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Interim Employment Trends Report 

BSS/BSW Review 

EMPLOYMENT TRENDS

Background

The responses of the School (and the Division) to the trends emerging in human services employment and the implications of these for professional education is critical to the future competitiveness of the courses in the School.  The School of Social Work and Social Policy is the largest provider of human service courses in the state, and is also one of the largest providers in the country.  Up to date knowledge of trends in the employment market is therefore critical to the viability of courses offered by the School.  Possession of such knowledge, in turn, presents opportunities for the School to interact authoritatively with employers.

Despite the growth of human service graduates in Australia, and continued demand from students for courses in this area at the University of South Australia, systematic data which gauges market demand or the nature of employment has been  limited.  A targeted literature review conducted by Harvey and Kennedy revealed little available qualitative information about human service employment changes and patterns in Australia.  Information about job numbers and salaries in the sector was available, but there was little detailed data about who is employing, what the jobs are titled and what qualifications and skills are being sought.  There is some profession specific data (eg. Martin, 1996: Franklin & Eu, 1996; Franklin et al, 1996) but it does not provide information about the dynamic and increasingly generic trends in human service employment opportunities.  Two recent exceptions are that of McDonald (1999) and Hawkins et al (2000) who have commented on the occupational variety within the community services sector.

The strategic advantage of the School in this sector is to some extent dependent upon the employability of its graduates in the context of the current market.  Employment of graduates is furthermore dependent upon suitable curriculum development, which is informed by the involvement of employers in university life, input in course review processes and the professional links of staff with the field. At the time this project was proposed the Bachelor of Social Science and the Bachelor of Social Work, two core courses offered by the School, were under review.  Integral to this review process and further curriculum development is information which analyses employment trends in terms of employer type, the nature and duration of employment and the skills, aptitudes and qualities required by employers, in a systematic manner.

Employment in the human services

On a weekly basis since January 1997 the school has collated and displayed the advertisements for both local and national jobs for which our graduates are suited.  Jobs were selected on the basis that the qualification gained by graduates of the undergraduate courses would be either necessary or an advantage in their application for the position being advertised.  This has led to a greater understanding of jobs and the nature of work to which graduates might aspire.  The content of these advertisements has been entered into a database, the development of which provides detailed and comprehensive information which can be analysed to yield specific details of the job market and reveal employment trends in the human services.  The availability of this data is important in a number of ways:  staff and students can be kept informed and up-to-date; course design can benefit and the marketing of courses can be geared around demand in the field.

Graduate qualities

Matching of the UniSAs graduate qualities with the attributes employers in the human services are looking for is a critical aspect of the data analysis.  The money made available for this project by the Division has been used to elaborate on the graduate qualities in the light of employer demand and embed them in subject and course design.  This was particularly useful for the recently conducted 5 year review of the courses and future reviews of the curriculum will benefit from an ongoing analysis of jobs.  The question of how well the graduate qualities do match what is being sought is one that should be brought into focus for a number of school-based decisions.  This project sought to develop and promote a standard procedure for other schools to adopt in order to interpret  the graduate qualities more astutely in the light of employer demand in their field of practice. 

The project outcomes were to:

· Analyse employer expectations of graduate qualities

· Enhance the course review outcomes for the BSS/BSW

· Assist the University in its examination of graduate qualities

· Develop an exemplar in the form of a template which can be 

used in any course across the University to embed graduate 

qualities which take account of employer requirements

· Host seminars about this exemplar within the Division 

and the University as required

· Write a report of the project

· Produce material which will also form the basis for research 

and publication by the two project managers

The remainder of this report is organised under outcome headings

Analysis of employment in the human services

Literature Review

A comprehensive literature review of employment in the human services was carried out for this project (Appendix 1). This is an expansion of a previous review of employment in the human services and enables this project to be placed in the broader context of higher education and graduate qualities/outcomes.  The review is a comprehensive foundation for this project and will be useful for various future projects. 

Collection and entry of baseline data

Coding categories were developed inclusive of graduate qualities and used to sort the information collected from job advertisements.  The database was established and procedures set in place to maintain it throughout the project and beyond.  

Main findings

The report prepared for the course review (Appendix 2) summarises the main findings from the database for the period January 1997 to August 1999 inclusive.  

A summary statement of the main implications based on a consolidation of the data over three years follows

· General findings (who is employing; location of work; field of work; role,task and function; duties; client targets; job titles; salary range; job conditions; tenure and qualifications) – for all these refer to review document (Appendix 2).

The points made in the review report are endorsed by composite data for the three years.  The significant implications for this school are that:

· Employers are widening the range of acceptable qualifications for their jobs. This  means that the preference for specific qualifications like social work is not evident.
· There is not much employer interest in the eligibility of applicants for specific professional bodies.

· Currently at least 20% of jobs in any one year seek workers with the ability to work with Aboriginal and Islander people

· Graduate qualities

It was difficult to operationalise the graduate qualities into coding categories for use with the advertisements.  The current conclusions, while basically sound, are based on coding categories which need refinement.  Indications from the current analysis are that additional qualities are being sought by employers which, although not inconsistent, are not immediately obvious in the graduate qualities.  

Administrative skills, readiness to work outside hours and leadership skills are three such prominent skill areas.  It may well be that when the coding categories are considered more carefully and some collapsed in the light of the additional indicators recently promoted within the University the graduate qualities will emerge as more comprehensive than is currently evident.  

