern Adelaide in these reports does not match the South Australian
state delineation, nor does it reach a local government delineation. Further, as the
information is at a regional level, it has the effect of smoothing out the pockets of
high disadvantage and amalgamating workforce needs across the region. Nonetheless,
the data held through this mechanism is valuable, and has informed this paper.
What is missing is a deeper granularity of data but also the connective mechanism to
activate the knowledge and bring key stakeholders together for best effect. A
Regional Data Observatory for Northern Adelaide would draw together data and
evidence that exists across various stakeholders in the local workforce network, so
that programs and services are designed and delivered in responsiveness to the real
and timely needs of employers and workforce participants.
Key areas of data include indicators in education and training, skills and capabilities
in the population, aspirations and challenges, workforce skills gaps, employment
trends and the local and wider policy settings. The key stakeholder groups have been
outlined under each of the pillars above, which represent the core areas for impact.
The impact of a Regional Data Observatory for Northern Adelaide lies not only in the
collation, coordination and triangulation of data, but in the potential to bring
stakeholders together for discussion, information sharing and co-creation of new
strategies for the North. This mechanism then underpins the ability for a strong
governance body in the Northern Adelaide region to set targets and support
achievement of economic resilience and social wellbeing.

6

https://www.etf.europa.eu/sites/default/files/m/F8E652156F4C0E9FC12580E60049A5CE_Observatorie
s.pdf
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Summary of pain-points
o Sound, specific and localised knowledge is not available to inform strategy
and governance of workforce activity in the region
o Data sets that are available obfuscate the realities of pockets of
disadvantage and flatten out key areas of skills need
o Cross-reference of information and evidence that would add value to
understanding of the interactivity of factors is not available
o The connection between stakeholders in the workforce network is
underdeveloped or undeveloped

Opportunities to drive growth
o A strong and willing connection between stakeholders in the region exists,
with further capacity to formalise and activate this
o The Playford Data Observatory offers a local instance of the model
o The imperative for workforce growth and a much closer targeting of
initiatives for better impact requires a localised resource
o Implementing an entrepreneurial mindset across the North will require local
metrics as essential for iterative validation of activity
In addressing the opportunity for Support 1 the following objectives will guide action:
1. Provide data that is localised, timely, available and accessible to stakeholders
2. Enhance the capacity of stakeholders to undertake evidence-based decisions
3. Connect the stakeholders across the region and across stakeholder type for
greater effectiveness
4. Enhance the capacity for evidence-based regional strategic planning

The need for data & connection
o Exemplars in the European Union outline key indicators for workforce
planning that can be used to develop a Northern Adelaide Data Observatory
o There are international models on best practice in workforce data
observatories that can be used as exemplars, and connection with
international sites provides a wider framework for practice
o Connection into each of the four pillars and key stakeholders in each will be
foundational to the success of a data observatory
o The Playford Data Observatory has provided value for planning and strategy
in that Local Government Area, and extension of the model across the region
will provide a whole-of-region approach
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Key Stakeholder Roles – Support 1, Northern Adelaide Data Observatory

Education &
Skills Agencies
Workforce
participants

• provide evidence of aspiration and
skills in job seekers
• need timely data on skills gap needs
and influencing factors

• respond to data collection and
engage in feedback mechanisms
• need coordinated and evidence
based services

Employers

• engage in discussions and skills
needs forecasting
• need pipeline of talent that is well
prepared for employment

Educators

• provide insight into student
aspirations and career maturity
• need real information on
employment & skill trends

Students

Government

• engage in feedback on expectations
and aspirations
• need opportunities for employment
and career resilience skills

• engage in program delivery and
support, and data provision
• need overview of workforce needs
and granular data across metrics
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Support 2: A Strategic, Influential Governance Body
Place based policy-making seeks to localise the public supports and strategies that
arise out of the wider policy base in order to effect a more targeted impact on the
immediate community. It engages stakeholders with localised knowledge and impact
in the process, amplifying the policy framework for local, specific and actionable
results.
Northern Adelaide has long attracted funding for various bodies, programs, services
and interventions. However, in absence of a strategic and influential governance body
that is charged with the task of developing strategy at a regional workforce level,
these will continue to be delivered at best in parallel, and at worst, in duplication or
conflict. Informed by a Northern Adelaide Data Observatory, a governance body
delivers the capacity for coordinated strategic planning that encompasses stage-oflife and career development aspects, macro-economic influence on localised
workforce needs, and the interplay of various elements from family to education to
information on employment opportunities.
The timeline to effect change in the North needs to consider the deep entrenchment
of some of the challenges present. While skills-needs and employment opportunities
often move fast, overarching this fluidity is a long-term vision that extends beyond
election cycles, engages with three tiers of government from an independent
position, and incorporates stakeholders from the spectrum of workforce development.

Summary of pain-points
o Workforce planning for Northern Adelaide occurs in a siloed and at times ad
hoc manner, within various bodies and programs
o There is a lack of strategising for key and common issues and lack of clarity
around the interplay of various workforce development factors
o The lack of a core strategic planning body will see continuation of businessas-usual and fail to capitalise on opportunity for deeply impactful change
o The Playford Data Observatory limits focus to a portion of the Northern
Adelaide region

Opportunities for Growth
o A well-chosen and well-placed governance body has the potential to activate
the connections that will be needed for the preceding pillars to succeed
o Many stakeholders already engaged via personal and/or informal connections
o Investigations show interest from employers in participating in regional
workforce development
o A governance body could act as an independent, well-informed and
connected advocate within the region and for the region
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In addressing the opportunity for Support 2 the following objectives will guide action:
1. Develop a strategic, coordinated and connected governance body to oversee
strategy for workforce resilience in the North
2. Ensure that the governance body is supported by all tiers of government,
beyond election cycles
3. Develop a long-term strategic vision, that is specific and actionable for the
North
4. Ensure that decisions made by the governance body are evidence based and
well informed

The need for data & connection
o Data and evidence from across all stakeholder groups and under each pillar is
necessary to inform governance and strategy for Northern Adelaide
o Information from all tiers of government and engagement in the wider
policy setting as a key stakeholder
o Harmonise delivery of regional workforce efforts, connecting across all
stakeholder groups
o Promote a two-way flow of evidence, strategy and impact between the
governance body, government and regional stakeholders
o Adopt a co-creation approach to workforce development in the North

