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1. Introduction
Section 1 of this report provides information on the Youth Coalition of the ACT, the
background and context of the ACT Youth Sector Workforce Project and
acknowledges the many organisations that participated.
1.1

Youth Coalition of the ACT

The Youth Coalition of the ACT is the peak youth affairs body in the ACT. Comprised
of over 90 members, programs, and individuals the Youth Coalition is responsible for
representing and promoting the interests and wellbeing of people aged between 12
and 25 years and those who work with them.
The Youth Coalition is represented on many ACT Government advisory structures
and provides advice to the ACT Government on youth issues as well as providing
information to youth services about policy and program matters.
A key role of the Youth Coalition is the development and analysis of ACT social policy
and program decisions for young people and youth services. The Youth Coalition
facilitates the development of strong linkages and promotes collaboration between
the community, government and private sectors to achieve better outcomes for young
people in the ACT.
1.2

Background and Context

Section 1.2 provides background information on the youth sector in the ACT, young
people, youth work and professional ethics, and the ACT Youth Sector Workforce
Profile Project.
1.2.1 About the Youth Sector in the ACT
As described in the Youth Coalition’s Professional Ethics and Youth Work report
(Cocking, Fowlie, 2009) the youth sector in the ACT is comprised of a diverse range
of non-government and government agencies, private practitioners, volunteers,
programs, services and organisations who work with young people or have been
established to benefit young people aged 12 – 25 in the ACT.
The sector is funded by several sources including the ACT and Australian
Governments, private and philanthropic sources. The sector provides a range of
services such as art, sport and recreation, education and training, case work and
management, personal support, housing and health.
The youth sector in the ACT is loosely defined and inclusive by nature, which
presents both benefits and challenges. The best available definition of the youth
sector is available through the Big Red Book: A Handbook and Directory for People
who work with Young People in the ACT, which is regularly produced by the Youth
Coalition of the ACT. This resource profiles 96 programs and services in the ACT and
provides information on almost 50 others.
The Youth Coalition is strongly committed to progressing the further development and
sustainability of the youth sector in the ACT, through the implementation of sector
development and workforce development initiatives. The Youth Coalition has been
undertaking sector development activities for a number of years, particularly focusing
on resource development and information dissemination, training and professional
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development opportunities, and networking and partnership activities. Through the
policy and sector development activities implemented by the Youth Coalition, it has
become clear that broader, sector-wide strategies also needed to be identified to
support the future development and capacity of the youth sector.
1.2.2 About Young People
Young people are a population group aged between 12 – 25 years; and are a distinct,
but not homogenous group. Young people frequently experience disadvantage,
discrimination and unequal access to communal resources. This is systematically and
systemically embedded at all levels, including individual, social, legal, cultural and
political. These, and other compounding issues, can cause young people to be a
discrete group that is frequently overlooked as having specific needs and interests.
However, young people’s needs and interests are specific enough to justify specific
services delivered by professionals who are both knowledgeable and skilled in
working with young people and in youth affairs. Youth work is the only profession
dedicated to, and with distinctive skills and knowledge in working with, young people.
1.2.3 Youth Work and Professional Ethics
In 1997, after some fifteen years of debate and discussion, the West Australian youth
sector led Australia in developing a draft Code of Ethics for Youth Work. The code
was produced after extensive consultation by youth researcher, Dr Howard
Sercombe.
The youth sector in the ACT had been part of those vigorous debates and over
several years conferences, drafts, panels, debates and forums occurred. In 2003 the
Youth Work Code of Ethics (ACT) was agreed to by the sector and launched at the
Youth Coalition of the ACT’s biannual conference.
In 2008, the Youth Coalition implemented the Professional Ethics of Youth Work
Project, which sought to progress ethical understanding and practice across the youth
sector in the ACT. In February 2010, the Youth Coalition released a report titled
Professional Ethics and Youth Work: A Model for Strengthening Youth Work Practice
in the ACT (the Ethics Report). The second recommendation of the Ethics Report
was:
2. That a comprehensive workforce profile be conducted of the youth sector
so as to better define the nature and extent of the youth work workforce, its
professional and qualification profile, to support youth sector workforce
planning and development initiatives, such as these recommendations.
(Cocking & Fowlie, 2009)
Youth work does not have the professional status of other occupations – even those
that work with young people. This has happened for several structural, historical,
economic and ideological reasons. Within this context, one crucial challenge youth
work has is to articulate its nature, values, goals and practices (Cocking, Fowlie,
2009).
1.2.4 ACT Youth Sector Workforce Profile Project
To progress this recommendation in the Ethics Report, the Youth Coalition self
funded the ACT Youth Sector Workforce Profile Project (the Project), which was
implemented between April and November 2010.
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The aim of the Project was to support youth sector workforce planning and
development, through developing a comprehensive workforce profile of the ACT
youth sector.
The objectives of the Project include:
•
•
•
•
•
•

To better define the nature and extent of the youth work workforce;
To identify and assess qualification and remuneration levels of youth workers
in a wide variety of settings, including government and non-government
services;
To identify and examine non-remuneration based employee benefits;
To identify and describe professional development processes available to
youth workers and establish a desired workforce profile;
To seek feedback from the ACT Council of Social Service (ACTCOSS) on the
outcome of previous work they have undertaken on qualification and
remuneration levels within the non-government sector; and,
To explore the possible and likely impacts of professionalisation for youth
workers.

This report outlines the findings of the Project, and has been divided into 7 sections:
1.
2.
3.
4.
5.
6.
7.
8.

Introduction (this section)
Executive Summary
Project Scope and Methodology
Project Findings
Implications and Recommendations
References.
Attachment A: Participating Organisations
Attachment B: Qualifications

For more information on the background of the Project, including its scope, please
refer to Section 3.
1.3

Acknowledgements

The Youth Coalition would like to acknowledge the collaborative effort, support and
participation of all participating agencies in this report. Firstly, thank-you to the
Institute of Child Protection Studies for providing feedback on the survey tool.
This survey and research would not have been possible without the hard work and
dedication of a number of organisations and agencies within the ACT, including:
•
•
•
•
•
•
•
•
•
•
•
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•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Menslink;
Mental Health ACT, ACT Government;
Mental Illness Education ACT (MIEACT);
Multicultural Youth Services, Queanbeyan Multilingual Centre;
Northside Community Service;
Police Citizens Youth Club Canberra;
Salvation Army;
St Vincent de Paul;
Tandem;
The Big Issue;
The Smith Family;
Woden Community Services;
Youth Coalition of the ACT;
Youth Law Centre; and,
YWCA of Canberra.

