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Introduction

The most serious social issue facing Australia 
in this decade is its high level of unemployment.
Since 1970 the unemployment rate has continued to 
increase and unemployment is now long term for many 
workers. In summary, there is a shortage of jobs and 
this shortage may be permanent.

In a society where income is primarily de
pendent on work the most just and humane objective is 
to provide jobs for all who are able, and willing, to 
work. It is. essential that everyone concerned is 
involved in attempting to meet this objective, and 
that it is shared by State Government, Federal Govern
ment, Local Government, employers, trade unions, the 
education system, the unemployed and community groups.

On the surface many people who are employed 
appear to be selfish and uncaring about the unemployed 
This attitude masks fear and ignorance of the problem, 
and a belief that it is too complex for ordinary 
people to solve. In fact, the contribution of all 
people in the community is required to assist in 
finding a solution for unemployment; ion fortunately 
most people need to be convinced that their contrib
ution is possible and desirable. Solutions which are 
imposed or exclude significant sections of the 
community will polarise, alienate and fail.

1
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Furthermore, the only developmental solution for the 
community and the unemployed is the provision of 
permanent and long-term jobs provided by, and agreed 
to, by employed people. One way or another, employed 
people must pay for job creation.

This proposal is specifically aimed at creating 
new jobs for the unemployed as workers in community
services in local communities. It is concerned toIdetermine the necessary ingredients of a broadly 
basecl manpower program.

There are many criteria which can be used to 
judge whether a manpower program is relevant and 
successful. Any new program must be judged against 
the following major criteria. It should:

* be as comprehensive as possible - 
providing training, support, counselling 
and jobs;

* facilitate and participation of local
people and its consumers;

* have defined objectives, and the means
to review their effectiveness;

* maximise additional permanent employ
ment and not lead to the substitution

- of one worker for another worker;

Principles of Manpower Programs
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* be based upon labour market needs and 
demands;

* emphasise program quality and partici
pant satisfaction.

These criteria suggest four important concepts 
which, when linked together, can form a solid base 
for a manpower program. These four concepts are

• F localism; equalising employment opportunities; the 
growth of the tertiary sector; integration of the 
functional services of the community.

'Localism' has been selected because the poten
tial support of the local community is regarded as a 
virtual determinant of the outcome of a program. 
'Equalising employment opportunities' has been 
selected because it opens up the possibility of 
socially useful and personally satisfying jobs for 
the unemployed. 'Growth of the tertiary sector' has 
been selected because this is where real growth may 
occur in the future provision of jobs. 'Integration' 
has been selected because it is only through the 
integration of community sectors and resources that 
the effectiveness of the program can be maximised.

f
Localism

It is important that the decision-making 
process involves as many people as possible in the 
community. Too often manpower programs expect 
community support but deny effective community 
involvement. The design, administration and evaluation 
of manpower programs should be localised whenever
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possible. This concept does not assume that localism 
is always desirable, nor does it ignore the need for 
co-ordination however, and whenever, possible.

The advantages of localism are many and varied, 
but primarily it allows programs to be responsive to 
specific local needs and specific local participants. 

’ Local needs can only be identified by the involve
ment of local people in the design of programs; not 

’ by the use of sterotyped assumptions and generalis
ations. In overseas countries such as Sweden, the 
U.K.,.the U.S.A. and Canada, all sections of the 
community are involved in manpower decision making.

Other advantages of localism are that it:

* is structured to local needs;

* is potentially more flexible;

* ensures better co-operation of players;

* ensures better integration of the 
component parts;

? * maximises access;

• * allows local control;

* potentially allows for great consumer
control;

* encourages diversified development in
education, pre-training, re-training 
and job creation.



The Tertiary Sector

In a paper delivered to a recent conference, 
Professor R. F. Henderson stated that it was the 
wholesale/retail trade and the community service 
sectors that are likely to produce the main growth in 
employment over the next seven years.'*' However, even 
within the tertiary sector growth is uneven, for 
example, one authority has stated that:

. . .some tertiary sectors including retail, 
transport and communication, finance and 
Commonwealth Government employment, have 
either been static, or grown at very slow 
rates indeed^.