Key Stakeholder Roles – Support 2, Regional governance body
Northern
Adelaide Data
Observatory

Reporting &
accountability

Service
providers:
learning

Strategic
regional
governance
body

Service
providers:
skills &
training

Service
providers:
employment
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Data and discussion
Growth in the region and future prospects
Areas for growth in the North over the years to come are driven by a focus on defence
and space, ag-tech and food innovation, health and wellness industries and renewable
resources. Jobs growth over the last five years has been strongly in construction, led
by infrastructure and residential build, as well as in accommodation and food
services, public administration and safety and health care and social assistance. Arts
and recreation services have also seen a positive increase in employment.
Employment by industry data7 indicates the key areas of growth in the region over the
2008-2018 period. The effects of the GMH manufacturing plant shut down are visible
in the decline of manufacturing as an industry of key employment, surpassed by
health care and social assistance as the industry yielding the highest growth.
Construction has seen a positive shift as residential and civic build responded to new
projects, notably new housing in line with the 30 Year Plan for Greater Adelaide8.
Retail trade accounts for a large slice of the workforce but did meet a slowdown in
growth, as has retail across the economy with increases in online shopping delivering
an impact. Accommodation and food services, and public administration are relevant
areas for the North, further signaling the shift in workforce makeup.
Taking into account the change in employment by industry via the shift share
percentage highlights the core changes that the North is facing9. Comparing the shift
share in Northern Adelaide against Greater Adelaide as a whole, the decline in
manufacturing is evident, with a contraction of the North as a location for this
industry type. The slowdown of retail trade is clear, with wholesale also losing
ground, and each of these slowing at a greater rate than Greater Adelaide. Looking to
industries such as information media and telecommunications, as well as professional,
scientific and technical services highlights a trend in the North that moves away from
employment areas that either typically, or by definition, require a higher level of
education and qualification, and this may be correlated with education and training
industry employment also experiencing a decline.
The importance of a shift share analysis lies in its ability to outline a region as ‘the
place for’ a given industry or employment activity. Seen through this lens, the shift
away from heavy manufacturing, as well as in the information technologies and
professional and research services can be considered the most impactful in terms of
the North being the place for these activities, as Greater Adelaide picks up a larger
share of this industry. In its place, over the last decade, is an increasing focus on
construction, and a trend towards employment in public administration and safety.
7

Table 1, Employment by Industry
https://livingadelaide.sa.gov.au/
9
Chart 1, Shift Share Industry
8
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Also of significance is employment in the transport, the arts and recreation, postal
and warehousing industry and accommodation and food services, with strong growth
against Greater Adelaide, at a lesser rate than those areas above. Areas such as
health care and social assistance and have grown in the North, but comparatively
slower. These are nonetheless important areas for workforce focus.
Extrapolating from this analysis in terms of the North being the place for a set of
industries, this profile suggests a region in transition. The areas where the overall
share of employment has contracted away from the North to Greater Adelaide have
all bar one been the result of a bigger loss of employment by the North rather than a
bigger gain in employment by Greater Adelaide. The outlier in this is health care and
social assistance, a growth industry across all regions, but with stronger growth across
Greater Adelaide as a whole. The disproportionate employment growth in
construction, and public administration and safety could be seen as indicating growth
through physical infrastructure coupled with a strength in social growth and response
to the roll out of the National Disability Insurance Scheme (NDIS). A Location Quotient
analysis for the City of Salisbury adds to this view, with areas of specialisation in 2018
statistics remaining in manufacturing, and also existing in wholesale, transport and
postal, and public administration10.
Current major projects planned and/or in progress for the North provide an indicator
of the primary employment types that will impact the shift share for 2019 onwards11.
The skills need that these projects will drive are forecast to exceed available talent,
creating a demand for both upskilling and re-skilling as well as likelihood of importing
talent into the region. Workforce capability is projected at all levels of qualification
and skill level from labour hire to deliver on construction to highly educated
knowledge workers for defence projects. Each of these major projects will also have
secondary and tertiary impacts on workforce as adjacencies to core activities drive
other areas of economic activity.
The rate of population growth in the region will not provide a supply of workforce
capacity and has not met the expectations of 2010’s 30 Year Plan for Greater
Adelaide, falling behind 2010 projections by around 38% by 201612.
This slowing of the population is in line with the State’s overall slowing population,
which has seen an outflow of residents to all other states in Australia, with the
exception of Northern Territory, which is inflowing to South Australia. Within this
migration, South Australia has gained in the aged category of 70-74 years, with the
largest exit being by people aged in the 20-34-year range. Despite the overall
statistics in flow of residents, the northern suburbs have experienced an increase in

10

https://economy.id.com.au/salisbury/location-quotient?OccuKey=24001&t=2
Table 4, Current major projects
12
Table 2, Population projections Northern Adelaide
11
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population with Playford and Salisbury Local Government Areas leading the State in
positive population change.13
The Update of the 30 Year Plan in 201714 refocused efforts onto a range of high-level
targets, aiming to value-add to the quality of life, while not making an update to the
metric targets for population growth, and dropping employment targets completely,
both for the Northern Adelaide region as well as for Adelaide Greater Metropolitan.
This high-level vision sets targets for the in-fill of housing to stem a north-south
sprawl, urban design that promotes thriving neighbourhoods and active commuting,
sustainable and pleasing housing that meets a diversity of family structures and clean,
green design and planning values.
Alongside an increased liveability target in the 30 Year Plan Update is the need and
opportunity for the North to increase its focus on competitive advantage 15. The
closure of the GMH plant combined with a range of major projects planned for the
region and the incoming growth industries outline a movement to a new economic
future for the North. This future will be well served by an approach that implements
efforts to increase workforce participation across the region itself as well as define
and enhance the region’s competitive advantage.