Please see Attachment A for a full list of participating programs.
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2. Executive Summary
The Youth Sector Workforce Profile Project (the Project) aimed to support youth
sector workforce planning and development, through developing a comprehensive
workforce profile of the ACT youth sector.
Methodology
The Project developed a survey tool that targeted ‘youth workers and people who
work in the youth sector’, with 140 individuals from 53 government and nongovernment programs and agencies participating in the Project. These 53 programs
identified that 180 people worked in the youth sector within their organisations,
indicating a 77.7% response rate. This high response rate provides an excellent
baseline for which to present the youth sector in the ACT.
It became clear throughout the Project that a significant issue encountered in
participation was the varying understandings of youth work and the youth sector; with
a small number of services with employees who work in family support, out-of-homecare, or have a social work background not participating in the Project as they did not
identify as working in the youth sector.
The Project collected demographic and workplace information, including age, gender,
employment status, wages, roles and positions, experience, benefits and incentives.
In addition, information was collected on education and training attainment,
participation, access and barriers. The Project also examined why people entered the
youth sector workforce; and their future employment plans.
Key Findings
Demographics and Workplace Information
In relation to demographics, the Project findings indicated that the largest age
category of respondents were in the 26 – 35 year age-bracket, and that 22% of the
youth sector workforce is comprised of young people aged 18 – 25 years. The
workforce is also highly feminised, with 70% of respondents identifying as female,
and 28% identifying as male. Employment status indicated that more than 70% of
men work on a permanent full-time basis, compared with less than 60% of women
working full time. The proportion of women who worked on a casual, contract or parttime basis exceeded the proportion of men working under these forms of
employment.
The Project analysed wage data by average, range, government and nongovernment sectors, age-bracket, gender and work level. Across the entire youth
sector workforce, the base hourly wage ranged from $22 (lowest) to $63 (highest).
The average wage in the non-government sector was $27.42 per hour, compared
with an average government sector wage of $35.31. It was noted that the senior
management wage range was relatively low, as very few executive level employees
completed the survey, from both the government and non-government sectors.
Middle management wages showed a significant difference in average wage between
the government and non-government sectors, with an average wage of $37 for
government respondents, compared with $27 for non-government respondents.
Findings indicated that non-government respondents were also more likely to work
overtime hours than their government counterparts, varying between paid, unpaid,
and time in lieu.
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With regard to their primary employment role, the survey results indicated that 65.5%
of respondents worked in frontline roles, 25.5% worked in management roles, and
9.5% worked in policy / research / sector development. Younger workers aged 18 –
25 years were more likely to be working in frontline roles in ‘youth support’, whereas
respondents in older age-brackets were more likely to be working in management.
In terms of work levels within organisations, more than half of respondents worked at
a frontline level, while 25% worked in middle management, and 18% worked at a
senior management / executive level.
23% of respondents had worked in the youth sector for more than 10 years; while
almost 40% of respondents had worked in the youth sector for two years or less.
When long-term employment data was disaggregated into government and nongovernment sectors, results indicated that 45% of government respondents had
worked in the youth sector for over 10 years, while less than 20% of non-government
respondents had worked in the youth sector for over 10 years. This could support
anecdotal evidence that moving from the non-government sector to the government
sector is a common pathway for workers in the youth sector.
An interesting finding was that the age group most likely to have been in the youth
sector for 6 months or less were those aged 46 and over; while young workers aged
18 – 25 were more likely than any other age group to have worked in the sector for
three years. Nearly 60% of workers had worked in their current positions for 1 year or
less, and over 40% of respondents had been employed by their current employer for
1 year or less; supporting anecdotal evidence that the youth sector workforce is
highly transient, both within and between agencies.
Findings indicated that salary sacrificing, time in lieu and flexible work practices were
the most common benefits experienced by respondents. While respondents from
non-government organisations were more likely to receive benefits such as time in
lieu, a work mobile phone, travel reimbursements and birthday leave; government
agencies led in areas such as carers leave, paid maternity leave, annual salary
increments, employee assistance programs, paid study leave, study assistance,
additional paid leave, paid paternity leave, superannuation matching and purchasing
annual leave provisions. While non-government organisations have traditionally used
strategies such as salary sacrificing and flexible work practices to entice employees,
the Project findings indicates that these benefits were shared by both the government
and non-government sectors.
Education and Training
Historically, the youth sector workforce has at times been viewed as unskilled or
requiring little formal training. However, the Project findings indicated that over 50%
of survey respondents had tertiary qualifications. Over 50% of younger workers aged
18 – 25, and 40% of workers aged 26 – 35 years, hold a Bachelor degree. This
supports the argument that the youth sector is a highly skilled and motivated
workforce.
However, only 66% of survey respondents hold a current Senior First Aid Certificate,
which is a significant shortfall.
In relation to on-going training and professional development, particularly nonaccredited training opportunities, the survey findings indicated that most workers
attend training opportunities on a quarterly basis. The ‘most useful’ training
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opportunities respondents had attended in the last two years were related to alcohol
and other drugs, mental health, and suicide prevention; followed closely by cultural
awareness. 50% of workers aged 36 – 45 years (who are most likely to be in
management positions) identified that leadership training had been useful.
Respondents identified that they would like to see more training in alcohol and other
drugs, and mandatory reporting / Care and Protection. The vast majority of
respondents reported a high level of satisfaction with their access to training
opportunities.
With regard to professional development opportunities, 60% of respondents reported
having accessed regular supervision, in-house training and attending conferences in
the previous 12 months. However less than 25% had been able to access mentoring
opportunities, and less than 10% had accessed coaching opportunities; including
those in middle and senior management positions.
Despite reporting a high level of satisfaction with training, and an interest in accessing
more training and professional development opportunities, respondents also identified
a number of barriers that prevented them from accessing these opportunities. Cost
was the most significant barrier with over 50% of respondents identifying this as an
issue. Cost and quality of training was more likely to be identified as a barrier by nongovernment respondents, while ‘work preventing attendance’, relevance of training
and frequency of training opportunities were more likely to be barriers for government
respondents. The quality and relevance of training was far more likely to be a barrier
for respondents in middle and senior management positions.
Employment Pathways: Recruitment and Retention
When asked to identify what attracted respondents to working in the youth sector,
over half identified wanting to make a difference in young people’s lives, and that
working in the youth sector appealed to them as a challenging and rewarding career.
This was closely followed by wanting to bring about social change and having an
interest in social justice. These motivators should be considered in any workforce
development strategy, and would inform strategies around recruitment of future
workers to the youth sector.
Respondents were asked to identify how long they intended to continue working in
the youth sector. A third of respondents did not know the answer to this question,
suggesting a high level of uncertainty in the youth sector, which may be due to
funding arrangements for projects, programs and positions. 20% of respondents
identified that they do not intend to remain in the youth sector beyond the next two
years. Only non-government respondents identified ‘less than 6 months’, ‘6 months’
or ‘1 year’ as their intended time to continue working in the youth sector. On the other
hand, over 30% of government respondents identified that they planned to continue
working in the youth sector for more than ten years.
When asked what would entice respondents to stay longer in the youth sector, 87%
of respondents identified improved wages and conditions. The exception to this was
government-based senior management respondents, none of whom identified this as
an incentive. Over half of respondents identified that having improved professional
recognition of their work would entice them to remain in the sector. 60% of younger
workers aged 18 – 25 years identified that a better defined career path would entice
them to stay; and 40% of respondents identified ‘additional work related benefits’ and
improved job security (particularly respondents in the 36 – 45 year age-bracket).
Relevant training and development opportunities was identified by a third of
respondents as being an incentive to remaining in the youth sector.
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When asked to identify what would hasten respondents’ departure from the youth
sector, the open-ended answers identified three major themes: lack of adequate
remuneration, lack of career path and lack of adequate mechanisms / poor
leadership.
Recommendations
Based upon the findings of the Project, the Youth Coalition recommends that:
1. A comprehensive Workforce Development Strategy be developed and
implemented for the ACT youth sector in partnership between the government
and non-government sector.
A Workforce Development Strategy will work towards ensuring the
sustainability of this highly skilled, compassionate and motivated workforce;
that through this Project has identified significant systemic barriers to longterm viability.
This Workforce Development Strategy must seek to address:
-

Improved wages and conditions for workers in frontline, middle
management and senior management positions;
Strategies for recruitment of future workers to the youth sector
workforce;
Professional recognition for a highly skilled workforce that is working in
increasingly complex roles;
Clear career pathways, including within the non-government sector;
Training and professional development opportunities that are
affordable, relevant and meet the diverse needs of workers;
Supporting all employees in the youth sector to attain Senior First Aid
qualifications;
Management and leadership development opportunities;
Mentoring and coaching opportunities for workers in frontline, middle
management and senior management positions;
Opportunities to develop skills and knowledge specific to working with
young people, at the same level in the ACT as in other jurisdictions;
Ongoing analysis of the training / skills development needs within the
youth sector;
Strategies to address the transient nature of the workforce, including
future gaps in experience;
Mapping common competencies for the youth sector workforce, based
on skills and knowledge; and,
Resourcing of a biennial Youth Sector Workforce Profile, to maintain
an up-to-date and relevant picture of the youth sector workforce.