Development of an exemplar

The exemplar which is displayed on the next page is a model developed to assist other schools to incorporate knowledge about employment prospects in their fields.  As well as guiding a school-based procedure for the collection of employment data the exemplar accommodates our learning about the use of such material in future review processes and includes information about the potential of comprehensive employment data for students, staff, curriculum design and marketing.   With comprehensive and up-to-date knowledge about employment in their field staff will develop expertise which has consultancy and community service potential and can attract research grants.  With increased credibility staff will be in a position to inform employers about the broader employment context in which they operate.  The exemplar also indicates how other procedures for connecting with employers, such as advisory processes can be implemented.  These may need to be supplemented with more detail when procedures within the University have been finalised.

Employment Trends: an exemplar to embed graduate qualities   

   A 6-stage process


    Process points to consider at each stage
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Dissemination of findings

Information gained from this research will be disseminated in three specific ways this year.

· A seminar to introduce and promote the exemplar to Divisional staff is currently being arranged with the graduate qualities project officer. 

· The School of Social Work and Social Policy, probably through its Social Policy Research Group, will host a seminar for employers in the human service field.  As one of the recommendations which relate to stage 6 of the exemplar the seminar will be an opportunity to discuss employment trends and the profile of new graduates. 

· A journal article will be prepared and submitted to Australian Social Work on employment trends in the human services.  The intent of the article is to continue the debate from McDonald’s 1999 article in that Journal and extend the quantitative analysis of job availability to include a qualitative analysis of what employees will be called and what is required of them.

Project Outcomes

The first four and the sixth intended outcomes have been achieved:

· Employer expectations of graduate qualities have been analysed

· The course review for the BSS/BSW has been enhanced with information from job advertisements

· The University’s examination of graduate qualities has been extended

· An exemplar in the form of a template which can be used in any course across the University to embed graduate qualities has been developed

· This document is the completed project report

The fifth project outcome which concerns hosting a seminar about the exemplar is planned for August 2000

The final project outcome concerned use of job advertisement material in the preparation of a journal article.  This article is being developed for submission to the Australian Journal of Career Development in early 2001.

Judy Harvey and Rosemary Kennedy

June 2000

·  APPENDIX 1
The Context for Curriculum Review in the School of Social Work and Social Policy Using Employer Requirements as Stated in Job Advertisements

Literature Review

Researched and prepared by Eleanor Jackson Bowers and 

amended by Rosemary Kennedy and Judy Harvey

March 2000

The Context for Curriculum Review in the School of Social Work and Social Policy Using Employer Requirements as Stated in Job Advertisements

Literature Review

The Policy Background: 

The late 1980’s was a period of massive reform in the Australian higher education system. Lead by John Dawkins the changes linked education with national economic growth as well as encouraging efficiency and effectiveness. (Meek & Wood, 1998:32) The push was for fewer and larger institutions and the period saw the reduction of 47 Colleges of Advanced Education and 19 universities to 36 universities by 1998 (Meek &Wood, 1998). In 1991 the emphasis changed from structure to quality in higher education with the publication of the report Quality and Diversity in Higher Education (C of A, 1991). It was perceived to be appropriate in a period of rapid expansion and intense change to assure the community that higher education in Australia continued to be of high standard. The Higher Education Commission in Higher Education: Achieving Quality (1992) recommended the establishment of a mechanism to conduct quality reviews of Australia’s universities which elected to participate in the program. All universities elected to do so. During the early 1990s The push for quality assurance was related to and ran parallel with the competency based eduction movement.

While it is not a new idea, the concept of key competencies or skills was introduced into Australian education policy in the 1991 Finn Report. In 1992, in response to the Finn Report, a committee chaired by Laurie Carmichael, a former ACTU official, developed a regulated format for education and vocational training in schools known as the Australian Vocational Certificate Training System  (Henderson, 1993). The Mayer Report, chaired by the former CEO of National Mutual, Eric Mayer, followed the Finn and Carmichael reports in 1992. The Mayer Report recommended seven key competencies that should form the basis of all post compulsory education and that the skills were what “all young people need to learn in their preparation for employment” (Mayer Report quoted in Henderson, 1993:136). The seven Mayer competencies as quoted by Cummings (1998) for compulsory eduction and training in schools are as follows: 

· Collecting, analysing and organising ideas and information,

· Expressing ideas and information,

· Planning and organising activities,

· Working with others and in teams,

· Using mathematical ideas and concepts,

· Solving problems,

· Using technology.

A lively debate over competency standards and the effect they would have on education ensued. Cameron describes how “Academic hackles were raised in a number of ways, mostly concerning the extent to which universities could have their educational aims squashed into competencies or perverted to serve the purposes of outside bodies. As a result competencies were seen by many as seditious in nature no matter how they might be dressed up.” (Cameron, 1995:53). Cameron outlines three main themes in the critique of competencies by universities. They were:

· The difference between education and its higher order skills and training which teaches practical skills. It was felt that higher order skills cannot be subjected to competencies.

· That the competency movement was a plot to gain control of the university curriculum, and that

· The universities feared funding cuts as it would be evident that TAFE could more cheaply educate students to a specified competency level. 

In 1994 a new national system of vocational education came into being with the establishment of the Australian National Training Authority. Some of the features of this new system as described by Wheeler, (1993: 38) were that:

· National competency standards were to be the benchmarks for certification and accreditation by State and Territory training systems,

· Training systems to be nationally consistent and competency based,

· Articulation between modules and courses, recognition of individual competencies regardless of how gained,

· Skills linked to career paths through awards and restructured awards,

· Transferability of skills within and across industries,

· Training throughout the structure with flexible entry and exit points,

· Equitable access to training for all workers,

· An open training responsive to industry needs,

The primary role of the National Training Board was to provide guidelines and endorse competency standards developed by occupational groups. While the competency debate and related developments form a backdrop to changes in higher education, the strong opposition to incorporating competency based education in universities enabled them to avoid its overt impact. The professions and higher education were not included in the developing competency-based approach to education and training. While many professions have developed competency standards according to NTB guidelines it is up to the professions concerned and individual higher education institutions to decide how competency standards will impact on course design delivery. 