Priorities for skills and qualifications in the region
Data on employment trends and workforce needs are collected and collated by a
range of government mechanisms at the Federal, State and Local levels. The range of
data available can be used to offer indicative trends but there is not an ability to drill
this data down to the Local Government level and much of the data cannot be
extrapolated to the South Australian delineation for Northern Adelaide. More granular
data can be gained through software-as-a-service, such as economy id., or Remplan.
Restrictions, however, exist in the ability to offer a full picture of the local workforce
situation. Local data and knowledge need to be synthesised in order to provide full
information on the situation and to inform planning and strategy for interventions.
The list of current and planned projects outlined above suggests a continued trend for
high levels of employment in the construction industry. Indeed, the projects with new
activity in the built environment for the Northern Adelaide suburbs well outstrip
activities in other areas. However, as noted above, this can be seen as indicative of a
region in transition, and once completed, or in fact, as each new project is
completed, the activities that these new facilities support will again change the
nature of employment for the North. This longer-term employment projections drawn
from Department Jobs and Small Business data highlight construction and healthcare
as the top two fields for growth. 16

13

https://www.saplanningportal.sa.gov.au/data_and_research/population_change
https://livingadelaide.sa.gov.au/__data/assets/pdf_file/0003/319809/The_30Year_Plan_for_Greater_Adelaide.pdf
15
Table 3, 30 Year Plan Northern Adelaide Targets
16
Table 5, Field of employment projections and Chart 3, Projected employment growth to 2023
14
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Opportunities in the North extend beyond the built environment however, and beyond
the services needed to cater to the aging well demographic. The BAE contract through
Australian Submarine Corporation to design and build nine Hunter Class frigates
delivers a significant impact on the employment opportunities in the North. The mix
of qualifications and skills in demand for this project brings a significant focus on high
level qualifications, specialised knowledge and high-income positions17. It signals an
opportunity for employment over a number of years, with more than 6ooo jobs
anticipated.
Taking Journey to Work data into account enables a picture to be developed of the
extent to which the local workforce is able to meet the current needs of employers in
terms of skills and occupations. Looking at Journey to Work in Salisbury, as an
example, and across all occupations, we see a considerable outflow of workers from
the area18. This is persistent across all levels of occupation, with a relatively low
discrepancy between the outflow of workers of various levels. Looking at inflow of
workers via Journey to Work data, we see an inflow of capability, however, here,
there is a discrepancy between highly skilled workforce and lower skilled occupations,
with an inflow of the more highly skilled occupations. Combining this information with
the 30 Year Plan targets for liveability points to an opportunity for a positive shift
towards highly skilled workforce moving into the area for both work and residence.
There are key implications to take from discussion on the growth areas and future
prospects for the North. Projected key areas of employment growth for the region out
to 2023 identify health care and social assistance, and construction as the two clear
leaders in employment growth over this time. The aging of our communities is
doubtless a key factor in this projection as is the region’s major project activity. It is
worth however, making a note on manufacturing. While heavy manufacturing, as was
the case at the GMH plant, is receding from our economic landscape broadly, and
from the North specifically, advanced manufacturing and Industry 4.0 approaches will
continue to play an important role for the region. New activity around inbound and
expanding industries; defence and space, ag-tech and food innovation, health and
wellness industries and renewable resources will create a need for skills and
qualifications that offer the opportunity for upskilling of the existing workforce as
well as the potential for residential attraction of highly skilled workers into the
region.

Barriers to employment
Northern Adelaide, and in particular, the suburbs of Playford and Salisbury have for a
long time been characterised by a low socio-economic demographic, entrenched and
generational unemployment and low levels of formal educational attainment. This
picture remains persistent, with Playford still holding a SEIFA ranking of 1, and
17
18

Table 6, Defence Industry Education Pathways
Chart 2, Journey to Work: Salisbury

27

Salisbury ranking at 2 on the scale of socio-economic disadvantage19. The increasing
fluidity of the job market combined with this picture place additional pressure on key
barriers to employment.
A labour market comparison of Northern Adelaide against South Australia and
Australia outlines a persistence in the relatively higher unemployment rate20. When
comparing the unemployment rate of Northern Adelaide against other data points, it
is worth noting that the national unemployment rate represented is 6.9 against
Playford’s 12.8 and Salisbury’s 10.1 percent. With acknowledgement that within this
exist pockets of higher and lower unemployment, these figures point to a high level of
disengagement from the workforce, and the opportunity that lies latent in this
unemployed cohort.
The greatest area of employment growth in Australia in terms of the skills level
required for employment, and over the next five years, is for Level 1 skills, meaning
that an attainment of bachelor’s degree or higher will be necessary for employment21.
We will see this impact in Northern Adelaide in the opportunity arising from defence
evidenced by the skills and qualifications reflected in the table of skills needed to
supply the expansion in this industry. While this focus on Level 1 skills is not the
complete picture for Northern Adelaide, with a strong need for trades ongoing, the
trend away from Level 5 skill attainment, of high school certificate or equivalent is
sobering. Current levels of educational attainment in the Playford and Salisbury
population highlight a lag in higher levels of qualification for this demographic, and a
gap between the educational attainment present in the demographic and needed for
growth22.
Attaining a driver’s license was a key barrier to employment noted in 2010’s
Blueprint1 and this was again raised as a key barrier in research for Blueprint2. Two
factors to note here are, one, of impact, that Adelaide has a reliance on personal
driving for transport that can impact on ability to move to and from job roles, and a
second, of opportunity, that transport as an employment sector in the region is set to
increase.
Family structure and support, as well as access to childcare comprise additional key
barriers to employment, and in the converse, offer powerful levers to support
workforce engagement when well supported and developed. The Playford Youth: A
New Story23 report outlines key influencing factors in families that contribute to

19

http://stat.data.abs.gov.au/Index.aspx?DataSetCode=ABS_SEIFA_LGA
Chart 4, Labour market
21
http://lmip.gov.au/PortalFile.axd?FieldID=3159652&.docx
22
Chart 5, Educational attainment
23
https://cdn.playford.sa.gov.au/general-downloads/Council-Documents/SCSP_1711_PlayfordYouthReport.pdf
20
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positive outcomes. The report found that young people had the most positive
employment outcomes when they were mostly influenced by:
o
o
o
o

Positive parenting and relationships with their family
Access to financial resources and housing security
Positive interactions with trusted role models and mentors, and
Opportunities for skill and capability development.