2. That further work is undertaken to inform and progress a professional
framework that articulates what is distinct and specialised about working with
young people,
3. That the youth sector workforce support the national Pay Equity Case, which
seeks to address pay equity between the community sector and comparable
sectors; and that the Government provide financial resourcing to support its
outcome.
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4. That the non-government youth sector workforce be supported to implement
additional, comparable employee benefits to the government youth sector
workforce.
The Youth Coalition acknowledges and thanks the 140 workers and 53 government
and non-government programs and agencies that participated in the Project; and is
strongly committed to advocating towards the implementation of the Project
recommendations, in order to support the further development and future
sustainability of a viable youth sector.
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3. Project Scope and Methodology
Section 3 of this Report provides information on the Project scope, participant
response rate and methodology.
3.1

Project Scope

During the initial stages of the Project, a significant amount of time and work went into
establishing the scope of the Project. This included considering the definition of a
youth worker (and worker in the youth sector); and defining the parameters of the
youth sector, which intersects and overlaps with many other sub-sectors and
workforces.
While previous work of the Youth Coalition, such as the Professional Ethics and
Youth Work Project has focused on ‘youth work as the only profession dedicated, and
with distinctive skills and knowledge in working with, young people’, it was determined
that as the youth sector is ‘loosely defined and inclusive by nature’, this Project would
ask those working in the youth sector to self identify with regard to participation.
It was initially determined that the Project would invite workers from the 96 programs
profiled within the Youth Coalition’s Big Red Book, which is a handbook and directory
for people who work with young people in the ACT. The 96 programs profiled have
specific workers and services that target young people aged within the 12 – 25 age
bracket.
In recognition that the youth sector also includes workers and services based within
ACT Government agencies, the target group was expanded to include the Office for
Children, Youth and Family Support, Department of Disability, Housing and
Community Services; and the youth workers employed by the Department of
Education and Training that work within secondary schools across the ACT.
It should be noted, however, that the Project did not proactively engage with other
ACT Government agencies such as ACT Health. While the Youth Coalition
recognises that this agency does work with young people aged 12 – 25, it was
determined that ACT Health workers are generally employed within a health
professional workforce context, and were therefore beyond the scope of this Project.
The Youth Coalition also acknowledges the significant and essential contribution that
volunteers make to the youth sector. However, given the objectives for the Project
included a focus on remuneration, and non-remuneration based employee benefits,
the scope was limited to the paid workforce. The Youth Coalition believes that the
nature of the volunteer workforce also needs to be established and better understood,
particularly given that anecdotal evidence suggests that volunteering is a common
pathway into other work in the youth sector.
3.2

Project Participants

The survey participation rate in the Project was substantial, and provides an excellent
baseline for which to present the youth sector in the ACT. Services that participated
in the Project identified that they employ 180 people working in the youth sector. 140
individuals from 53 government and non-government programs and agencies
completed the survey, with a high response rate of 77.7%.

ACT Youth Sector Workforce Profile
November 2010
13

A significant issue encountered in survey participation, however, was the varying
understanding of youth work and the youth sector. While the Project targeted ‘youth
workers and people who work in the youth sector’, some individuals and services that
work with young people did not identify as being in this target group. In particular, a
small number of services with employees who work in family support, out-of-homecare, or have a social-work background, did not participate in the Project as they did
not identify as working in the youth sector.
In addition, some agencies were invited to participate in the Project that are currently
profiled in the Big Red Book, because they are the only service of their type available
to young people in the ACT; but don’t necessarily have youth-specific programs or
workers. These agencies were invited to self-select whether they would participate in
the Project or not.
3.3

Project Methodology

The Project developed a survey, which was used as the primary data collection tool;
and was available electronically and as a hardcopy. The Project invested significant
resources in developing and piloting the survey, to ensure it would obtain sufficient
data to create a comprehensive workforce profile. This included piloting the survey
with workers from selected programs and activities run by CatholicCare Canberra and
Goulburn and the Youth Coalition. Feedback from researchers regarding the survey
was also sought and received.
In developing the survey, the Project drew upon the expertise of other workforce
profiles and research, in particular the ACT AOD Workforce Qualification and
Remuneration Profiling Project (ACT AOD Sector Project, 2009), the Youth Sector in
Queensland Report (Flanagan, Acton, 2010), and the Review of Industrial Relations
Arrangements for the ACT Community Sector (HBA Consulting, 2010).
Throughout the Project period, the Youth Coalition implemented a number of
strategies to achieve maximum participation in the Project. This included general and
targeted awareness-raising of the Project both prior to and during the implementation
of the survey.
The Chief Executive/Director of every participating service was initially approached
and invited to participate in the Project. This strategy was highly successful and the
Youth Coalition received strong support from a number of services. Following on from
this initial contact, the Project engaged with operational level managers to administer
the logistics of the survey process. Services were invited to identify which of their staff
members worked within the youth sector and should participate in the Project.
In addition, the Youth Coalition implemented broader promotional strategies including
at existing forums, training, networks, and events; and through written resources such
as the Youth Coalition weekly eBulletin. Through these mechanisms, the Youth
Coalition was often able to engage directly with staff within the youth sector to
support them to participate in the Project.
In order to protect anonymity and confidentiality, the survey responses were viewed
only by the Project Officer, who was employed on a short-term basis to complete the
Project. It was agreed early on in the Project that the findings would not identify
individual workers or services; nor that the individual surveys would be available to
staff other than the Project Officer.
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4. Project Findings
Section 4 of this Report outlines the findings of the Project, including demographic
and workforce information, education and training, and satisfaction and future plans
for workers within the youth sector.
4.1

Demographic and Workplace Information

Section 4.1 of this report provides the demographic and workplace information
collected in the survey, including age, gender, employment status, wages, roles and
positions, fields, duration and experience, and benefits and incentives.
4.1.1 Age
As identified in Figure 1, the largest age category of respondents was aged 26 – 35
years, with 35.9% of all respondents within this category.
The number of individuals within the 18 – 25 year age bracket and 36 – 45 year age
bracket were similar, with 21.9% of respondents aged 18 - 25 years of age, and
22.7% of respondents aged 36 – 45 years. This indicates that nearly 22% of the
youth sector workforce is comprised of young people.
14.1% of respondents were aged 46 – 55 years, and 5.5% of respondents were aged
56 years or above.
Figure 1.

When these age-brackets were disaggregated into government and non-government
agencies, a different pattern emerged, as seen in Figure 2. This indicated that the
proportion of young people aged 18 – 25 years of age constituted only 10% of the
government workforce; compared with 24.3% of the non-government workforce. 50%
of government workers were in the 36 – 45 age range; while this comprised only
17.8% of the non-government workforce. This supports anecdotal evidence that
current career pathways for workers in the non-government sector, particularly
younger workers, lead into the Government sector.
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The Youth Coalition notes that further data collection could be collected on the
specific pathways of workers currently employed by the Government-sector, in regard
to their experience and entry into the Government sector.
Figure 2.

4.1.2 Gender
Figure 3 clearly indicates how strongly feminised the youth sector workforce is, with
over 70% of respondents identifying as female, and 28% of respondents identifying
as male. This is the case across both the government and non-government sectors
(see Figure 4).
Figure 3.
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Figure 4.

4.1.3 Employment Status
Survey participants were invited to select the current status of their employment, with
the option of answering from the following:
•
•
•
•
•

Permanent full-time;
Permanent part-time;
Casual full-time;
Casual part-time; and,
Contract.

As indicated in Figure 5, across the youth sector workforce 64% of survey
respondents are employed on a permanent full time basis, while only 18.7% are
employed on a part-time basis. While the results indicate quite a low level of casual
work, it should be noted that the Project experienced some challenges in engaging
casual staff to complete the survey. This is due to a number of factors, including
casual staff potentially not having the time or access to complete the survey, and a
possible limited awareness of the survey by casual staff within agencies.
When disaggregated into gender, the survey findings indicated that more than 70% of
males worked on a permanent full time basis; while less than 60% of women worked
full time. The proportion of women who worked on a casual, contract or part-time
basis exceeded the proportion of men at each of these levels, as indicated in Figure
6.
In addition, 22.5% of respondents currently work a second job outside of the youth
sector; and 15.2% of survey respondents currently work more than one job within the
youth sector.
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Figure 5.

Figure 6.

The rate of part-time employment is marginally higher within the non-government
sector than the government sector, however 25% of the government sector is
employed on a contract basis (see Figure 7). The Youth Coalition notes that the much
higher rate of contract employment in the government sector could be due to differing
understandings within the government and non-government sectors around types of
employment. This would also explain the higher number of employees in the 36 – 45
year age-brackets, who identified as working on contracts, as identified in Figure 8.
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Figure 7.

Figure 8.
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4.1.4 Workplace Agreements
Survey participants were invited to identify what type of workplace agreements they
were employed under, selecting from the following options:
•
•
•
•
•
•
•

Social, Community, Home Care and Disability Services Industry Award 2010;
Community Sector Multiple Enterprise Agreement 2009;
ACT Public Service Collective Agreement;
Agency Specific Agreement;
Individual Contract;
Don’t Know; and,
Other.