It is important to realise that the numbers 
joining the work force in the next few years will 
substantially exceed the growth of jobs in secondary 
and primary industries, and that since 1945, there 
has been a considerable change in the patterns of 
production and employment; for example there has been 
a decline in the relative importance of the rural

1. Henderson, Ronald F., Employment in the Tertiary 
Sector, Institute of Applied Economic and 
Social Research, University of Melbourne, 
December 1978.

2. Limbrick, J. F., 'The Economic Aspects of Youth
Unemployment' in: Youth Unemployment, ed.
Henderson, Ronald F., Academy of Social Sciences 
in Australia, Second Academy Symposium,
November 1977.
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sector. The following table illustrates this point.

Proportion of Employment in Each Sector*

* Rural Mining Manufacturing Services

1950-51 14 2 29 55
1962-63 10 1 24 64
1972-73 7 1 22 70
1974-75 7 1 23 69

* Structural Change in Australia, Industries 
Assistance Commission, AGPS, Canberra, 
1977, p.4.

Alongside the changing pattern of production 
there has also been a decrease in the number of un
skilled and semi-skilled jobs, a trend which has been 
accelerated by the current recession. Decreasing 
numbers of unskilled and semi-skilled unemployed 
workers means that a very serious structural unemploy
ment situation is developing.

At present, it is the manufacturing sector that 
is bearing the brunt of this structural change.
Labour rationalisation and the modernisation of plant 
and equipment is reducing the number of jobs in the 
manufacturing sector. Between 1973-4 and 1975-6 the 
total number of people employed in manufacturing 
industry fell from 1,331,400 to 1,194,300, a reduction 
of 137,100 workers.
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Professor Henderson argues.that the most approp
riate means of absorbing the increasing number of 
unemployed people is to increase employment in the 
service part of the tertiary sector. He cites many 
different ways in which employment could be created in 
the tertiary sector, for example: the need for an
expanded school building program to achieve satisfac
tory classroom/pupil ratios; the urgent demand for 
more trained people to meet the need for improved 
mental health services, dental services, geriatric 
services; the-establishment, of more community 
health centres and community-based care services.

Professor Henderson also links the need to 
expand the tertiary sector with the principle of 
localism in the following words:

There are a wide range of personal 
community services which local councils 
throughout Victoria, conscious of the 
needs of their communities, are most 
anxious to expand.^

Equalising Employment Opportunities
This concept has been developed in relation 

to disadvantaged workers who have little access to 
opportunities to work in the community service 
sector. Employment opportunities in this sector are

.3. Henderson, • Ronald F ., Employment in the Tertiary 
' Sector, Institute of Applied Economic and 
Social Research, University of Melbourne,
December 1978, p.6.
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usually restricted to workers who have had the 
advantage of a long and 'good' education, they are 
rarely available to disadvantaged workers who are 
usually unskilled or semi-skilled.

It is suggested that it is in the delivery of 
health, welfare, recreation and education services 
that there are job prospects and that instead of 
creating more jobs for professionals, jobs could be 
created for the unskilled and semi-skilled as support 
workers in these services. The concept is.to 
broaden out employment opportunities for local dis
advantaged workers.

It is possible to train unemployed people for 
new jobs which will be available in the tertiary 
sector of the future. Jobs in the community services 
(education, health, recreation and welfare), jobs 
which are, in general, personally satisfying and 
socially useful.

The experience of the Brotherhood in training 
poor people to .deliver their own services has proved 
that disadvantaged people have the potential to be 
trained in the helping professions. The concept is 
that disadvantaged.local people would be trained to 
perform new community service tasks in their own 
localities. For example, a female migrant factory 
worker could be employed and trained by a welfare 
agency to become a domiciliary aide to an occupat
ional therapist who is rehabilitating aged migrants 
in their own homes. It is almost unnecessary to 
mention that no such service exists; but it is not 
too optimistic to suggest that governments and
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ethnic communities could be persuaded to provide it , 
and other services which are currently neglected.
The training for these new career opportunities for 
unskilled people who are unemployed could be pro
vided by a mixture of in-service training and 
schooling.