The region has a high level of indigenous people, and populations of cultural and
linguistic diversity (CALD), incorporating refugee and migrant communities. Ther are a
range of factors that impact on these communities that contributes to pockets of
disadvantage and disengagement from the workforce. Factors such as language
barriers, non-recognition of qualifications from countries of origin, lack of
qualifications or education even in first languages, and insufficient work history come
into play. Humanitarian refugees may have spent long periods of time in refugee
camps. Family structures and dependencies can impact availability for work, in CALD
and indigenous families alike.
The challenge remains to engage elements of the existing demographic in the region
where people have been disengaged from learning and the workforce. This may be
through entrenched disadvantage, generational unemployment or disengagement, or
access to the social and economic means to engage with employment.

Policy and Programs
The broad policy framework for business and employment growth in South Australia 24
sets up a focus on health initiatives and associated infrastructure, transport
infrastructure, defence, food and agriculture, and a strong focus on entrepreneurship.
The former Royal Adelaide Hospital, now Lot 14, is home to a growing community of
entrepreneurial activity, and is envisioned as a central hub to a dispersed and
networked entrepreneurship ecosystem25. The entrepreneurial sector is further
supported by numerous programs, incubators and accelerators, for example, the
Future Industries Institute26, with funding for activities central to growth, and
delivered in partnership with UniSA, along with the Growing SA Companies program to
develop CEOs and business leaders27. Early stage entrepreneurship is funded through
Business SA which delivers the SAYES scheme for under 30-year-olds, and Encore for
those over 3028.

24

https://premier.sa.gov.au/delivering-for-south-australia
https://lotfourteen.com.au/ and https://www.fixe.org.au/
26
https://fii.unisa.edu.au/
27
https://centreforbusinessgrowth.com/programs/gsac/
28
https://www.business-sa.com/sa-young-entrepreneur-scheme and https://www.businesssa.com/LiveMenu/How-We-Can-Help/encore-entrepreneurs
25
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Investment into business growth is being made through a range of targeted funds. The
Industry Assistance Framework29 offers three funding streams, one for nonmetropolitan areas, and two of relevance to the North:
o Economic and Business Growth Fund
o Focus on growing existing business, developing new industries and
developing international and national connections and investment
o Economic development agencies, engaged with industry groups will
apply in partnership for funding
o Projects may include investment in infrastructure, new technologies,
information, logistics, market access
o Research, Commercialisation and Startup Fund (RCSF)
o Supports research to commercialisation pathway
o Provides funding for early stage business and entrepreneurs
Export growth in business is supported by SA Export Accelerator programs30, with tiers
for emerging exporters, new market entry and export business acceleration. In
concert, and also serving non-export business, the Job Accelerator Grant offered
financial support for new job creation across the small to medium sector up to end
June 2018, with no current announcement on an alternative incentive mechanism31.
The South Australian Government policy on delivering apprenticeships and training is
delivered through a range of programs under its Skilling South Australia initiative32, a
core promise in its 2018 election campaign. This program funds $203mill in
partnership with Federal Government which is investing up to $190 million annually in
the Apprenticeship Network. It is coupled with an awareness campaign based on
research that found that a low take-up of apprentice and traineeship opportunities
was influenced by lack of awareness of opportunity as well as the perception of these
choices as being of lower career value. The Skilling South Australia currently has 10
programs active, with a number of these bearing direct relationship to the needs of
the North33.
An additional two schemes are operating in heavy haulage driver operations, focused
on the forestry industry of South Australia’s southeast, and a civil construction
program partnered with Monarto Zoo to build its new expansion projects. While not
directly connected with Northern Adelaide, the skills developed through these
programs reflect those relevant to the needs of the North, and if expanded to the
North or replicated, would provide valuable impact.

29

https://business.sa.gov.au/Grants-and-support-services/Grants/Industry-Assistance-Framework
https://dtti.sa.gov.au/trade/sa-export-accelerator
31
https://www.revenuesa.sa.gov.au/grants-and-concessions/jobacceleratorgrantscheme
32
https://www.skilling.sa.gov.au/
33
Table 7, Current Skills Training focus
30
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Job services support is delivered through a range of government and non-government
avenues. In 2015 the Job Services Australia (JSA) network was replaced by
Jobactive34, a network of more than 1700 sites providing both job seekers and
employers with services and funding to foster employment places. As was the case
with JSAs, Jobactive providers are funded via a competitive tender process.
Aligned programs for wage subsidy encourage employment of older, youth, indigenous
and disability groups. JobAccess35 is funded to support the integration of disabled
workers into fulfilling employment. The Parents Next program is designed to assist
parents to be ready for work by the time their children are of school age 36. The long
running NEIS scheme37 provides support for people looking to start their own business
as self-employed people and could provide an avenue for those looking to
entrepreneurial pathways. Northern Futures38 opened South Australia’s first disability
workforce hub in 2016 which has served more than 1,000 clients since, adding to the
more than 3,000 who have been assisted through career development advice.

Local voice
Primary research undertaken for this report sought to garner a local voice and direct
input into this discussion paper in order to validate or challenge the data surfaced
through desktop research and other stakeholder engagement. Focus groups and
interviews were conducted with members of community, employers and industry
organisations which discussed a range of workforce development issues currently
facing the North. Focus groups fell into two categories, community (including
workforce) and employer with the aim of ascertaining what gap there might be
between expectations, and needs.
Looking to the data gathered through the community voice points to a buoyancy in
respondents’ ability to engage with a future workforce and meet the skills needed 39.
A sense of personal efficacy is evident when considering opportunities for future
employment and career pathways, but this was countered with a less optimistic
viewpoint on the realities of opportunities available. Concerningly, while there are
multiple avenues for job seekers to seek support, primary research with local
community members indicates that there is a level of dissatisfaction and
disillusionment with how effective this support is. One respondent stated they “feel
that the agencies are more about ticking boxes then actually finding people a job”.
The gap between respondents’ internal sense of confidence in having relevant skills,
or the ability to gain them, and their ability to engage with external labour market
forces and services is a valuable insight. It points to a concern that may hinder
34