As identified in Table 1, it is interesting to note that 14% of respondents who
answered the question did not know what type of agreement they were employed
under. 18 of these respondents were from non-government organisations. In addition,
it was noted that within single agencies, multiple employees selected differing options
(explaining why the number of organisations listed in Table 1 adds up to 33
organisations, when 26 organisations participated in the survey). This indicates that
within agencies, there are either a variety of workplace agreements; or more likely,
that employees may be unsure of the type of agreement they are employed under.
Table 1.
Agreement
Social, Community, Home Care and Disability Services
Industry Award 2010
Community Sector Multiple Enterprise Agreement 2009
ACT Public Service Collective Agreement
Agency Specific Agreement
Individual Contract
Don’t Know
Other

Response Rate
8.1% (11)
Across 4 agencies
26.7% (36)
Across 8 agencies
11.1% (15)
Across 2 agencies
29.6% (40)
Across 15 agencies
4.4% (6)
Across 4 agencies
14.1% (19)
5.9% (8)

The HBA report on Industrial Relations Arrangements in the ACT indicated that 60%
of the broader community sector worked under the Social, Community, Home Care
and Disability Services Awards 2010, formerly known as the Social and Community
Services Award (HBA Consulting, 2010, p 17). In this Project, the average level for
employees working under this Award was a 4.
Under the Multiple Enterprise Agreement, the grade level ranged from a Level 2, to a
Level 8, with the average being a Level 5. For those employees under the ACT Public
Service Agreement, the majority were employed at a Health Professional Level 3, or
a Senior Officer Grade C.
4.1.5 Wages and Hours Worked
Across the entire youth sector, including government and non-government agencies,
the base hourly wage rate ranged from $22 (lowest) to $63 (highest).
The average wage in the non-government sector was $27.42 per hour; compared
with an average Government sector wage of $35.31. Across the board, women
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earned a slightly higher average wage than men ($28.46 to $27.69), although this is
likely to be due to the highly feminised workforce, including in management positions.
Wages increased with age up until the 36 – 45 age bracket; and then began
decreasing slightly from aged 46 and above, as indicated in Table 2.
It should be noted that the senior management wage could be considered to be quite
low, as identified in Table 3, as very few executive level employees completed the
survey, from both the government and non-government sectors.
Table 4 provides information on the wage range, by government and non-government
sectors, in relation to work level. The Project again reiterates that the senior
management wage range, particularly for the Government sector, is relatively low as
few executive level employees completed the survey.
Table 2. Average wage and range by age-bracket
Age Bracket
Average Wage
18 – 25
$26.00
26 – 35
$26.61
36 – 45
$31.89
46 - 55
$29.91
56 or above
$27.48

Wage range
$22.00 - $37.00
$23.00 - $39.00
$22.00 - $46.11
$22.00 - $63.00
$23.00 - $47.00

Table 3. Average wage: sector by work level
Work Level
Government
Frontline
$27.44
Middle Management
$37.03
Senior Management
$41.83

Non-Government
$25.74
$27.00
$34.00

Table 4. Wage range: sector by work level
Work Level
Government
Frontline
$23.00 - $33.00
Middle Management
$25.00 - $47.00
Senior Management
$31.50 - $47.00

Non-Government
$22.00 - $41.59
$24.00 - $36.00
$26.30 - $63.15

Hours worked across the sector, not including overtime hours, ranged from 4 hours
per week (lowest) to 40 hours per week (highest). In the Government sector, over
50% of respondents identified that they did not work overtime. Those that did worked
a range between 1 – 6 hours of overtime per week, with a couple of respondents
working more than 10 hours of overtime per week.
Conversely, non-government organisations nominated that 55% of respondents did
work overtime, ranging between paid, unpaid, or time in lieu. Of the 55% of
respondents that worked overtime, 65% worked between 1 and 5 hours of overtime
per week. 26% worked between 5 and 10 hours per week, and 8% worked more than
20 hours overtime per week. In the HBA report of the broader community sector, only
36% of organisations reported paying overtime to non-shift workers (HBA Consulting,
2010, p 20).
4.1.6 Role
Survey respondents were invited to select the one option that most related to their
role within their organisation. The top three roles identified by respondents included
management, youth support and case management, as indicated in Figure 9. When
these roles were categorised into frontline work, management work, and policy /
ACT Youth Sector Workforce Profile
November 2010
21

research / sector development; the findings indicated that 65.5% of respondents
worked in frontline roles, 25.5% worked in management roles, and 9.5% worked in
policy / research / sector development.
Figure 9.

In disaggregating the top six roles by age (see Figure 10), some clear patterns
emerged. Young workers aged 18 – 25 are far more likely to work in ‘youth support’
than any other age group; while 36 – 45 year olds, closely followed by 26 – 35 year
olds, are more likely to be working in management.
Figure 10.
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4.1.7 Work Level / Position
Across the youth sector, more than half of respondents identified as working in a
frontline role, as indicated in Figure 11. 43% of respondents identified as working in a
management role (25% in middle management, and 18% at a senior management /
executive level). As identified in Figure 12, young workers aged 18 – 25 were more
likely to identify as being in frontline positions than any other age category. The levels
of work, when disaggregated by sector or gender, were comparable.
Figure 11.

Figure 12.
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4.1.8 Field
The survey allowed respondents to select multiple ‘fields’ that they identified as
working in, outlined in Figure 13. While the survey results clearly indicated that 25%
of workers identified as working in ‘general youth support’, all of the fields received a
significant number of responses. For example, although ‘Alcohol and Other Drugs’
had the smallest number of responses, over 8% of respondents did identify as
working in this field.
Figure 13.

4.1.9 Duration and Experience
Responses indicate that 23% of youth sector workers have worked in the sector for
more than 10 years, and 39.3% of respondents have worked in the youth sector for
two years or less, as indicated by Figure 14. When this data is disaggregated into
government and non-government organisations, Figure 15 indicates that the longterm data is skewed by government workers, of which over 45% have been in the
youth sector for over 10 years; while less than 20% of workers in the non-government
sector have been in the youth sector for over 10 years.
This could further support the anecdotal evidence that moving from the nongovernment sector to the government sector is a common pathway for those
employed in the youth sector.
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Figure 14.

Figure 15.

As indicated in Figure 16, it is interesting to note that the age group most likely to
have been in the youth sector for 6 months or less are those aged 46 and over, while
young workers aged 18 – 25 years are more likely than any other age group to have
worked in the sector for three years.

ACT Youth Sector Workforce Profile
November 2010
25

Figure 16.

In relation to respondents’ current positions and workplaces, nearly 60% of workers
had worked in their current positions for 1 year or less (see Figure 17); and over 40%
of respondents had been employed by their current employer for 1 year or less (see
Figure 18). This supports anecdotal evidence that the youth sector workforce is highly
transient, both within and between agencies.
Figure 17.
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Figure 18.

4.1.10 Benefits and Incentives
Respondents were invited to select from an extensive list of benefits and incentives
available through their current employer, as indicated in Figure 19.
Figure 19.
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Findings indicated that salary sacrificing, time in lieu and flexible work practices were
the most common benefits experienced by respondents. This is reflected in the
broader community sector, with 49% of organisations offering flexible working hours,
32% offering flexible time / time in lieu, and 32% offering the opportunity to work from
home (HBA Consulting, 2010, p 54).
Figure 20.