In 1992 the Minister for Higher Education reassured  the Australian Council of Professions that: 

“The recently released second edition of the NTB’s Policy and Guidelines states, “where standards are developed for professions, and for professional recognition, it will be for the professions concerned and the higher education institutions providing education or the professions to discuss and establish the relationship between these standards and education provided by these institutions”…. “NTB endorsement of competency standards, where delivery is by self accrediting higher education institutions, does not have the same effect on accreditation and delivery as in the vocational education and training sector” I endorse this position” (Baldwin, 1992:8). 

In their 1993 report on the Implications for Higher Education of a Competency Based Approach to Education and Training Bowden and Masters (1993) conclude their investigations, which included interviews with representatives from universities, professional organisations and employers, by saying that while the universities have much to gain from the activities of the professions in developing competency standards,  it is doubtful that these gains will be in the form the competency movement intended. They believe that the process has been dynamic and developmental but they do not believe a competency based approach to education will become dominant in universities. They also point out that one of the benefits for professions is that they will be better able to understand and articulate their professions. Importantly though they point out that: 

“ if there is one continuing danger to university education and to professional practice it is the possibility of bureaucratically inspired interference in the planning and conduct of professional education….university education in general and professional education in particular are complex processes in which conceptual understanding and practical experience combine to enable the development of higher order capacities that are called for by employers, governments and the community. Such complex educational outcomes are likely to be jeopardised by bureaucratic imposition of narrow perspectives, both of professional practice and also of educational processes and outcomes” (Bowden and Masters, 1993:153).

What do Employers Want?

Today’s graduates are facing a future in which the stability and security of a full time job is disappearing fast.  Downsizing of businesses, flatter management structures, the need for flexible work forces and the need to be leaner and meaner in order to remain competitive have resulted in an increase in the numbers of casual and part time positions at the expense of full time jobs. The job market is becoming fiercely competitive. A major report by AC Nielson Research Services (1998:29-30) summarises the influences on graduate recruitment during the 1990’s:

· Unstable and constantly changing workplaces

· Skill sets becoming outmoded quickly

· Downsizing

· A surplus of skilled workers so that highly skilled people are employed in lower positions at lower rates of pay

· Multiskilled workers

· Preference for experienced workers over new graduates

· Recruitment of graduates from the top 10% of their class.

AC Nielson also find that employers’ perceptions of new graduates also work against them securing work. New graduates are seen as:

· costing time and money to train,

· lacking the creativity, flair and sensitivity to build strong client relationships and ,

· having poor literacy and numeracy skills.

In a qualitative study of skills required of new graduates by employers the following skills rated most strongly:

· Academic achievement in a suitable discipline

· Literacy

· Numeracy

· Basic computer skills

· Time management skills

· Written business communication skills

· Oral communication skills

· Interpersonal skills

· Team working skills

· Problem solving skills

· Comprehension of business processes

· And sometimes research and analysis and leadership skills

In phase 2 of their study which was a quantitative evaluation of business recruitment processes (AC Nielson 2000) they found that an astonishing 76.5% of applicants for graduate positions were considered unsuitable even for other positions within the company. This figure rose to 85% in large businesses. Most applicants reportedly lacked creativity and flair, oral business communication skills, problem solving ability and unsuccessful applicants also lacked critical thinking ability. Deficiencies cited by employers included communication skills, interpersonal skills and understanding of business practices. Interestingly the best candidates were seen as coming from the Humanities and Social Sciences or from Business, Administration or Economics.

A number of studies and reports during the 1990’s have similarly found that while university graduates are of high quality many are lacking in what has come to be known as generic skills. Bowden and Masters (1993:114) in their discussions with employers found that there was considerable dissatisfaction with graduates’ people, communication and language skills, more specifically a complex understanding of what to say and how and when to say it which could only be developed in the professional work environment. 

These themes were also evident in those documents advocating competency based education, the Mayer, and Finn Reports as reported by Cameron (1995:59) and by Spicer (in Hattie, 1992) who reviewed a study of the attributes of graduates in the eyes of CEOs of leading companies. 

Two other studies, Educating for Excellence by the Business/Higher Education Roundtable (1992) and Achieving Quality by the Higher Education Council  (1992) (both cited by Guthrie, 1994 :6-8) raise similar questions over the deficiencies of graduates ie, lack of communication, interpersonal skills, empathy and understanding, management and facilitation skills and lack of training in logic. 

Another report by DEET/HED (1993) found that universities produce graduates with good discipline based skills but lacking in flexibility, communication skills, initiative and life long learning skills

Further documented information on employers’ opinions of graduates remains anecdotal with much of the literature being articles in business related magazines. 

While there is still some suspicion regarding incorporating the input of employers into the curriculum review process there is at the same time a cautious interest. Bowden (1995 :145 ) gives the results of a 1992 survey (at the height of the competency debate) of 187 heads of department and course co-ordinators in universities across Australia regarding the value of competency based education. Of the respondents, 50% believed that employers should have limited involvement and 43% were positive about their current level of employment. This compares with 32% and 62% for practicing professionals and 41% and 54% for professional associations.  

There is little Australian information about how universities gather the input of employers. Dalton and Wright (1999) in a US paper detail how they held structured interviews with nineteen potential employers in the health and human services field as well as with alumni, on-going students, and field instructors. The Australian literature focuses on studies of employers’ needs at a national level by statutory bodies and the development of graduate standards by universities which include employer input through the results of these studies. The literature suggests that the incorporation of employer input seems to be at a university policy level rather than department by department.