Apart from equalising employment opportunities 
one overwhelming reason for using local disadvantaged 
workers in these new roles is that they can act as a 
'bridge' or a mediator between the service consumersiand government agencies. People who are indigenous 
to a particular group are often more in touch with, 
and more sensitive to, the life styles of that group, 
understand its value systems, and consequently often 
produce more innovative solutions to the consumers' . 
problems and difficulties.

These were the kind of assumptions that led the 
Brotherhood of St Laurence to facilitate and develop 
an indigenous workers' program within the Family 
Centre Project - now the Action and Resource Centre 
(ARC). The Brotherhood's belief in this principle 
was, in turn, based on the experience of American 
anti-poverty programs.^

In the Family Centre Project (now ARC), the 
Brotherhood used the strategy of employing indigenous 
workers as a participatory device to help create a 
base for low income people so they could become sig
nificant change agents in their own community.

Benn, Concetta, The Family Centre' Project' Sixth 
Prbgre'ss Report, February 1975-November 1975, 
Brotherhood of St Laurence, March 1976, pp. 26-36.

4.
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Subsequent research into ARC has demonstrated that 
ARC and its indigenous workers have gained recog
nition by welfare professionals and welfare 
bureaucracies:

Its ability to provide low-income people's 
responses to aspects of the social security 
system gave ARC entry to policy-making 
processes. This was significant for ARC in 
that it was requested to give unsolicited 
consultations; it therefore functioned as a 
prototype consumer group which was receiving 
recognition by policy makers in the social 
security system.

Integration

It is important that the functions of various 
local services are interwoven to maximise the effect
iveness of local manpower programs. At present local 
resources are dissipated within, and between, programs 
and the different institutions involved in the delivery 
of programs tend to be at variance with one another.

Manpower programs to be effective must involve: 
all three sectors of government; a wide variety of 
functional services such as the Commonwealth Employment 
Service, Technical and Further Education; employers; 
trade unions; workers.

Brooke, Libby, Towards a Power Base for Low income 
People, Brotherhood of St Laurence, April 1978, 
pp,. 183-4.

5.



11

There is a high degree of inter-dependence of 
the components of any manpower program, and effective 
integration is critical to the good use of resources 
and satisfactory outcomes. Maximum integration can 
be achieved through:

* Community consultation before initiation 
of a project and ongoing mechanisms for 
community liaison for the duration of 
the project.

* Building in recognition, service and
co-operative relationships with other 
agencies in recognition of the complex 
functions and tasks involved in manpower 
programs. Examples are: the integration
of counselling and career guidance in a 
training and subsidised work program; 
discussions with trade unions and 
employers before a program begins so that 
guidelines for the program are established 
within the appropriate labour laws and by 
people who are aware of the conditions and 
problems of the industry in which workers 
are to be trained. *

* Establishing formal working relation
ships with relevant authorities and groups 
through a broadly representative 
steering committee.
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A Develbpmental Approach' to Unemployment

There is a general assumption when people become 
unemployed that they will soon find another job. If 
they do not, it is suspected they could find another 
job if they just searched a little harder. In other 
words, the general assumption is that if people are 
unemployed there is something wrong with them, not 
with the society which fails to provide work. Hence 
the term of approbation 'dole bludger'.

remedial programs which focus on effects rather than

the following inter-dependent secondary assumptions: 
that the characteristics of the unemployed are the 
cause of their unemployment and, therefore, programs 
must be designed to alleviate and eliminate these 
characteristics; that the unemployed require re
habilitation and re-motivation to maintain their 
employability and faith in society.

The consequences of these remedial assumptions 
and programs are to:

encourage and confirm the dependency 
of the unemployed;

segregate and disorganise the unemployed;

impress upon the unemployed their 
inability to influence decisions and 
decision makers;

This assumption results in the provision of

This primary assumption tends to rely upon
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* keep and force the unemployed out of 
the mainstream of society;

* stigmatise the unemployed person.