The findings of the survey indicated that the youth sector workforce implements a
range of benefits and incentives to recruit and retain staff, including many that do not
incur additional costs to services; such as time in lieu, study leave and birthday leave.
Anecdotally, many non-government organisations aim to provide these additional
incentives to seek to counter a shortfall in wages between non-government and
government agencies. The HBA report on Industrial Relations in the ACT examined
the key challenges to attracting and retaining workers, and a clear majority of
community sector organisations identified remunerations and job conditions as the
most significant challenges, followed by ‘being compared to / competing with the
public service’ (HBA Consulting, 2010, p 41).
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However, as outlined in Figure 20, the survey findings indicate that the Government
also offers a range of work benefits, in addition to a higher average wage. While
employees from non-government agencies were significantly more likely to receive
work benefits such as time in lieu, a work mobile phone, travel reimbursements and
birthday leave; government agencies led in the areas of carers leave, paid maternity
leave, annual salary increments, employee assistance programs, paid study leave,
study assistance, additional paid leave, paid paternity leave, superannuation
matching and purchasing annual leave provisions.
Where non-government organisations have traditionally used strategies such as
salary sacrificing and flexible work practices to entice employees, the Youth Coalition
notes that these benefits were shared by both the government and non-government
sectors.
4.2

Education and Training

Section 4.2 of this report provides information on education and training attainment,
participation in on-going training, access and barriers.
4.2.1 Attainment
Historically, the youth sector has at times been viewed as unskilled or requiring little
formal training. To date, the broad youth sector has not had a minimum qualification,
other than those set by individual organisations, particularly in the non-government
sector. Anecdotally, many youth workers may have had their start in the youth sector
in casual or part time employment, with little or no formal youth-specific education or
training. Over time, many workers have attained Certificates 3 or 4 in various
community service disciplines whilst working, and then engaged in on going
professional development over the course of the career.
However, the results of this Project have revealed that over 50% of survey
respondents reported having tertiary qualifications, including a range of university
qualifications (see Figure 21). Over 50% of young workers aged 18 – 25, and over
40% of workers aged 26 – 35 years hold a Bachelor degree, as indicated in Figure
22. At tertiary level females are more qualified than their male counterparts, while
more men possess qualifications at a Diploma level (see Figure 23).
This is a welcome result of the Project, and supports the argument that the youth
sector is a highly skilled and motivated workforce, with a commitment to lifelong
learning and up-skilling.
Of the 96 survey respondents who provided a list of their qualifications, 26 were youth
specific qualifications (such as youth work), 107 were field specific (such as alcohol
and other drugs) and 77 were grouped as ‘other’ – qualifications that aren’t directly
related to youth or community work. It is important to note that while these ‘other’
qualifications may not relate directly to youth or community work, they may provide
other skills and training that contribute to working with young people. For a full list of
qualifications held by workers in the ACT youth sector workforce, please refer to
Attachment B. It is worth noting that there are currently few youth specific
qualifications beyond Diploma level available in the ACT.
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Figure 21.

When analysing education attainment by age, it is interesting to note that the 18- 25
year age bracket are the most likely to hold a bachelor degree (see Figure 22). This
may suggest that the youth sector has self nominated a higher level of education for
entry level in recent times, and that many young people are willing to set educational
goals and career paths that include university to gain employment in the sector. In
addition, females were more likely to hold university qualifications than males (see
Figure 23).
Figure 22.
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Figure 23.

When disaggregated by government and non-government sector, the results were
comparable, with government respondents only slightly more likely to have attained
university qualifications than non-government workers. Figure 24 below clearly
indicates that while most senior management positions hold diplomas or university
qualifications, others have Certificate 3 or 4. In addition, the findings indicated that a
number of frontline workers hold Diplomas or university qualifications.
Figure 24.

When examining education attainment by sector and work level, the findings
indicated that 50% of government workers in senior management positions held
Diplomas, and 50% held postgraduate qualifications. No government respondents
held a qualification lower than a Certificate 4.
When examining the non-government agencies, there was a broad range of
qualifications, from Year 12 Certificate to Postgraduate qualifications. Approximately
50% of respondents in senior management positions held university qualifications,
and 35% held Diplomas. Respondents in frontline positions had attained a range of
qualifications, although over 40% had attained a Bachelor degree.
The survey findings indicated that only 66% of survey respondents have a current
Senior First Aid Certificate. The Youth Coalition notes that this is a significant
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shortfall, and highlights the importance of all workers in the youth sector workforce
attaining this qualification.
4.2.2 Ongoing Training and Professional Development
Respondents were invited to respond to a range of questions regarding nonaccredited training, in order to examine training and professional development
opportunities accessed by the youth sector workforce that do not have recognised
units of competency that would go towards a formal qualification (such as the Youth
Coalition Youth Worker Survival Kit Training). Non-accredited training delivers
valuable, appropriate and responsive skill development opportunities to the youth
sector workforce.
Ongoing training and professional development is extremely important in the highly
complex and evolving youth sector. As other areas of this report highlight, the youth
sector is a highly transient population, with diverse roles and responsibilities. The
transience of the youth sector workforce, both between and within agencies,
necessitates the need to provide on-going training and professional development
opportunities in a variety of skill areas and fields. It is also clear that the broader
community sector is committed to providing assistance to staff to gain additional
qualifications or skills. The HBA report found that 94% of organisations did provide
this assistance, and found creative ways to do this. 81% of organisations identified
that they provided in-service training, and 63% offered unpaid study leave (HBA
Consulting, 2010, p 37).
The high proportion of respondents in the 26 – 35 age bracket who identified
attending training on a monthly or six monthly basis may be reflective of the positive
steps taken by employers to offer meaningful professional development opportunities
to new workers (see Figure 25). Figure 26 indicates that more government workers
attend training on a monthly basis than non-government respondents, while nongovernment workers are more likely to attend on a quarterly basis. This comparison
could be due to the often limited capacity of non-government organisations to send
their staff to training opportunities.
Figure 25.
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Figure 26.

4.2.3 Demand for Training
While the ‘usefulness’ of training is a subjective measure in many regards, it is an
important gauge of the current concerns and issues that workers are experiencing;
and an indicator of quality training that they have previously accessed.
Previous and other current consultations with Youth Coalition members and
stakeholders commonly express the top three priorities for workers as being mental
health, alcohol and other drugs, and homelessness. While these top issues do not
always reflect the top training needs, Figure 27 does indicate that the most useful
training opportunities attended by respondents in the last 2 years were related to
alcohol and other drugs, mental health, and suicide prevention; closely followed by
cultural awareness.
When examined in age-brackets, the results were generally comparable across the
age ranges. However a clear distinction was among 36 – 45 year olds (who are most
likely to be in management positions), with almost 50% identifying that the most
useful training they had attended in the last two years was leadership training.
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Figure 27.

When the survey findings were disaggregated into work levels, frontline workers
found mental health training and suicide prevention training as the most useful they
had accessed within the last two years. Senior management overwhelmingly (over
60%) identified leadership training as the most useful training they had accessed (see
Figure 28).
Figure 28.
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Survey respondents were invited to identify which areas they would like more training
and professional development opportunities in, and alcohol and other drugs was
identified by more than 25% of respondents, followed by Care and Protection /
mandatory reporting.
4.2.4 Access and Barriers
Respondents were invited to provide information on their access to professional
development opportunities, their level of satisfaction with access to training, some of
the barriers they experienced to accessing professional development and training,
and incentives offered by their organisations to participate in training. As identified in
Figure 29, 60% of respondents reported having accessed regular supervision, inhouse training and attending conferences in the last 12 months.
Figure 29.

When disaggregated into work levels, these results were comparable across frontline,
middle management and senior management (see Figure 30). However, it was
interesting to note the significant drop in workers accessing mentoring and coaching
opportunities. Less than 20% of middle managers and senior managers had been
able to access coaching opportunities.
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Figure 30.

Survey respondents generally reported a high level of satisfaction to their access to
training opportunities available through their employment (see Figure 31), particularly
non-government respondents (see Figure 32). 30% of government respondents rated
their satisfaction with access to training opportunities as poor.
Figure 31.
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Figure 32.

In identifying barriers to training and professional development opportunities, it is
clear that cost was the most significant barrier, with over 50% of respondents
identifying this as an issue (see Figure 33). This supports anecdotal evidence that
organisational training budgets are reduced by the costs of providing services to
young people. Workers also report contributing to training costs from their own
income. Other barriers included work commitments clashing with attendance, or
inability to backfill staff.
Figure 33.

When disaggregated into age-brackets, and government / non-government sectors,
the results were comparable with Figure 33. However, cost and quality of training was
more likely to be identified as a barrier for non-government organisations, while ‘work
preventing attendance’, relevance of training, and frequency of training opportunities
were more likely to be barriers for government respondents.
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When examining barriers to training opportunities by work level, it became apparent
that the quality of training was far more likely to be a barrier for middle and senior
management (see Figure 34). Middle management also strongly identified frequency
of training as a barrier, and senior management identified the relevance of training as
an issue.
Figure 34.

When asked what incentives workers were offered to attend training, over 70% of
respondents identified that they were actively encouraged to seek out training
opportunities, and that their employers had a training funds budget (see Figure 35).
Figure 35.
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When examining difference between the government and non-government sectors,
over 50% of government respondents reported having access to study leave,
compared with just over 20% of non-government respondents, as indicated in Figure
36.
Figure 36.