While the views of employers are relevant, the Higher Education Council (1991) in The Quality of Higher Education Discussion Papers (1992) warns that the debate on the quality of Australian higher education involves three interest groups, employers, staff, students and management of universities,  and governments on behalf of their communities in determining strategic directions for the country and the needs of the community. A review of the literature also suggests that professional associations are major players (National Board of Employment, Education and Training 1996).

Generic Skills and Graduate Qualities
The accumulated studies which highlight the deficiencies of graduates, not in discipline based skills but in the generic qualities of communication, interpersonal skills and the like have been noted by those concerned with quality in university education and have prompted an interest by universities in the development of graduate qualities, the attainment of which is to be embedded in the curriculum.

Three other major trends pertinent to the development of graduate qualities have been noted by Cummings (1998:1) namely:

· “the increasingly popular perspective that education is a lifelong process; 

· a greater focus on the direct relationship between education and training and the employment of graduates; and 

· the development of outcome measures of education and training which in universities has arisen out of the quality improvement movement and its focus on measurable outcomes as a means of judging the efficacy of the education process”.

Another paper by Bowden et al (2000) detailing the development of generic capabilities by universities allied in the Australian Technology Network (which includes UniSA and four other former Institutes of Technology around Australia) gives three arguments for the development of generic capabilities. These are:

· The university is obliged as part of its role in society to provide citizens who can operate as agents of social good in the community;

· The curriculum needs to be planned around the idea that students are being prepared for a future  which is largely unknown. This is linked to the to the fact that professional knowledge develops and changes very quickly;

· Employers hold that disciplinary knowledge is only part of what graduates need to know to operate successfully on entering a profession. The skills they value include communication skills, problem solving ability, capacity to work with others and managing oneself.

In a report discussing key competencies Cummings and Ho (1996) relate these Graduate Qualities to generic competencies by stating that “work on generic competencies in Higher Education has been done in the context of the Quality Management and Assurance agenda” (Cummings and Ho, 1996:52). Indeed ‘key competencies’, ‘generic skills’, and ‘graduate qualities’ seem to be used interchangeably in Cumings and Ho’s report.

The connection between generic skills and competencies is made explicit in a paper by Feast and Barrett of the University of South Australia in providing a case study of the development of graduate qualities by UniSA. 

“There has been a considerable shift in higher education in the perception of what constitutes quality…The focus has shifted from the performance of a list of observable workplace tasks to the ability to draw on underlying attributes, such as certain knowledge bases and skills, then integrating and applying them to realistic professional practice. In essence this process involves the identification of a set of generic skills or competencies which are considered to act as a foundation for complex professional competencies and also to be observable within a professional context….This trend is part of a world wide movement towards a competency based approach. Such an approach is referred to under different names but essentially identifies what are known as core competencies in graduates”. (Feast and Barrett no date :5-6)

Feast and Barrett locate their development of graduate qualities explicitly within a Total Quality Management framework which they describe as entailing the formation of quality improvement teams which act to investigate problems, suggest solutions, and realise quality improvements in order to strive for continuous quality improvement in organisations (Feast and Barrett:2).

The development and acceptance of Graduate Qualities by UniSA arose in 1995 when a Working Group chaired by the Chancellor called for a debate on the University’s responsibility to ensure that graduates were prepared for the challenges of an increasingly complex and rapidly changing world (Bradley, 1999:1). The resulting report recommended the development of a set of generic attributes or qualities of graduates which would be used to shape statements about course outcomes.

A draft statement of qualities of a UniSA graduate was prepared after discussion at a workshop attended by 100 staff. After formal consultation, a statement about seven qualities of a UniSA graduate was adopted in early 1996. They are as follows (Bradley, 1999) .

“A Graduate of the University of South Australia:  

· operates effectively with and upon a body of knowledge of sufficient depth to begin professional practice 

· is prepared for life-long learning in pursuit of personal development and excellence in professional practice 

· is an effective problem solver, capable of applying logical, critical and creative thinking to a range of problems 

· can work both autonomously and collaboratively as a professional 

· is committed to ethical action and social responsibility as a professional and a citizen 

· communicates effectively in professional practice and as a member of the community 

· demonstrates an international perspective as a professional and as a citizen”

The Graduate Qualities were evaluated by Ernst and Young for the Faculty of Arts and Social Sciences in 1997 by surveying graduating students, graduates, faculty staff and employers. Key points from the report for each group include:

· Graduating students: key points include the observation that of all students Social Workers have the best employment outcomes and that field placements reinforce all of the qualities strongly.

· Graduates: key points include social workers giving the lowest scores for enjoyment of their courses and for personal growth but the highest scores for employability with 98% of responding social work graduates being employed in their field. All graduate qualities are used frequently in their work.

· Faculty Staff: One new graduate quality was proposed ie the capacity of adaptability and ability to live comfortably with change. The staff recognise graduate qualities and generally hold them in high esteem. They recognise that they are attained both within and outside course work.

· Employers: The qualities were all rated to be extremely important by more than 50% of employers although “knowledge and skills to begin working in professional practice was rated less highly than the others. Again adaptability to change and flexibility as an addition to the qualities was the most prevalent suggestion (Ernst and Young ,1997).