https://jobsearch.gov.au/
https://www.jobaccess.gov.au/home
36
https://www.humanservices.gov.au/individuals/services/centrelink/parentsnext
37
https://www.business.gov.au/assistance/new-business-assistance-with-neis
38
http://www.northernfutures.org.au/
39
Chart 6, Community responses to survey
35
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workforce development in the potential for lack of engagement with the services and
agencies that facilitate workforce due to no confidence in beneficial outcome. It is
easy to argue that this is not a factor specific to the region. A second insight would
indicate that there are two areas here that are ripe for positive influence. These are
1) level of confidence in a strong future for employment in the North and 2)
confidence in agencies and services’ efficacy. The first of these is likely to respond
well to a coordinated information and communication campaign. The second adds
weight to the proposal outlined in this paper for a strategic, networked and informed
workforce initiative.
In comparison to the voices of community and job-seeker members, a similar survey
invited responses from employers40. In these responses we see an opposite
expectation of the future availability of employment in the North. There was a clear
uptick in confidence in the future of jobs for Northern Adelaide, with just over half
seeing strong growth potential and less than a quarter having a negative opinion (the
remainder were neutral). However, again there is a lower than desirable satisfaction
rating for employment and training services, with employers noting in comments that
there is a disconnect between services and industry as well as a self-perpetuating
nature of services for services’ sake.
Of particular value is the data on the direct level of support that employers give to
developing the workforce in the North. This paints a picture of a highly involved
employer base that is making a direct investment into training and upskilling of
employees. However, considering the feedback on how well employers feel they have
access to influence workforce development in the North offers again, a pause for
concern and an opportunity for growth. Less than a quarter feel that they have a
voice in workforce development and a clear half feel disconnected. The points below
gleaned from the employer base further outline some of the challenges.

Challenges facing large employers in the North:
o Competition for same skills and qualifications from
other employers in the North
o Professionals who would rather work in the CBD (coffee
culture) than in the northern suburbs
o SA’s total ‘employable market’ is about 800k people - a
small pool.

40

Chart 7, Employer survey responses
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Summary
The initial Northern Futures Blueprint outlined six pillars to progressing positive
change in employment and growth for Northern Adelaide. These have been reassessed
in light of current economic influences, the wider political environment and the suite
of projects currently in operation and planned for the north.
Our North, Our Future proposes a deeper focus on the first four pillars as defined
areas of activity that both underpin progress and are impacted by support and
investment. Each of these areas require both short-term interventions that will drive
growth as well as long term strategies that ensure ongoing progress. These pillars are:
o
o
o
o

Engagement & Aspirations
Learning & Literacies
Coordinated Career Development
Industry & Employment Agency Linkages

These four pillars are connected and coordinated by two supports that act as a
‘connective tissue’ between the four pillars. These two supports facilitate the four
pillars through providing a mechanism for interaction between the four elements of
workforce development as outlined below. They place a central focus on the key
missing element to effective growth – a shared co-creation of economic and social
growth. These final two elements are:
o A Regional Data Observatory
o A Strategic, Influential Governance Body
Since the Northern Adelaide Skills, Workforce and Employment Blueprint was
commissioned in 2010 the employment and skills profile of the North has undergone
areas of change while other characteristics have persisted. There remains persistent
disadvantage in pockets of the region, most notably within Playford and Salisbury.
The need for support in various literacies is ongoing, and the transformative approach
of the ‘T’ shaped individual and entrepreneurial mindset offers direction for future
intervention.
New investments into residential and infrastructure projects will see a re-energising
of the workforce and new opportunities open for well-prepared local residents. New
businesses and industries are moving into the space left by the exit of automotive
manufacturing and promise employment for years to come.
What is needed however, for the North to benefit from its potential is for there to be
greater connection, sharing and co-creation of Northern Adelaide’s workforce. It is
the recommendation of this report that:
1. A governance body be created to take carriage of the strategic planning and
oversight of Northern Adelaide’s workforce development
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2. A Northern Adelaide Data Observatory be created to manage and disseminate
data from across the region and its stakeholders
3. That the four-pillar approach be adopted as a model for effective skills,
workforce and employment management and development.
The possibility for Northern Adelaide is for a well-informed, connected and shared
effort towards workforce resilience. It is hoped that the information in this report
assists the region to move towards this possibility.

https://foodsouthaustralia.com.au/2017/12/update-on-northern-adelaide-food-park-project/
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Appendix A: Tables and Charts
Table 1, Employment by Industry
Northern Adelaide

Agriculture, Forestry and Fishing
Mining
Manufacturing
Electricity, Gas, Water and Waste Services
Construction
Wholesale Trade
Retail Trade
Accommodation and Food Services
Transport, Postal and Warehousing
Information Media and Telecommunications
Financial and Insurance Services
Rental, Hiring and Real Estate Services
Professional, Scientific and Technical Services
Administrative and Support Services
Public Administration and Safety
Education and Training
Health Care and Social Assistance
Arts and Recreation Services
Other Services

2008
2700
1300
29400
3000
12500
9300
24300
10100
9200
2500
6400
2700
8900
7200
11400
11800
21600
3100
9500
186900

2013
2400
2300
20600
2400
15800
8000
22800
10500
10400
3700
4500
2400
10100
7200
13400
14200
27300
1700
8400
188100

2018
3500
1300
17800
2900
20600
5800
21400
14600
12500
2600
4700
2200
9900
9000
16700
12500
31300
3600
8500
201400

Greater Adelaide

2008
9000
5900
70900
8500
43700
23800
73500
37300
25800
10300
22300
8600
38800
21400
41100
44600
80200
9900
27800
603400

2013
6400
7500
55300
7600
54800
24600
71700
39600
28100
11600
20200
9800
42600
21700
46500
53200
94100
9700
25300
630300