In contrast, a developmental approach to un- 
s employment focuses on the actual and potential exper

ience, knowledge and skills of the unemployed. It 
% assumes and focuses on potential for growth. It

encourages real, as opposed to token, participation 
in programs. It recognises that unemployed people 
are as capable of contributing to society as employed 
people. In brief, the developmental approach re
cognises that the only real way in-which people can 
contribute to society is through socially useful and 
personally satisfying jobs.

The developmental approach is based on a series 
of assumptions which suggest objectives for a 
developmental program for the unemployed. These 
assumptions are:

1. Everyone who is able and willing to work has the
( right to work.

2. Given the chance to obtain employment which is
» personally satisfying and challenging, most

people want to work.

.3. All people have the potential for growth, 
including the unemployed.

4.' Society cannot afford to waste the actual or 
potential skills of the unemployed.
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5. The inability to obtain work is a function of 
economic, social and political forces in a 
dynamic and changing society and is not the 
fault of the individual.

* * * * * * *

f

The above pages contain the philosophy, the 
assumptions and the theoretical concepts upon which 
the following pilot•project is based. The same ideas 
could be used for a new manpower program or for a 
different pilot project, hence the separation from 
the actual details of the pilot project.

A

j*
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A Local Employment Program

The Local Employment Program (LEP) is a specific 
pilot project for unemployed people to be established 
in a selected local government area. It is a project 
based on the .four concepts appropriate to manpower 
programs, and the assumptions underlying a developmental 
approach to unemployment, which were previously outlined.

LEP is a pilot project because it sets out to test 
the hypothesis that there is useful community service 
work to be performed in appropriate local settings and 
that this work has positive outcomes for individuals.
It is important that this hypothesis should be tested 
before any attempt is made to base large scale manpower 
programs on it, or similar hypotheses. As the over
riding assumption is that a rather high level of 
unemployment will continue to be a feature of Australian' 
society it is proposed that this pilot project should 
cover up to 120 workers over a period of three years.
It is hoped that other pilot projects are attempted at 
the same time so that resources are eventually expended 
on the most fruitful, and rewarding program, for both 
the unemployed and society generally.

Objectives of LEP

The goal of LEP is to create new careers for the 
unemployed in education, health, recreation and welfare 
services. LEP will set out to increase the total number 
of jobs and not to displace or replace existing workers. 
The proposal also recognises that the majority of the 
unemployed are unskilled and semi-skilled and will 
require adequate and appropriate training to fill jobs
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in the helping services. Such training will enable 
the unemployed to be occupationally mobile because 
1working-with-people' skills are more transferable 
and provide more opportunities for self-development 
than skills learnt from 'in-plant1 training schemes.
The' latter tend to tie people to jobs which are 
related to particular skills and workplaces.

One overall objective of LEP is to involve all 
sections of the community in both the costs and the 
benefits of the program. It is proposed that unemployed 
workers participating in the project should receive a 
reasonable wage, and that the project should be paid 
for by the Federal Government, the State- Government,
Local Government, and private organisations.

With these general aims as a background the specific 
objectives of LEP are:

1. To identify actual and potential jobs for
unemployed people in the local education, health, 
recreation and welfare services. • For example, 
the kinds of jobs that could be developed are: 
a health visitor for aged residents in their own 
homes; an occupational therapist's aide for the 
house-bound aged; a health liaison worker for 
a local medical clinic; a community liaison worker 
for a local school; a playgrounds' facilitator; 
helping-profession aides of various other types.

)



To identify the skills and abilities of 
unemployed people and where necessary to 
train and/or supervise their training for 
jobs in the education, health, recreation and 
welfare services. It is envisaged that a formal 
training program will be established between 
the participant, the project, the employer, 
the CES, and where appropriate local educational 
^institutions. While, this would involve off-the- 
job training, the training programs will be based 
on the work situation. Training will be closely 
supervised by the project. It is anticipated 
that the average duration of training would be 
six months.

To place unemployed people in the jobs which 
most suit their abilities, in the local education, 
health, recreation and welfare services. It is 
envisaged that there will be a careful screening 
of jobs and trainees to ensure that participants 
are placed in appropriate•positions. Trainees 
will not just be placed in any position that is 
available. Every effort will be made to match 
the right trainee with the right job.