Human Services Employment Issues

A review of the literature on the employment of social workers and other human service workers from the 1980’s from the perspective of the year 2000 gives a picture of a very different workplace from today. Pockett (1987) discusses not only what an employer should expect from a new graduate, including freedom not to know, but what a graduate should expect from an employer such as a twelve month supervision program and opportunity to learn the role.  Brown (1983) expressed amazement that there were up to 30 applicants for each job advertised but gave figures of seven out of a class of 98 not employed in social work  in June the year after graduating. Smith (1983) also laments that some new graduates were having difficulty finding the specific job they wanted or facing competition from experienced applicants. Similarly Lindsay (1989) in a graduate survey notes that of 121 respondents 19 were not working as social workers and 3 were unemployed.

New graduates in 1989 expected supervised induction periods as a “right”. Lindsay (1989) notes that pressure by the Australian Association of Social Workers (AASW) to obtain supervision as a right for new graduates appears to be having an effect. She states that employers must support supervision and induction programs if the degree course is to remain generic in character. Boyce and Scott (1986) detail a study which looks at practitioner input into curricula but focuses exclusively on the needs of the practitioners and not on the needs of employers. They note the beginning of a demand for better prepared graduates  (by the practitioners). That the university feels it has the right to demand induction programs from employers so as to support its preferred way of teaching and yet not incorporate their needs into curricula seems incredible from the standpoint of the year 2000. 

The competency approach is foreshadowed, however, in a debate of the time between teaching job specific objectives or critical thinking/theorising approaches (Coulshed, 1988; Boyce and Scott, 1986). Graduates were entering the field with little training in specific areas such as working in health care establishments or with ‘delinquents’ and were asking for more specialised training, as were lobby groups from special needs groups. The view of the universities was that specific training should happen on the job and in this were working in tandem with the AASW who were demanding supervision and induction programs for graduates (Lindsay, 1989). Lindsay (1989:32) argues that “given the diversity of agencies, functions and roles new graduates are expected to fulfil it is impossible to give them specific preparations for social work in any particular agency”. She nevertheless acknowledges a huge demand from graduates for specific skills. There were then, in the late eighties, significant pressures on university social work courses for more relevant curricula against which they were holding firm on their mission to provide generic education.

By the late 1990’s there were very different pressures on universities and the human services industry. McDonald (1999) gives a comprehensive picture of the state of the industry. She quotes statistics and statistical projections from the period 1984-1991 which show substantial and continued growth in the industry. No more up to date figures which take into account changes during the 1990’s have been found in a search of the literature. She also gives a comprehensive analysis of the economic and political influences on the industry, changes within the industry and the implications for practitioners and educators. 

She sees the main influences on the industry being:

· Changes in social policy and micro-economic reform  including a break with the regimes of the welfare state;

· Reconstruction of funding models involving the application of competition policy to the industry, contracting and output based funding designed to promote efficiency and effectiveness and change the way service delivery is funded to a market driven model;

· Changes in the labour market including the expansion of tertiary education and competency based training;

· Accreditation of agencies and the introduction of quality standards and benchmarking

·  The introduction of case management as a model of service delivery;

· The professionalisation of management.

McDonald sees the following implications of these changes for the human service professions:

· As legitimacy of an organisation moves from the qualifications of its workers to their competencies social workers will have to compete with other qualified people on the basis of competencies;

· Governments will be able to buy competencies from any viable provider.

· There will be an increase in the value of case management, purchasing and contracting skills.

The implications for tertiary education McDonald sees as being:

· The need for a strong emphasis on understanding and challenging the political economy and 

· That curriculum strengths and deficits will be related to competition with other groups for service provision.

· In order to avoid the expropriation of management by other groups curricula should address the complexities of service provision in the for profit and not for profit sectors and service purchasing within governments.

McDonald concludes on an optimistic note pointing out the potential opportunities for developments in university curricula in the human services to develop practitioners who are skilled in the emerging contexts and able to take a leadership role in the industry.  

The Associate Professional, particularly the health/welfare sub-category, has been one of the strongest employment growth areas in Australia in the five years to 1998 (DEWRSB, 1999).  Another positive picture using up to date statistics  is painted by the Australian Institute of Health and Welfare in its 1999 publication Australia’s Welfare 1999 Services and Assistance. 
Between 1966 and 1996 the proportion of people employed in industries producing goods declines from 46% to 28%  while the proportion of people employed in service industries increased from 54 to 72% (p40). Community services has been part of this trend and community services employees represent a significant and growing component of the total labour force. By 1998 health and community service represented 10% of total employment (females 17%, males 4%). It also plays a major role in the market for part time work.  18% of females and 15% of all people who work part time are being employed in health and community services (AIHW, 2000:63).

There have been complex economic, structural and demographic changes underlying changing work patterns in the workforce as a whole which impact on persons working in the human services. Some of the trends and changes  as seen by AIHW include: the feminisation of the workforce, the growth in part time and casual work, a changing age profile of the workforce with the ageing of the ‘baby boom’ generation, the growth in self employment, the increased proportion of married women in the workforce, increased educational participation of young people, a high level of educational attainment among the workforce, longer hours of work for people working full time and high levels of unemployment and under-employment (AIHW,1999:42).

In comparison with the total workforce, in 1998 the community services industry was more female and more likely to be working part time. Community service industries had about 40% of their workforce working part time. There were fewer younger workers and more workers aged over 35 (p63). It was also a relatively highly qualified workforce, with 21% of the community care workforce having a bachelors degree or higher which is significantly higher than for the total workforce at 18%. This is particularly true for males at 25.4% and 16.7% respectively (p66).  However there is a large group of employers in the non profit, non government part of the community services sector who do not have formal qualifications (McDonald, 1999)

Little information is available on the relative ‘market share’ of the different professional groups within the human services and yet occupational boundaries and warning of ‘take overs’ by other groups such as nurses or professional managers has been a theme through much of the literature (McDonald,1999; Abbott, 1995; Franklin & Eu, 1996; Franklin et al, 1996; Martin, 1996; Raymond et al ,1996; Buchanan and Millar, 1997; Hoefer, 1993; Menefee and Thompson, 1994).  McDonald (1999) and Hawkins et al (2000) have both commented recently on the tendency to broad band positions in the community services and thus to reduce profession specific jobs.