Northern Adelaide

Greater Adelaide

Employment Shift (%)
Employment Shift (%)
Employment Shift (%)
Employment Shift (%)
2018 change 08-13 2008 - 2013 change 13-18 2013 - 2018 change 08-13 2008 - 2013 change 13-18 2013 - 2018
8600
-300
-0.1
1100
0.4
-2600
-0.5
2200
0.3
6000
1000
0.5
-1000
-0.6
1600
0.2
-1500
-0.3
51100
-8800
-4.7
-2800
-2.2
-15600
-3
-4200
-1
9800
-600
-0.3
500
0.1
-900
-0.2
2200
0.3
56300
3300
1.7
4800
1.8
11100
1.5
1500
-0.1
17800
-1300
-0.7
-2200
-1.4
800
0
-6800
-1.2
68300
-1500
-0.9
-1400
-1.5
-1800
-0.8
-3400
-1
48900
400
0.2
4100
1.6
2300
0.1
9300
1.1
31100
1200
0.6
2100
0.7
2300
0.2
3000
0.2
10900
1200
0.7
-1100
-0.7
1300
0.1
-700
-0.1
21000
-1900
-1
200
-0.1
-2100
-0.5
800
0
10000
-300
-0.1
-200
-0.2
1200
0.2
200
-0.1
45700
1200
0.6
-200
-0.5
3800
0.4
3100
0.1
24800
0
-0.1
1800
0.7
300
-0.1
3100
0.4
49400
2000
1
3300
1.2
5400
0.6
2900
0.1
50800
2400
1.2
-1700
-1.3
8600
1
-2400
-0.7
107000
5700
2.9
4000
1
13900
1.6
12900
1.4
13200
-1400
-0.8
1900
0.9
-200
-0.1
3500
0.5
27600
-1100
-0.6
100
-0.3
-2500
-0.6
2300
0.2
658300
1200
13300
26900
28000

Source: ABS Labour Force, Australia, 6291.0.55.003, Detailed - Quarterly Nov 2018: RQ1 Data Cube
Source: ABS Labour Force, Australia, 6291.0.55.003, Detailed - Quarterly Nov 2018: RQ1 Data Cube
http://www.abs.gov.au/AUSSTATS/abs@.nsf/DetailsPage/6291.0.55.003Nov%202018?OpenDocument
http://www.abs.gov.au/AUSSTATS/abs@.nsf/DetailsPage/6291.0.55.003Nov%202018?OpenDocument
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Chart 1, Shift Share Industry
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Table 2, Current major projects

Current major projects (indicative at time of research)
Agriculture, Forestry
and Fishing

o Northern Adelaide Irrigation Scheme

Manufacturing

o Lionsgate (former Holden site)

Construction

o
o
o
o
o
o
o
o
o

Retail Trade

o Additional retail space to complement residential
growth

Accommodation and
Food Services

o New hotel and eateries in Northern CBD Stage 1

Transport, Postal and
Warehousing

o Rail electrification
o Northern Connector completion
o Further warehousing/logistics expansion in
intermodal zone
o Drakes distribution centre

Information Media and
Telecommunications

o Creative Industries precinct

Playford Alive
Virginia
Angle Vale
Playford North Extension
Supporting infrastructure (eg stormwater)
North-south corridor road upgrade
Additional significant housing developments
New northern school
Northern CBD Stage 1:
o medical hub
o hotel
o Grenville Centre
o Playford Arena
o 4 further mixed-use allotments
o Greater Edinburgh Parks – warehousing/logistics
expansion
o Lyell McEwin Health Precinct
o redevelopment of Elizabeth Vale shopping
centre site
o Healthia Restorative Health and Wellness
Precinct by ACH
o Playford Sports Precinct
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Public Administration
and Safety

o Defence Industry – various naval platforms
o Likely ongoing developments at RAAF base
o Cyber security

Health Care and Social
Assistance

o NDIS reforms
o MAC reforms
o Healthia Restorative Health and Wellness Precinct
by ACH

Source: Northern Futures and key stakeholders

Table 3, Population projections Northern Adelaide
Northern
15-64 year
Year SA
% Change
Adelaide
% Change
olds
% Change
2011 1,639,614
213,564
143,981
2011
360,383
243,316
2016 1,715,299
4.6
230,085
7.7
150,902
4.8
2016
370,455
244,578
2021 1,791,767
4.5
245,262
6.6
157,250
4.2
2021
379,451
244,894
2026 1,866,715
4.2
260,050
6
164,684
4.7
2031 1,936,812
3.8
274,233
5.5
172,471
4.7
*Population projections with the figures predicted in Blueprint1 in red.
Source: Planning SA Population Projections and Demographics
https://www.saplanningportal.sa.gov.au/data_and_research/population_projections_and_demographics

Table 4, 30 Year Plan Northern Adelaide Targets
Net additional population
Net additional dwellings
Affordable housing – Net additional dwellings
Employment – Net additional jobs
New regional employment lands (ha)
Source: https://livingadelaide.sa.gov.au/__data/assets/pdf_file/0003/319809/The_30Year_Plan_for_Greater_Adelaide.pdf
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169,000
67,600
10,150
79,000
1,550

Table 5, Field of employment projections
Department of Jobs and Small Business Projections to May 2023
Adelaide - North

Agriculture, Forestry and Fishing
Mining
Manufacturing
Electricity, Gas, Water and Waste Services
Construction
Wholesale Trade
Retail Trade
Accommodation and Food Services
Transport, Postal and Warehousing
Information Media and Telecommunications
Financial and Insurance Services
Rental, Hiring and Real Estate Services
Professional, Scientific and Technical Services
Administrative and Support Services
Public Administration and Safety
Education and Training
Health Care and Social Assistance
Arts and Recreation Services
Other Services
Total (All Industries)

May-18
(Trend)

May-23
(Projection)

3.0
1.3
18.1
2.5
19.0
6.2
23.0
11.3
12.6
3.3
4.5
2.5
9.5
8.0
15.0
12.7
30.5
2.2
8.3
193.4

2.8
1.1
17.0
2.6
22.3
5.8
23.1
11.7
13.5
3.4
4.5
2.7
9.8
8.6
16.0
13.4
34.1
2.4
8.3
203.0

Source: http://lmip.gov.au/default.aspx?LMIP/GainInsights/EmploymentProjections
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Projected
employment
growth
('000)
-0.3
-0.1
-1.1
0.0
3.3
-0.4
0.1
0.4
0.9
0.1
0.0
0.2
0.3
0.6
0.9
0.7
3.7
0.2
0.0
9.6

Chart 2, Projected employment growth to 2023

Source: http://lmip.gov.au/default.aspx?LMIP/GainInsights/EmploymentProjections
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Table 6, Defence Industry Education Pathways
Defence Industry
Capability Needs