• /

To assist unemployed people to obtain and retain 
long-term employment in local education, health, 
recreation and welfare services. It is anticipated 
that the project could demonstrate concrete job 
possibilities for unemployed unskilled and semi
skilled workers. To assist in meeting this object
ive there will be a follow-up of participants who 
have completed their training at three, six, 
twelve and eighteen month levels.



Implementation

The following implementation steps are geared to 
utilise the available expertise in the community 
and at the same time attempt to stop the project from 
being used for political purposes. To guarantee the 
latter, both the choice of area in which the project 
is conducted and the evaluation of the project should 
be carried out by independent non-governmental 
institutions.

1. I The State Government should be basically 
(responsible for the project and should select 
I an auspice for it which could be either
| governmental or non-governmental. The auspice 
| should be well established and able td"' make 
expertise available to the project. The first 
task.of the selected agency would be to 
circulate the proposal to a selected group 
of people working in the field of employment 
and manpower programs for comment and advice.
A separate body should be selected to conduct 
an evaluation of the project. See imple
mentation step number 10 for details of the 
evaluation task.

2. The agency should choose a local government 
area in consultation with the local govern
ment research being undertaken by the 
Institute of Applied Economics and Social 
Research. This step is suggested because 
the Institute is currently engaged in 
researching the particular characteristics 
of various municipalities. The Institute's 
local government researcher, who would be 
known to the local organisations, should then .



initiate preliminary discussions with approp
riate organisations in the local government 
area. ,

At the same time funding arrangements should 
be completed. It is estimated that the 
total cost of the project, will be approx
imately $5,600 per individual. The details and 
apportionment of this cost is contained in 
the budget in the Appendix. The project is 
expected to cover up to 20 unemployed people 
at any one time and approximately 120 people 
over a three year period.

In the local government area selected a 
local advisory committee should be estab
lished. This committee should be related to 
any future regional manpower body and at 
this time should be composed of:

(i) a local government representative;
(ii) a State Government representative;

(iii) a Commonwealth Government re
presentative;

(iv) a trade union representative;
(vi) a representative of the project

participants;
(vii) the co-ordinator of the project

and/or a senior representative of 
the selected agency.

The committee members should be drawn from approp
riate* local organisations such as the regional 
office of the Social Welfare Department and the
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local CES office. In essence, the advisory 
committee will act as a sounding board and 
an expert body for the project and also 
provide formalised liaison with all the 
relevant agencies and sectors of the community 
which they represent. With the help of the 
committee the project would be able to maximise 
usage of existing local resources. The 
pommittee itself would provide an invaluable 
jinter-disciplinary and inter-functional 
jmeeting for all the people involved in employ
ment in the locality.

5. [An office and staff appropriate to the project 
should then be chosen. Experience in other 
manpower programs and pilot projects suggests 
that a staff of four people is required if the 
project is to meet its objectives. These four 
people will have clearly delineated roles and 
tasks. A first attempt at task definition 
follows:

(i)

(ii)

Co-ordinator. Supervise the work of 
the staff: responsible for developing
the project; establish liaison with 
local groups and relevant State and 
national organisations; member of 
advisory committee.

Secretary/receptionist. Responsible 
for administering the project office, 
typing, answering incoming telephone 
calls, filing, answering enquiries 
about manpower programs.
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(iii) Vocational counsellor/educationalist.
Responsible for the intake and 
recruitment of participants; matching 
participants with jobs; supporting 
participants in employment procedures; 
liaison with local and other educational 
institutions; developing training 
programs in conjunction with employees, 
employers, and where appropriate 
educational institutions.

(iv) Job development officer. Prepare
inventories of work skills currently in 
demand including the characteristics of 
labour forces in different services; 
study the assumptions about employment 
in local services; develop a knowledge 
of community patterns that could influence 
decisions about jobs; develop sub
professional employment opportunities.

The four members of staff would be appointed as 
the project develops: the co-ordinator should
be appointed as soon as the appropriate agency is 
chosen; the secretary/receptionist as soon as the 
office location is chosen; the vocational counsellor 
and job development officers when the project is 
•about to begin.