Times are turbulent, the employment market is tight and increasingly competitive and many occupational groups are struggling to maintain a profile in the human services just as universities are competing for job share for their graduates through marketing the Graduate Qualities which they are intending that all graduates should attain. The human services industry is complex and ever changing, responding again and again to efforts of governments to make it more and more efficient in the face of demographic stress, by the ageing of the population and by economic and political pressures. In this volatile context the future is uncertain but a hopeful scenario for human service professionals is painted by Abbot in his study of professional boundaries.

 “The environment, in fact, looks in many ways as it did 100 years ago. Again we have a welter of social services so confused that no one can figure it out. Again, the populations to be served are often both difficult and despised. Again, there is a diffuse sense that those institutions that ought to be caring for individual welfare in this society are failing that task. It was from such a complex conjuncture that the old profession of social work emerged. It emerged through the drawing together of groups that represented particular sides of various debates over welfare. It was a coalition of diverse and diversely different groups, a ‘social work of boundaries’. I think we are at a juncture where such a new coalition could easily emerge” (Abbott, 1995).
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INTRODUCTION

The BSW/BSS review is taking place during a period of rapid change in the human services and a restructuring of work in Australia. All levels of government are attempting to reform their service delivery in response to global pressures for greater competition and productivity. This drive is reflected in a move to “user-pay, privatisation, market-oriented, non-state-based, customer-based and localised or decentralised [service] provision”(Wearing, 1998. p xvii).  Rising unemployment and the casualisation of service employment have accompanied Federal governments’ adoption of free trade and market principles in economic reform. 

In relation to the Australian human services these forces are evidenced through policy reforms such as the National Consumer Outcomes, the Family Services Framework, the National Competition Policy and those which place increased emphasis on devolution of program administration (Dept. of Family and Community Services, 1999). In the provision of services, there is an increasing reliance on a combination of government and non government community service agencies and on output based funding. Multiskilling, volunteerism and assessed competency (output rather than input) are prevalent themes in the human resource lexicon. At the same time  there has been a proliferation of university and TAFE courses relevant to work in the human services.

What do all these changes mean for BSW/BSS curriculum and graduates of these courses?  Only some summary points can be made here:

·  The Associate Professional, particularly the health /welfare sub-category has been one of the strongest employment growth areas in Australia in the five years to1998 (Department of Employment, Workplace Relations and Small Business, 1999).

· The strongest growth appears to be in the non profit part of the industry ((McDonald, 1999).

· The degree of professionalisation in the non profit sector is still relatively low (McDonald, 1999).

· Generic professional services are less sought after than specific and often concrete services tailored to and contracted for individual consumer needs. Thus traditional professions such as social work and psychology are being forced into competition with a range of differently prepared or unqualified workers (Franklin & Eu, 1996; Franklin et al, 1996; Martin, 1996; McDonald, 1999).  

In the context of all of this information, the following questions have been prompted. What human service jobs relevant to BSW/BSS graduates are actually being advertised? How are they titled, what do they require of applicants, how do they conceptualise the duties involved, what qualities and qualifications do they require and what level of employment tenure do they offer? Analysis of job advertisements relevant to the professions of social work (Franklin & Eu, 1996) and psycholgy 

(Franklin et al, 1996) have been carried out but they are now a little dated. In addition, both studies were conducted from within the professions and they were not aimed at drawing broad conclusions about the human service employment scene. In addition both took a NSW perspective.    

METHODOLGY

For three years staff of the Social Work and Social Policy have been collecting job advertisements relevant to BSS and BSW graduates.  An initial collation and analysis of the data has been completed for consideration by the review committee in the development of the two undergraduate courses.

Data Collection Process

Advertisements were selected on two bases  - that possession of the BSS or BSW would be necessary  or - that possession of the degree would be an advantage in performing the job because the required knowledge and skill in the job description indicated that a professional level of work was expected.   Selection was made by one person thereby minimising variation and interpretation of appropriateness

Advertisements were taken from the Weekend Australian and from the Saturday Advertiser.  Thus the data combines both a national human service employment perspective and the South Australian picture. This combination of data reflects employment opportunities for graduates of these two courses and is an important source of information for curriculum decision-making by staff of the school

The analysis of advertisements  represents the period January 1997 to October 1999.  Although percentages have been used throughout the analysis it is important to note that the 1999 figures do not represent a full year.  

The total number of advertisements processed is 1688.  This number may include a few re-advertised positions

A database was created from the information available in the advertisements

There is significant diversity in the amount of information included in advertisements.  A limitation of the database is that absence of information in an advertisement may mean either that it was not written in to the advertisement or that it is unimportant to the employer. 