Field of Education

Trade Assistant
and Pre-Trade

Trades

Technicians/ ParaProfessionals

Engineers/
Professionals

Schools and
VET
Vet in SACE
Pre-Apprenticeship

VET providers eg TAFE
SA
Apprenticeships and
traineeships
Certificate III
qualifications
• Engineering –
Mechanical
• Engineering –
Fabrication
• Engineering - Technical
• Marine Mechanical
Technology
• Automotive (Diesel
Engine) or (Fuel
Technology)

VET providers eg TAFE
SA
Diploma
Advanced Diploma
Associate Degree

University

Engineering
Management &
Advanced
Specialists
University

Bachelor Degrees
Honours Degrees

Masters Degree
PhD Degree

• Engineering –
Technical
• Civil and Structural
Engineering (Design
Drafting) or (Site
Management)

• Mechanical
Engineering
• Mechatronics
Engineering
• Civil Engineering
• Maritime
Engineering
• Aerospace
Engineering

• Mechanical
Engineering
• Mechatronics
Engineering
• Materials
Engineering
• Civil
Engineering
• Naval Architect
• Aerospace
Engineering

• Computer Science
• Mathematical
Science
• Information
Technology
• Network and
Cybersecurity
Systems
• Software
Engineering
• Data Analytics and
Business Systems
• Simulation and
Serious Games
• Electrical
Engineering
• Electronic
Engineering
• Computer and
Network Systems
Engineering
• Robotics

• Computer
Science
• Mathematical
Science
• Information
Technology
• Software
Engineering
• Cybersecurity

• Civil and Structural
• Maritime
• Mechanical eg pipe
fitter, boiler maker
• Fabrication/Weldin
g
• Machinist
• Instrumentation
• Diesel Mechanic
• Aerospace
• Detail Design

•
•
•
•

Maritime
Mechanical
Materials
Automotive and
Infrastructure
• Design

• Engineering
Pathways
• Automotive
Servicing

•
•
•
•
•
•

System / Software
Systems
Diagnostic
Programming
Data Analysis
Logistics

• Information
Technology
• Networking
• Cybersecurity

• Information
Technology

• Information, Digital
Media and Technology
• IT Support
• IT Networking
• Programming
• Computer Systems
Technology

• Information
Technology
• IT Systems
Administration
• Network Security
• Cybersecurity
• Software
Development
• Computer Systems
Technology
• Simulation and
Gaming

•
•
•
•

Electrical
Electronics
Robotics
Aircraft Design and
Maintenance
Avionics
Radar
Test and Integration
Diagnostic

• Electrotechnical
• Electronics

• Electrotechnolog
y (Career Start)
• Electronics

• Electrotechnology
Electrician
• Electronics and
Communications
• Computer Systems
Equipment
• Instrumentation and
Control
• Aeroskills (Avionics) or
(Mechanics)

• Electrical Engineering
• Electronic Engineering
• Electronics and
Communications
Engineering
• Computer Systems
Engineering
• Aeroskills (Avionics)
or (Mechanics)

•
•
•
•
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• Electrical
Engineering
• Electronic
Engineering

Defence Industry Education Pathways
(continued)

Defence Industry
Capability Needs
•
•
•
•
•
•
•
•
•
•
•

Program
Project
Site
Commercial/Procur
ement
Supply Chain
Cost Estimator
Production Planning
and Scheduling
Production
Management
Contract
Management
Compliance
Safety

•
•
•
•
•
•

Business
Human Resources
Management
Finance
Procurement
Safety

Assistant

Administration Officers/
Support

Team Leaders / Paraprofessionals

Managers /
Professionals

• Business
• MicroBusiness
• Operations

•
•
•
•
•

• Business
Administration
• Leadership &
Management
• HR Management
• Project Management
• Banking & Finance
• Accounting
• Purchasing
• Work Health & Safety
• Civil & Structural
Engineering (Site
Management)
• Engineering –
Technical

• Business
• Advanced
Leadership
• HR Management
• Commerce
• Accounting/Finance
• Procurement and
Logistics

Business Administration
Human Resources (HR)
Project Management
Banking & Finance
Accounts
Administration
• Bookkeeping
• Purchasing
• Work Health & Safety
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Domain /
Advanced
Specialists
• Business
• Masters of
Business
Administration
(MBA)
• Business (HR
Mgmt)
• Business
(Finance)
• Accounting /
Finance

Chart 3, Journey to Work: Salisbury

Source: https://economy.id.com.au/salisbury/residents-place-of-work-occupation?OccuKey=24001&t=2

Source: https://economy.id.com.au/salisbury/workers-place-of-residenceoccupation?OccuKey=24001&t=2
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Chart 4, Labour market

Source: ABS 2016 Census QuickStats
http://quickstats.censusdata.abs.gov.au/census_services/getproduct/census/2016/quickstat/LGA45680?opendocu
ment

Chart 5, Educational attainment

Highest Non-school Qualification, 2016
Degree or higher
Diploma
Certificate Level III or IV
Certificate Level I or II
0

Australia %

5

10

Certificate Level I Certificate Level
or II
III or IV
0.1
15.7

15

20

25

Diploma

Degree or higher

8.9

22

South Australia %

0.1

16.7

8.3

18.5

Salisbury and Playford LGA's %

0.1

19.2

6.9

9.8
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Table 7, Current Skills Training focus
Disability Sector Traineeship Pilot Project
Number
Partner/s
Sector/s
up to 80 o Federal Gov
Disability sector:
o National Disability
accommodation,
Services (NDS)
community settings,
children’s services,
disability enterprises
and day centres
Automotive Apprenticeship Pathways Project
140
o Motor Trade
Automotive industries
Association (MTA) of
South Australia

South Australia Defence Industry Leadership Program
25
o Defence Teaming
Defence, Future
Centre
Frigates and Future
Submarines

EduCare Disability Pre-Traineeship Program
30
o CEG
Disability
o Maxima

Outcomes
o Trainees gain diverse
work experience across
services
o Pilot program aims to
expand the Group
Training Organisations
(GTO) model into
industries
o

Financial support for
tools and equipment,
industry-specific
mentoring and
providing a direct link
to real jobs

o

Professional
development for
existing leaders to help
build their
professional,
behavioural and
management leadership
skills