4.3

Employment Pathways: Recruitment and Retention

Section 4.3 of this report provides information on why respondents entered the youth
sector, their future employment plans, and incentives to staying in the youth sector.
4.3.1 Entry into the Youth Sector
Respondents were asked to identify what attracted them to working in the youth
sector by nominating any number of the following statements:
•
•
•
•
•
•
•
•

I want to make a difference in young people’s lives;
I want to improve services in my area;
I want to serve my particular community in youth work;
I want to help bring about social change;
It appealed to me as a challenging and rewarding career;
I was motivated by a personal experience;
I just fell into youth work; and,
I have an interest in social justice.

Over half of all respondents identified wanting to make a difference in young people’s
lives, and that working in the youth sector appealed to them as a challenging and
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rewarding career. In addition, over 40% of all respondents included ‘wanting to help
bring about social change’, or ‘an interest in social justice’ in their attraction to
working in the youth sector (see Figure 37).
Younger workers aged 18 – 25 years strongly identified wanting to make a difference
in young people’s lives strongly (over 70%), while workers in the 36-45 year agebracket most strongly identified an interest in social justice (over 60%), as indicated in
Figure 38.
Figure 37.

Figure 38.
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When examining responses by work level, frontline workers most commonly identified
wanting to make a difference in young people’s lives (over 60%). Over 50% of middle
management identified wanting to help bring about social change or having an
interest in social justice, and over 50% of senior management reported that working
in the youth sector appealed to them as a challenging and rewarding career, although
this rated highly at all levels (see Figure 39).
These motivators should be considered in any workforce development strategy, and
would certainly inform strategies around recruitment of future workers to the sector.
Interestingly, a quarter of respondents identified that they ‘just fell into youth work’
which is indicative of the lack of clear pathways into the youth sector, and may also
be a result of the constant cycle of recruitment which many agencies are engaged in
as a result of high staff turn over.
Figure 39.

4.3.2 Future Intent
Respondents were asked to identify how long they intended to continue working in
the youth sector. A third of respondents identified that they did not know the answer
to this question, suggesting that if the sector would like to improve retention that
workers may need support in career pathways planning. This uncertainty about future
in the sector may also be a result of current funding arrangements, including a heavy
reliance on project and grant funding in the non-government sector resulting in
workers’ uncertainty about continuation of their programs or positions (see Figure 40).
Additionally workforce development and planning needs to take into account that 20%
of the current workforce do not plan to remain in the sector beyond the next year or
two.
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While only 20% of younger workers aged 18 – 25 years didn’t know how long they
intended to continue working in the youth sector, around 25% identified they would
stay another 3-5 years and an additional 25% identified they would stay more than 10
years. This is an interesting contrast to over 40% of 36-45 year olds identifying that
they didn’t know how long they intended to continue working in the youth sector (see
Figure 41).
Figure 40.

Figure 41.
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When looking at the comparison of future intentions between workers in government
and non-government organisations there are some interesting variations. While no
respondents from the government sector intended to be working in the sector less
than 2 years, nearly a third identified intent to remain working in the youth sector for
more than 10 years. By contrast, less than 20% of non-government respondents
identified intent to continue in the sector for more than 10 years. Only nongovernment respondents identified ‘less than 6 months’, ‘6 months’, or ‘1 year’ as
their intended time to continue working in the sector (see Figure 42).
Figure 42.

This difference in long term intentions may be a result of the identified wage parity
between government and non-government workers, in particular given that the
difference in wages is even greater at a management level (see Figure 43).
Figure 43.
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4.3.3 Enticements to Staying in the Sector
Respondents were asked to identify which of the following options might entice them
to stay longer in the youth sector:
•
•
•
•
•
•

Improved wages and conditions;
Improved professional recognition of your work;
A better defined career path;
Additional work related benefits;
Improved job security; and,
More relevant training and professional development opportunities.

Improved Wages and Conditions
Not surprisingly, an overall 87% of respondents identified that improved wages and
conditions would entice them to stay longer in the sector. This issue was identified
less often by respondents in the 46 years and over age-bracket (65%) and more often
by respondents in the 25-35 years age range, with nearly 100% (see Figure 44).
In non-government organisations, improved wages and conditions rated similarly
across all levels of employment: frontline, middle management, and senior
management, as identified in Figure 45. By contrast, none of the respondents
employed at senior management level in the government sector identified wages and
conditions as an enticement. Approximately half of middle management and 90% of
frontline workers from the government sector identified improved wages and
conditions as an incentive (see Figure 46). This again highlights the ongoing issues of
wage parity between government and non-government employed sector workers, and
needs to be addressed in any future workforce planning.
Improved Professional Recognition of Your Work
‘Improved recognition of your work’ was identified by over half of respondents as
something that might entice them to stay in the youth sector. This was reasonably
consistent across age ranges, as identified in Figure 44.
In the non-government sector, professional recognition was identified more often by
frontline and senior management respondents, than middle management workers
(see Figure 45). All senior management workers in the government sector identified
this issue as an enticement, as identified in Figure 46.
A Better Defined Career Path
Just under half of respondents identified a better defined career path as an incentive
to staying in the sector. Close to 60% of workers aged 18 – 25 years identified this,
compared to 40% of those aged 46 years and over, which is to be expected (see
Figure 44).
Amongst non-government respondents, career path was identified more often by
middle management than frontline and senior management respondents (see Figure
45). This trend was reversed amongst government respondents, as identified in
Figure 46.
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Additional Work Related Benefits
Over 40% of respondents identified additional work related benefits as an incentive to
staying in the sector. Less than 40% of respondents in the 46 years and over agebracket identified this as an incentive (see Figure 44). Frontline respondents from
non-government organisations identified additional benefits more often, and senior
management respondents less often, as seen in Figure 45; while government
frontline and senior management respondents identified additional benefits more
often than middle management respondents (see Figure 46).
Improved Job Security
Over 40% of respondents also identified having improved job security as an incentive
to staying in the sector, particularly for respondents in the 36 – 45 year age range.
This incentive was identified less by workers in the 46 years and over age range, as
identified in Figure 44.
This was consistent at all work levels amongst the non-government respondents (see
Figure 45). It is interesting to note that it was not identified as an issue at all for
government respondents in senior management positions; although was identified by
over 50% of frontline government workers, as outlined in Figure 46.
More Relevant Training and Development Opportunities
Having more relevant training and development opportunities was identified by a third
of respondents as an enticement to staying in the sector longer. Over 40% of
respondents aged 46 years and over identified this as an incentive to staying in the
sector, as identified Figure 44.
No government respondents in senior management positions identified training and
professional development as an incentive to stay in the youth sector. However, over
60% of government respondents in middle management positions identified this issue
as an incentive.
Figure 44.
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Figure 45.

Figure 46.

Each option under this question returned a significant response, which suggests that
workforce planning should consider a combination of strategies relating to retention of
staff. In particular, improved wages and conditions, improved professional recognition
of the work, and better defined career paths were the three most identified incentives.
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While individual employers may want to consider this feedback in their future
planning, many of these incentives would be best addressed in a whole of sector
workforce development strategy. This strategy could include strategies to support
organisations to address retention.
4.3.4 Departure from the Youth Sector
Survey respondents were invited to respond to open questions regarding what issues
would contribute to their departure from the youth sector. A couple of quotes
included:
‘Once I finish university I will most likely look for a job that
requires a degree which will most likely pay more and have a
higher level of professional recognition and will also give me
more future career opportunities.’
‘If I didn’t have the support from my fellow staff. Our work
place is definitely something very special. We are like family
and we support one another. There is no conflict, or backstabbing. I have left previous work places because of that. If
you are content at a work place then you are happy to
continue doing the best you can. It doesn’t matter how
successful you are in helping young people if you don’t have
the support from your own workplace. Of course there are
times that young people may piss you off but that’s all part of
the job. If you cant handle that then you shouldn’t be in the
youth sector at all, so the most important thing to me is that if I
worked in an organisation that did not give me the support I
needed and there was too much staff conflict I would leave in
a heart beat and that unfortunately may mean I would try a
new career path and leave the youth sector.’
Overall responses identified three major themes:
1. Lack of adequate remuneration
‘Lack of security and money can't sustain living in the ACT.
Rent and a home loan are out of my reach with what I am
paid.’
‘Definitely wages. The discrepancy between non-government
and Governments sectors is huge.’
‘Wouldn't leave the youth sector unless there were no other
options. As long as there is a full time youth work position
available, then I will stay here. I can see finances getting in
the way in future with home loans, children etc - I may want a
higher paying job - but I will still try for this in the youth sector
before going elsewhere.’
2. Lack of career path
‘Not enough opportunities to move up or across. Stuck in the
government sector and would love to work in the community
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but the pay rates are so low that I cannot afford to work in
community.’
‘Lack of promotion opportunities…’
‘…mostly money, and a lack of clear career path.’
3. Lack of adequate mechanisms/poor leadership
‘Working more than is possible due to being understaffed…’
‘No training from management in how to deal with staff
issues…’
‘The workload and lack of support from those above.’
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5. Implications and Recommendations
Section 5 of this report highlights some of the key implications and recommendations
of the Project, based upon its findings. The objectives of the Project included:
•
•
•
•
•
•
5.1