Course-related questions were considered for this interim report

Further analysis of the data will proceed

BRIEF SUMMARY OF KEY RESULTS TO DATE

Table 1: Qualifications 

       Year

 
% jobs that don’t mention a qualification
% jobs that specify SW degree only

(AASW eligibility not necessarily specified)
% jobs that specify SS/HS degree only
% jobs that mention qualifications that fall in a broad range of options, combinations and levels

       1997


        43.8
         6.7
         2.8
        33.7

       1998


        44.3
        12.7
         1.5
        40.0

       1999


        49.6        
         6.4
         0.6
        35.3

The percentage of human service jobs that do not specify an academic qualification of any variety has changed little in three years.   Just under a half of the jobs advertised in any one year do not make mention of academic qualifications

In any one year jobs specifying a SW qualification only or a SS/HS qualification only represent a very small proportion of the total number of jobs.  For SS it is always under 5% of the total whilst for SW across the three years the average is less than 10% of the total

Just over a third of all jobs over the three years make mention of qualifications that fall into a broad range of options, combinations and levels.    SW and SS/HS graduates, along with many others, are eligible for these jobs. This shows quite clearly that for a significant proportion of jobs in any one year employers consider a range of qualifications to be appropriate

From some of the qualification language in the advertisements it is hard to know what employers are seeking in the academic background of applicants.  This could mean that employers are unfamiliar with contemporary academic qualification terminology

Table 2: Eligibility for Professional Association Membership

          Year
% jobs that specify AASW eligibility
% jobs that specify AIWCW eligibility
% jobs that specify

range of acceptable professional associations

          1997
          4.2
          0.0
          2.1

          1998
          9.1
          0.0
          0.8

          1999
          5.5
          0.0
          2.4

Eligibility for membership of professional associations does not appear frequently in the advertisements.  In each of the three years the  requirement for professional association eligibility has been low

In none of the three years did a requirement for AASW eligibility reach 10% whilst not one advertisement in the three year period specified eligibility for AIWCW membership as a requirement

Table 3: Qualities/Skills/Attributes/Characteristics sought in applicants


Quality/attribute/skill/characteristic
 1997

% jobs involving quality

(total jobs=676)
 1998 

% jobs involving quality

(total jobs=667)
1999

% jobs involving quality

(total     jobs =343)

1
Body of knowledge: understanding/using/applying knowledge
55.2
51.1
58.6

2
Lifelong Learning: readiness to study/develop/think critically
  2.4
  1.3
 0.6

3
Problem-solving: conceptualising problems/formulating solutions
  2.7
  0.3
 1.2

4
Working alone and in teams
  5.3
  5.1
 4.1

5
Commitment to personal ethical action in professional context
  0.4
  0.6
 0.6

6a
Communicate effectively
17.3
22.0
17.8

6b
Verbal/non-verbal communication 
  6.4
  8.7
 6.1

6c
Written communication 
  7.7
  9.7
 6.4

6d
Public and presentation
  1.0
  2.2
 2.3

7
Knowledge of international standards and practices
  0.0
  0.0
 0.0

8
Self-directed, manages self/organised
  7.1
  8.8
 7.6

9
Working with groups and teams
15.4
13.9
15.2

10
Demonstrate responsibility to the community (cost. OHS)
  1.5
  1.5
 1.5

11
Recognise social justice issues
  1.8
  0.9
 2.9

12
Commitment to organisational values
  7.7
  2.7
 5.8

13
Cross cultural awareness
  5.9
  5.5
 4.7

14
Second language
  2.8
  2.1
 1.5

15
Flexible/adaptable
  4.7
  2.5
 3.5

16
Motivated/enthusiastic/energetic/dynamic
13.3
10.5
17.8

17
Creative/resourceful/innovative/entrepreneurial/initiates
  7.7
  4.9
5.5

18
Sense of humour
  1.0
  0.3
 1.2

19
Work under pressure
  2.5
  0.7
 1.2

20
Work outside hours/remote settings/long hours/travel
  8.9
  4.8
 6.4

21
Leadership/management/supervision
20.7
21.6
37.0

22
Not specified
  1.9
  1.0
 0.0

23
Administrative (report writing /budgeting/   consultation/ submission  writing/ liaison/ negotiate/ coordinate
27.7
36.6
47.2

24
Driver’s license
 17.8  
22.8
19.8

25
First aid certificate
   3.3
 1.5
 3.2

26
other
   0.1
 1.2
 2.3







Note:
there are no column totals because multiple entries per job are possible.  

columns 1 – 7 represent UniSA graduate qualities

Table 3 represents an amalgam of UniSA graduate qualities and qualities/skills/attributes/characteristics identified by employers.  The UniSA graduate quality communicate effectively has been subcategorised into four because employers discriminate within the category

UniSA qualities concerning body of knowledge and communicate effectively  are also emphasised by employers.  Over half of all jobs in each of the three years identified knowledge as a key requirement in applicants.  Knowledge referred to in the advertisements was often job and organisation specific.  Many advertisements also referred to the ability to apply knowledge.  If the specific communication dimensions asked for by employers are collapsed, over a quarter of all jobs in any one year identified the ability to communicate effectively as important.   

Approximately 15% of jobs in each year identify the ability work with groups and in teams as important.  UniSA also includes work alone and in teams in its graduate qualities

None of the other UniSA graduate qualities are emphasised by employers.  Some of this divergence may be attributed to semantic differences between descriptions of graduate qualities and language used in the advertisements.  It is noteworthy that the international perspective emphasised by UniSA is not reflected in the advertisements, other than in approximately 5% requests in each of the three years for cross cultural awareness 

Among those qualities emphasised by employers not easily discerned in the descriptors of UniSA graduate qualities are: motivation/energy, leadership/management and administrative ability (which includes writing/budgeting and negotiation).  An average of 20% jobs across the three years were looking for applicants who possess a drivers license

There are a number of descriptors used by employers which refer to working independently and under pressure; these warrant further scrutiny.