Five-week EduCare
Pre-Traineeship
Program allows
participants to learn in
the workplace and earn
four units of accredited
training towards a
Certificate III in
Individual Support
The Australian Industry Group (Ai Group) Higher Apprenticeships Program
100
o TAFE
Mechanical engineering
o Combination of
o Universities
trades, robotic systems,
vocational education
cloud-based data and
and training (VET) and
computer aided design
higher education
o Graduates to go on to
complete a bachelor’s
degree if they desire.
Australian Nursing and Midwifery Education Centre (ANMEC) Aged Care Project
20
o Australian Nursing
Aged care: residential
o Certificate III in
and Midwifery
facilities, or
Individual Support
Education Centre
community/home care
(Ageing) and trainees
can complete their
45

o

qualification in 12
months through both
classroom and on-thejob learning
o Matched with an
experienced mentor
Academy of Interactive Entertainment (AIE) Digital Directions Project
20
o Academy of
Creative industries:
o Work placements at
Interactive
digital and interactive
leading digital and
Entertainment (AIE) gaming, and visual
screen businesses
effects
o Industry placements
with games industry or
industries that have a
need for simulation or
virtual/augmented
reality experiences
o 15 hours of mentoring
and supervisory support
during work placement
McMahon Services Demolition Pre-employment Program
8
o Renewal SA
Demolition,
o Eight participants began
o Department for
construction
a 24-month traineeship
Innovation and Skills
with McMahon Services,
while completing their
Certificate III in
Demolition
Outside of region programs and projects
TTN Driver Operations Project
5
o Logging Investigation
and Training
Association (LITA
Training)

Forestry, harvest and
haulage

o

o

Civil Train Monarto Zoo Project
25
o Monarto Zoo

Civil construction

o
o

Source: Northern Futures desktop research
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Participating
apprentices are
guaranteed work
through Group
Training
Employment
throughout their two
years of study
Upon achieving their
qualification, each
will be offered
ongoing employment
with Tabeel Trading
Nominees
36 participate in prevocational training
25 traineeships
Certificate II in Civil
Construction

Chart 6, Community responses to survey
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Chart 7, Employer survey responses
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Terms of reference and objectives
This project was instigated by Northern Futures to develop a Skills, Employment and
Workforce Blueprint2 for the Northern Adelaide region. It responds to a changing
Government Policy landscape and current economic stimulus needs.
In summary, the key aims of the project are:
o Benchmark 2010 report against the 2018/2019 data, incorporating
demographic, labour force and industry data relevant to the Northern Adelaide
region
o Benchmark relevant employment, skills and training programs in the region
against 2010 data
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o Outline the policy environment by summarising key reports and programs
informed by a limited literature review
o Make recommendations on possible strategic directions for Northern Futures

Limitations
The scope of this report is limited to a broad update on current economic, policy and
workforce conditions, and their interplay with local factors. Whereas the original
Blueprint undertook an in-depth analysis on the various levers and barriers to
economic development in the Northern Adelaide region, this update has been
specifically limited by timeframe and scope.
Its intention is to provide a basis to crystallise the next steps towards a new strategy
for the region and for workforce development. It aims to outline where best impact
lies not only for the local cities of Salisbury, Playford, Tea Tree Gully and Port
Adelaide Enfield (as it applies to the Northern Adelaide Region), but also to open
consideration for a broader vision for Northern Futures as a governance model, data
warehouse and economic growth agent.

Project Methodology
The methodology undertaken for this project encompassed:
o Compilation of socio-demographic data at the suburb level as well as the
Statistical Local Area (SLA) to determine the profile for Northern Adelaide.
This has been set in the context of State and National data to inform an
exploration of the suburbs of Playford and Salisbury and to make
recommendations for the wider Northern Adelaide region
o Community consultation and analysis of current and likely future industry and
labour market trends via business engagement and consultation
o An environmental scan of the various education and employment policy and
program documents at the State, national and international levels.
o An environmental scan of the available education and employment programs
for South Australia
o Direct interviews with key stakeholders, focus groups and online survey data
collection. It was considered important to ensure that the voice of all
stakeholders be represented in order to provide a fulsome response on the
issues facing the northern suburbs and to ensure a strong sense of participation
across the groups impacted by and impacting on the conditions that the
Blueprint responds to
o Recommendations based on the findings.
Desktop research has encompassed an assessment of the global trends in economy and
workforce that bear influence on local conditions, as well as into the national, state
and local public and private sector landscape. Interviews were held with key
employers in the region to elicit a sense of the seminal elements for the Blueprint to
encompass. Focus groups were held across the northern suburbs engaging
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representation from social and support services and skills and training services. An
online survey was disseminated to a broad range of stakeholders representing
employer groups, skills and training providers, and workforce representatives.
This approach assures engagement and representation from the vital elements to a
vibrant and strong workforce approach; private sector business, public sector
governance, skills and training providers and workforce participants.

Overview
In 2010 Blueprint1 outlined a purposeful workforce development approach to position
Northern Adelaide for new and emerging employment opportunities. It highlighted a
need for growth in school certificate attainment, educational performance, postschool qualifications and engagement with the workforce.
Blueprint2 benchmarks against these key data points and takes into consideration new
developments in the workforce. Key influences include defence, renewable resources,
food innovation, transport, smart construction and business innovation.
This report addresses two timeframes:
1. The immediate situation,
a. Opportunity for upskilling of workers
b. Increased workforce engagement
c. Aspiration raising and development of capability
2. A forward strategy to strengthen the ability of Northern Adelaide to respond to
fluid workforce needs. The situation in the north is multi-dimensional and
entrenched over generations and will require a coordinated and concerted
effort in order to affect a positive outcome.
In addressing the need for action for lasting impact across the two timeframes above,
Blueprint2 takes the original six pillars and re-strategises them into a four-pillar
approach, clarifying and updating the action points in each, and introducing the
‘connective tissue’ needed to enable these pillars to work in synergy. The four pillars
are:
1.
2.
3.
4.

Engagement and aspirations
Learning and literacies
Coordinated career development
Industry and employment agency linkages

The connectivity between these pillars is delivered through
5. A Regional Skills and Employment Observatory
6. A strategic and influential Regional Governance Body
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