As soon as appointment is made the vocational 
counsellor will begin to recruit unemployed 
people to the project. The job development officer, 
in conjunction with these unemployed people, local 
employers and the appropriate union will begin to
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identify gaps in local services and unmet 
■community needs. Both staff members will work 
closely with the advisory committee through the 
co-ordinator, and also with the evaluation team.

7. ‘ Gaps in services and unmet needs to be translated
by the staff, in conjunction with the participants 
. and the appropriate union, into service tasks and 
the skills required to undertake them.- The 
■potentiality of unemployed recruits to be assessed 
and people matched to the tasks to be. performed.

8. Properly supervised on-the-job training programs 
• would then be established within the appropriate
labour laws. Supervision to be provided in 
various ways: by the employer (as is currently
the case for welfare trainees); by professional 
volunteers (which would fulfill the need of many 
retired people to help with the employment crisis); 
by the staff of the project. These programs could 
be assisted by short courses run by TAFE, or other 
educational institutions.

9. During training of recruits the staff of the 
project will look for ways in which the newly 
created jobs can be retained. During training 
and placement in new jobs the staff to provide 
counselling and support services to help 'the 
recruits retain their placements.
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10. An evaluation team should be chosen at the
beginning of the project. It should come from 
an independent agency with no possibility of a 
vested interest in the success of the project.
It has been suggested that together the 
Institute of Applied Economic and Social 
Research and the Brotherhood of St Laurence 
have the required expertise to set up such a

i team. It would be desirable for the evaluating
• team to assist the pfoject at the beginning with

* the action-research task of helping the staff 
and the participants to.identify unmet 
educational, health, recreation and welfare needs 
in the community. After this initial task the 
evaluating team would have three major tasks:

(i) to assess whether the project ■
• / • meets its objectives, in partic- 
v ular the effects on the participants;

(ii) to assess the impact of the program
on the local community, specifically 
on:

private enterprise, 
local government,

' local educational institutions,
local community groups,

p employment opportunities,
'' public opinion;
**
t .(iii) to monitor the difficulties of creating

jobs in the community services (educ
ation, health, recreation and welfare) 
for unemployed people in their own 
local community.



Conclusion

Ostensibly this proposal is an attempt to promote 
and create job opportunities in the community services 
sector of tertiary industry. The proposal capitalises 
on the fact that this is one of the few sectors which 
presents a growth picture. However, the possible impact 
of this proposal is much greater than to simply create 
some new jobs and train some disadvantaged workers to 
fill them. In organisation terms this project could 
also have the following effects:

As the proposal operates on a 
local government level it will 
help to de-politicise the 
unemployment issue. it can 
involve the members of all 
political parties and enable 
them to co-operate in the 
attempt to find a local solution 
for unemployment.

The proposal re-orders and 
capitalises on existing local 
community resources - particularly 
local government, and trade union 
resources and expertise.

Economic: The proposal provides increased
spending power for participants 
thus increasing demand in the 
local area and ultimately
contributing towards the creation/of jobs.

Political:

Organisational:
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Social and 
Psychological:

j Educational:

Labour Market 
Entry:

The social and psychological 
effects on unemployment not 
only for individuals, but whole 
communities, should not be 
underestimated, nor should the 
social and psychological benefits 
of employment. A positive 
program such as this proposal 
demonstrates to a community that 
something can be done about 
unemployment.

The proposal involves local 
organisations, and the insight 
'gained from their participation 
could have long-term benefits 
for the relationship between 
education and work, in particular 
the school-work transition issue.