Table 4: Duties and Responsibilities 

Duties/Responsibilities
1997

% jobs involving duty (total jobs=676)
1998

% jobs involving duty (total jobs

=667)
1999

% jobs involving duty (total jobs=343)

Train/develop/educate
11.4
12.1
12.8

Identify/assess group/community needs
 7.2
 3.0
 6.1

Develop/implement/evaluate programs/services/practices
24.0
23.5
26.2

Case management
 6.1
 4.3
 6.1

Personal care/respite/integration into community
 3.3
 1.6
 1.2

Customer service/service delivery
 2.4
 5.8
 5.8

Networking/liaison/promotion
10.4
16.9
13.1

Management/leadership
15.2
12.7
 8.7

Administrative: report writing/coordination/budgeting submission writing/consultation
16.7
22.3
27.1

Provide support services
 9.0
 8.1
 6.1

Assessments: referrals and placements where necessary
 3.0
 7.0
 7.6

Advocacy
 3.6
 3.3
 3.2

Plan and manage research activities
 3.1
 6.7
 1.7

Policy formation/development and/or evaluation
 6.1
 7.6
 7.0

Facilitate job placement
 0.1
 0.9
 0.6

Provide counselling service
 0.1
 7.9
 7.6

Note: there are no column totals because multiple entries per job are possible

A quarter of all jobs across the three years involved the complete process of development, implementation and evaluation of programs and services 

Management/leadership and administrative dimensions are emphasised responsibilities, consistent with the qualities sought by employers (see Table 3)

Training, development and education-oriented jobs figure quite strongly
Table 5: Work with ATSI people

Year
% jobs requesting ability 

to work with ATSI people

1997
20.0

1998
20.5

1999
21.3




At least 20% of jobs in any one year seek workers with the ability to work with Aboriginal and Islander people

Table 6: Type of Employment

Year
% full time
% part time
% casual
% consultant

1997
68.5
22.7
3.0
0.0

1998
70.3
18.7
1.6
0.0

1999
20.1
19.8
1.7
0.6

Table 6 requires further investigation.  However it is evident that, in 1999, the availability of full-time work declined dramatically from the previous two years

BSW/BSS REVIEW RELEVANT CONCLUSIONS TO DATE

· A range of qualifications and professional allegiances is acceptable for work in the human services. This has implications for human service professional courses wishing to badge themselves and their professional profiles competitively in the employment market and in Australian society generally. 

· The University qualities which attend to communication skills and possession and use of a body of knowledge are also emphasised by employers. The latter group also seeks personal qualities which relate to work under pressure and these are not easily discerned in the University list. There may be some competitive advantage in the BSW/BSS courses attending to this area in their preparation and marketing of graduates.

· Jobs which involve the complete process of developing, implementing and evaluating services have been figuring strongly now for three years. This finding supports the anecdotal  material presented by CO’s at the stakeholders meeting on 21-10-99. There is support for a BSS course which attempts to prepare informed and competent project workers.

· There is strong demand for applicants who have the knowledge and skills necessary to work with Indigenous people.

Rosemary Kennedy/Judy Harvey

November 8th 1999
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Recommendations to incorporate information about employment trends in curriculum design


Host forums with employers, CEOs and frontline staff at critical times to supplement the information gained about the job market and incorporate in curriculum reviews


Ensure employment trends information is up-to-date and ready to be actively integrated in curriculum and course reviews, not simply appended


Ensure all external stakeholders consulted through review processes are fully informed about outcomes
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Establish procedures to enhance links with industry


Ensure course advisory processes have access to employment data


Use other avenues to consult with industry








Recommendations to enhance links with industry


Develop and maintain in the school an updated industry mailing list 


Develop an annual plan of events to link with industry


(eg invitations to school forums; community service activities; guest speakers..)





Establish procedure to incorporate information about employment trends in curriculum design


Prepare reports for curriculum reviews


Consult with employers through course advisory committees and other processes


Formalise inclusion of employment trends information  in the five year review process





Stage 6:





Enhance links with industry





Stage 5:





Incorporation into


curriculum design
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Recommendations to establish statistical analysis and reporting procedure 


Undertake statistical analysis twice a year and report to School Board


Distribute similar report to students


Use empirical evidence to ascertain level of market interest in graduate qualities


Use empirical evidence to market graduate qualities and courses 


Ensure that comprehensive and accurate information about employment trends is communicated to UniSA careers counsellors and business development managers








Stage 4:





Statistical Analysis





Establish procedure to analyse and report


Carry out statistical analysis regularly


Overlay results on to the graduate qualities


to review how well they match what employers want.


Prepare report of findings and distribute











Recommendations for the development of a database


Refine categories of data by undertaking a qualitative study of job and person specifications for jobs 


Use this exercise to identify the extent to which the graduate qualities and courses reflect what employers are looking for


Use administrative support person who displays advertisements to enter data weekly 





Stage 3:





Development of a database





Decide how to categorise data for analysis


Consider categories of data needed for the quantitative analysis of job advertisements 


Ensure compatibility of categories with graduate qualities and decide indicators


 Implement weekly procedure for data entry

















Recommendations for use of public display of job advertisements


Staff refer to advertisements in classes and use them as a basis for case studies and discussion


Use displays to market UniSA courses at open days, during school visits and community activities


Actively use displays to direct attention to job market , thereby maintaining commitment to the course, a sense of purpose and morale





Job advertisements should be displayed publicly to provide staff and students with information about the job market











Stage 2:





Dissemination of information














Recommendations for the systematic gathering of employment trends data


Involve more than one person: designate a group of academic staff and provide them with an administrative support person 


Ensure agreement in the group about selection criteria for jobs and provide training


Involve the administrative support person who has responsibility for gathering and entering data in curriculum design meetings


Set money aside for the ongoing collection and analysis of job data











Stage 1:


Locate, access and retrieve job source material

















What to collect?


The School/Unit must decide:


the sources of information about job markets


the criteria used to select advertisements 


the extent of the sample of advertisements


whether job and person specifications are needed
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