To better define the nature and extent of the youth work workforce;
To identify and assess qualification and remuneration levels of youth workers
in a wide variety of settings, including government and non-government
services;
To identify and examine non-remuneration based employee benefits;
To identify and describe professional development processes available to
youth workers and establish a desired workforce profile;
To seek feedback from the ACT Council of Social Service (ACTCOSS) on the
outcome of previous work they have undertaken on qualification and
remuneration levels within the non-government sector; and,
To explore the possible and likely impacts of professionalisation for youth
workers.
The Nature and Extent of the Youth Work Workforce

Based on the survey findings, a typical profile of an ACT youth sector worker could be
a female, who is tertiary qualified, employed full time, who has been in the youth
sector for less than three years; and in her current job less than one year. If she was
under the age of 25 she would most likely be working in a frontline role. If she was
over 35 years of age she would be more likely to be in management.
However, it should be noted that the ACT youth sector workforce is diverse and
dynamic, comprised of workers from a range of backgrounds, with a common desire
to support young people. Working within the youth sector has become increasingly
complex, requiring linkages with other disciplines, and specialised professional
expertise and skills.
A snapshot of the profile of the ACT youth sector workforce indicates:
Age and Sex:
• Nearly 60% are aged 35 years or less (22% are aged 18 - 25 years); and,
• 70% of the workforce is female.
Employment Status:
• Most workers are full time (65%), and employed under a range of employment
agreements (although 15% did not know what agreement they were employed
under).
Wages:
• The average wage for workers employed by non-government agencies is
$27.42 per hour; and,
• The average wage for workers employed by government agencies is $35.31
per hour.
Roles:
• Most commonly identified roles are: management, youth support, case
management, outreach, residential support, education and information;
• Workers aged 18 – 25 years are more likely to be employed in youth support;
• Workers aged 36 – 45 years are more likely to be employed in management;
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•
•

57% of all workers identified working in frontline roles;
Respondents work within a range of fields or areas of specialised support,
including:
- General youth support;
- Employment support;
- Young people and care;
- Education;
- Young carers;
- Youth justice;
- Sport and recreation;
- Health (including sexual health);
- Multicultural;
- Disability;
- Family support (including young parents);
- Alcohol and other drugs;
- Aboriginal and Torres Strait Islander support;
- Mental health; and,
- Housing and homelessness.

Experience:
• The majority of workers have either been in the sector 3 years or less (51%)
or 8 years or more, particularly government respondents (38%); and,
• 60% of respondents have been in their current position for 1 year or less.
Qualifications:
• 50% of workers are tertiary qualified; and,
• Over 50% of younger workers aged 18 – 25 years hold a Bachelor degree.
It became clear throughout the Project that a significant issue encountered in
participation was the varying understandings of youth work and the youth sector; with
a small number of services with employees who work in family support, out-of-homecare, or have a social work background not participating in the Project as they did not
identify as working in the youth sector. There is a strong commitment and desire from
those working in the youth sector to articulate what is distinct and specialised about
working with young people, to progress further work around a professional framework
for this.
5.2

Qualification and Remuneration Levels

The Productivity Commission Report (2010) notes:
In some human service sectors… NFPs make up a high share
of providers. Wages in these sectors have tended to remain
relatively low, despite a significant increase in the
qualifications required of workers. This could be a result of a
low wage history; the predominantly female and part-time
labour force, and the heavy reliance on public funding of
services in these sectors. For NFPs in these sectors, gaps
between the wages they can offer compared to similar
positions in government, makes retaining workers more
difficult. The problems of workforce retention are compounded
by uncertainty associated with short-term contracts. As
demand for services rises with population ageing, workforce
shortages are likely to become profound, requiring major
adjustment.
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The survey findings indicated that an overall 87% of the youth sector workforce
identified improved wages and conditions would entice them to stay longer in the
sector. Unsurprisingly, this was consistent across all levels of workers employed by
non-government organisations; however it should be noted that this was also an
issue for government respondents working in frontline roles.
Historically, the youth sector workforce has been viewed as unskilled or requiring little
formal training. However, the Project findings indicated that over 50% of survey
respondents had tertiary qualifications. Over 50% of younger workers aged 18 – 25,
and 40% of workers aged 26 – 35 years, hold a Bachelor degree. This supports the
argument that the youth sector is a highly skilled and motivated workforce.
This is particularly important when considering the possible and likely impacts of
professionalisation of the youth sector; and is a timely finding in considering the
national Pay Equity Case to be assessed in 2011.
With many respondents having tertiary qualifications that may not directly relate to
youth work or the community sector, the Youth Coalition highlights the opportunity to
undertake research into the translation of these skills in the youth sector.
Similarly, determining the pay differences between differing work forces could also
enhance future surveys and research. Anecdotal evidence suggests that for many
people qualified in non-allied fields, moving into the youth sector shows a significant
reduction in remuneration, once again raising the question of why people are
attracted to supporting young people as a career choice.
The survey findings indicated that only 66% of survey respondents have a current
Senior First Aid Certificate. The Youth Coalition notes that this is a significant
shortfall, and highlights the importance of all workers in the youth sector workforce
attaining this qualification.
5.3

Non-Remuneration Based Employee Benefits

Findings indicated that salary sacrificing, time in lieu and flexible work practices were
the most common benefits experienced by respondents. While respondents from
non-government organisations were more likely to receive benefits such as time in
lieu, a work mobile phone, travel reimbursements and birthday leave; government
agencies led in areas such as carers leave, paid maternity leave, annual salary
increments, employee assistance programs, paid study leave, study assistance,
additional paid leave, paid paternity leave, superannuation matching and purchasing
annual leave provisions.
While non-government organisations have traditionally used strategies such as salary
sacrificing and flexible work practices to entice employees, the Project findings
indicates that these benefits were shared by both the government and nongovernment sectors. This highlights the need to support the non-government youth
sector workforce to implement additional employee benefits that are comparable with
the government youth sector workforce.
5.4

Professional Development

In examining professional development, an interesting picture emerged of a
workforce that is strongly encouraged to seek out professional development
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opportunities, is mostly satisfied with access to training provided by employers, and
yet experiences many barriers in this regard.
Cost was the most significant barrier with over 50% of respondents identifying this as
an issue. Cost and quality of training was more likely to be identified as a barrier by
non-government respondents, while ‘work preventing attendance’, relevance of
training and frequency of training opportunities were more likely to be barriers for
government respondents. The quality and relevance of training was far more likely to
be a barrier for respondents in middle and senior management positions.
With regard to professional development opportunities, 60% of respondents reported
having accessed regular supervision, in-house training and attending conferences in
the previous 12 months. However less than 25% had been able to access mentoring
opportunities, and less than 10% had accessed coaching opportunities; including
those in middle and senior management positions.
5.5

ACTCOSS Work on Qualification and Remuneration Levels

The ACT Council of Social Service (ACTCOSS) Report Finding Solutions: Towards
the Long Term Viability of the ACT Community Sector (2008) highlighted a number of
issues in relation to community sector viability, including portability of long service
leave, which has been addressed by the ACT Government in 2010.
The ACTCOSS report noted that remuneration in the government sector is generally
better than in the community sector; and identified a gap in professional development
opportunities between government and non-government workers, including barriers to
training.
The Youth Coalition also notes two other important reports:
1. Contribution of the Not-for-Profit Sector, developed by the Productivity
Commission in 2010, which highlighted that not-for-profit organisations and
other agencies delivering community services face increasing workforce
pressure and long-term planning is required to address future workforce
needs; and,
2. Review of Industrial Relations Arrangements for the ACT Community Sector,
developed by HBA Consulting in July 2010.
5.6