The program demonstrates the 
potential of establishing new 
careers with the help and 
support of appropriate unions, 
and provides access to the labour 
market for unskilled and semi
skilled unemployed people. It 
also provides information on how 
to promote entry generally.
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Labour Market Provides one group of workers
Manipulation: with confidence, experience and 

skills and thus enhances and 
increases their labour mobility

Communication: A
V-

The proposal emphasises 
communication and co-operation
between disparate community 
interests and this process 
contributes to Community 
cohesiveness.
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APPENDIX

Costing for’ the Local Employment’ Program

There are three components of the costing for this 
program: the operating costs, the costs of evaluating
the. program and the wages of the participants. •

jit is the last cost which requires explanation. In 
order, to allocate this cost it was necessary to categorise 
the program, both in terms of which organisation should beI ‘responsible for it and in terms of which type of manpower 
program it was. It was decided that it was both a training 
program and a work-subsidy program. As such, the cost of 
the wages of the participants should be borne by the 
Federal Government and by the employers who have the 
benefit of the services of the participants. Thus the 
rationale for distribution of the costs of the wages of 
the participants was that the program was both work- 
related and training-related.

The amount of the participant's wage is likely to 
be a contentious issue and explanation is required for 
the particular suggestion on which this costing is based.
It is based on the value that subsidised workers- in 
manpower programs should not be discriminated against in 
terms of their employment status and conditions. If this 
value is remembered and LEP is acknowledged as having a 
high training and career development component, the logic 
of the formula for the participant's wage becomes apparent. 
It is made up of the NEAT allowance (approximately $80 
per week for an adult) plus the average Australian rate 
for a full week's work as described in awards,



«*.
 <•
 

<£*
28

determinations and collective agreements for adult males 
in industry groupings (quoted by the Australian Bureau 
of Statistics as $156.30 for October 1978). These two 
figures were rounded and divided by two; this formula 
produced a figure of $118 per week for an adult. The 
costing was based on the adult rate, but it is realised . 
that many of the participants will be juniors and the 
actual cost will be less than that proposed.

One method of developing a wage for participants, 
which is more fitting to the consultative philosophy of 
this proposal, is through discussion between governments 
and the appropriate employers and trade unions. The 
reason this was not attempted for this proposal is that 
careers envisaged are new, so that the particular 
employers and trade unions which should have been 
approached could not be identified. Nevertheless, this 
consultative method for developing an appropriate wage 
for participants in the project should be considered 
when the proposal is developed further.

The operating costs of the project are allocated to 
the State Government because of its education and community 
development aspects, and because the philosophy of the 
project.suggests that all the 'players' in the unemployment 
crisis should bear some of the cost. Local Government and 

« private organisations and industries will also share the
cost as they are the most likely employers of the 
participants.

A



«*>
 

«p.'
 <*>

29

OPERATING BUDGET FOR ONE YEAR EXCLUDING 
WAGES O.F PARTICIPANTS AND EVALUATION COSTS

STAFF:
Co-ordinator 16,000
Counsellor/Educationalist .14,000
■ Job Development Officer 14,000 ‘ *
Secretary/Receptionist 10,000
Consultants 5,000
1 ( jAssociated Expenses .2,000 61,000

o'f f k 12E:
Rent 5 ,000
Equipment (including
furniture) 2,000
Telephone 2,000
Stationery 2,000
Light, gas etc. 1,000
Cleaning 1,000 13,000

OTHER:
Transport 1,000
Developmental Fund 2,000
Educational Expenses 2,000
Publications 1,000 • 6,000

Total 80,000
Allowance for inflation 3,000

TOTAL $83,000
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BUDGET' FOR WAGES OF PARTICIPANTS 
Per Individual* * •

$
Federal Government contribution 
(NEAT allowance)
Employer's contribution

Weekly total

80
38

$118

Total for six months $3/068
Total cost' for 40 participants 
Taverage duration of course -
six months) 6y

Federal Government contribution 83,200
Employers' contribution 39,520

$122,720

* This budget assumes that the State 
Government would waive Workers' 
Compensation and Payroll Tax costs.

v

' BUDGET FOR ONE YEAR INCLUDING OPERATING,
' WAGES,' AND EVALUATION COSTS FOR 40 PARTICIPANTS

State Government $

- Operating costs 83,000
- Evaluation costs* 18,000

Federal Government cost 83,200
Employers' cost 39,520

Total $223,720

Cost per individual $5,593
* Evaluation costs include the annual 
salary of one researcher ($14,000) 
plus associated costs ($4,000).