Impacts of Professionalisation for the Youth Sector Workforce

The Project findings indicated that over 50% of survey respondents had tertiary
qualifications. Historically there has been much debate in the youth sector about
professionalisation, so it is interesting to note the variety of qualifications that the
workforce have attained (see Attachment B for a full list). The Youth Coalition
advocates that all youth sector workers be engaged in an ongoing pathway of
professional support and development.
From the findings of this Project, the work of the Professional Ethics and Youth Work
Project, and other ongoing work of the Youth Coalition we believe there is a strong
commitment and desire from those working in the youth sector to articulate what is
distinct and specialised about working with young people, and to progress further
work around the professional framework for this.
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Participants in this research clearly indicated that increased professional recognition
of their work, and establishing clear career pathways would increase the likelihood of
workers staying in the youth sector workforce.
Recommendation 5.4 from the Professional Ethics and Youth Work Project report is
also aligned with the findings of this Project:
That ‘buy in’ is sought from the youth sector, the ACT
Government, leadership groups, such as the Youth Coalition of
the ACT, to design, fund and implement a holistic integrity
system for youth work in the ACT with particular emphasis given
to professional autonomy, interpretation and discretion. This
would include:…
The development and design of professional entry requirements
in consultation and partnership with key stakeholders, while
giving primacy to the practical skill base of youth work and so, for
example, requiring significant placement training / on-the-job
training.
5.7

Recommendations

Based upon the findings of the Project, the Youth Coalition recommends that:
1. A comprehensive Workforce Development Strategy be developed and
implemented for the ACT youth sector in partnership between the government
and non-government sector.
A Workforce Development Strategy will work towards ensuring the
sustainability of this highly skilled, compassionate and motivated workforce;
that through this Project has identified significant systemic barriers to longterm viability.
This Workforce Development Strategy must seek to address:
-

Improved wages and conditions for workers in frontline, middle
management and senior management positions;
Strategies for recruitment of future workers to the youth sector
workforce;
Professional recognition for a highly skilled workforce that is working in
increasingly complex roles;
Clear career pathways, including within the non-government sector;
Training and professional development opportunities that are
affordable, relevant and meet the diverse needs of workers;
Supporting all employees in the youth sector to attain Senior First Aid
qualifications;
Management and leadership development opportunities;
Mentoring and coaching opportunities for workers in frontline, middle
management and senior management positions;
Opportunities to develop skills and knowledge specific to working with
young people, at the same level in the ACT as in other jurisdictions;
Ongoing analysis of the training / skills development needs within the
youth sector;
Strategies to address the transient nature of the workforce, including
future gaps in experience;
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-

Mapping common competencies for the youth sector workforce, based
on skills and knowledge; and,
Resourcing of a biennial Youth Sector Workforce Profile, to maintain
an up-to-date and relevant picture of the youth sector workforce.

2. That further work is undertaken to inform and progress a professional
framework that articulates what is distinct and specialised about working with
young people.
3. That the youth sector workforce support the national Pay Equity Case, which
seeks to address pay equity between the community sector and comparable
sectors; and that the Government provide financial resourcing to support its
outcome.
4. That the non-government youth sector workforce be supported to implement
additional, comparable employee benefits to the government youth sector
workforce.
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7. Attachment A: Participating Organisations and Their
Programs
Participating Non-Government Organisations and their Programs:
Anglicare Canberra and Goulburn:
• Youth in the City
• Youth Education Program
• Youth Connections
• Anglicare Housing Program
• Junction Youth Health Service
• CYCLOPSACT
• Litmus Program
• Wallabalooa Narrabundah Youth Refuge
Barnardos Australia:
• Transition Program
• Couch Surfing
• Exiting Detention
• Parenting Outreach Program
Belconnen Community Services:
• U-Turn Youth Services
• Bungee
Canberra Youth Refuge
CatholicCare Canberra and Goulburn:
• Homelinx
• Reconnect
• Youth & Wellbeing
• STEPS
• FACES
DIRECTIONS ACT
Gungahlin Regional Community Services:
• Gungahlin Youth Centre
headspace ACT
Lifeline Canberra
Mental Illness Education ACT
Menslink
Queanbeyan Multilingual Centre:
• Multicultural Youth Services
Northside Community Services:
• Majura Youth and Family Hub
PCYC
ACT Youth Sector Workforce Profile
November 2010
56

Salvation Army:
• Oasis Canberra Youth Residential Service – Crisis
• Oasis Canberra Youth Residential Service – Transitional
• Canberra City Addiction Support Services (formerly Oasis Bridge)
The Big Issue
The Smith Family:
• Learning for Life
St Vincent de Paul:
• Young Parents Place
• St Nick’s Program
Tandem:
• Affirm
Woden Community Service:
• Woden Youth Centre
• Community Supported Respite
Youth Coalition of the ACT
Youth Law Centre
YWCA Canberra:
• Scope
• Lanyon Youth Centre
• Navigate
Participating Government Organisations
ACT Department of Disability, Housing, and Community Services
• Adolescent Day Unit
• Bimberi Youth Justice Centre
• Turnaround
• Youth Connection
• Youth Housing Managers
• Youth Justice
• Youth Policy and Engagement
ACT Department of Education and Training
• School based youth workers
Mental Health ACT
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8. Attachment B: Qualifications
This attachment outlines the range of qualifications that are held by workers in the
ACT youth sector workforce by survey respondents. The number after each
qualification indicates the number of respondents that hold that qualification.
Youth Specific Qualifications: (total 26)
•
•
•
•
•

Certificate III Youth Work (1)
Certificate IV Youth Work (12)
Diploma of Youth Work (11)
Master of Science (Social Anthropology of Children, Child Development and
Youth) (1)
Masters Youth Studies (1)

Related Field Qualifications: (total 90)
Certificate / Diploma / Advanced Diploma (total 44)
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

4 Core Competencies Alcohol and Other Drugs (3)
Certificate in Counselling Children (1)
Certificate III in Community Services / Welfare (3)
Certificate IV in Alcohol and Other Drug Work (4)
Certificate IV in Community Development (2)
Certificate IV in Community Services / Welfare (3)
Certificate IV in Mental Health (2)
Certificate IV in Telephone Counselling (2)
Diploma of Alcohol and Other Drugs Work (7)
Diploma of Community Development (1)
Diploma of Community Services / Welfare (6)
Diploma of Disability Work (2)
Diploma of Mental Health (1)
Diploma of Professional Counselling (1)
Diploma of Residential Care (1)
Advanced Diploma of Community Welfare (5)
Advanced Diploma of Community Services Management (1)

Bachelor Degree (total 31)
•
•
•
•
•
•

Bachelor of Applied Psychology (6)
Bachelor of Arts (with a major in a relevant discipline) (3)
Bachelor of Community Education (9)
Bachelor of Education (3)
Bachelor of Science (with a major in a relevant discipline) (9)
Bachelor of Teaching (primary) (1)

Graduate Certificate (total 1)
•

Graduate Certificate in Alcohol and Drug Management (1)

Graduate Diploma (total 12)
•
•
•

Graduate Diploma in Applied Child Psychology (1)
Graduate Diploma in Community Health and Development (1)
Graduate Diploma in Health Services Management (1)
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•
•
•
•
•

Graduate Diploma in Mental Health (Nursing) (1)
Graduate Diploma in Psychology (4)
Graduate Diploma in Public Health (1)
Graduate Diploma in Teaching (2)
Graduate Diploma in Education (2)

Masters (total 2)
•
•

Master of Clinical Psychology (1)
Master of Education (1)

Other: (total 71)
Certificate / Diploma / Advance Diploma (total 33)
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Mining Safety and Operations Certificate (1)
Trade Certificate (1)
Certificate II in Aged Care (1)
Certificate III in Aged Care (1)
Certificate III in Information Technology (1)
Certificate IV in Outdoor Recreation (2)
Certificate IV in Workplace Training and Assessment (11)
Certificate in Business Administration (1)
Certificate in Childcare (1)
Certificate IV in Frontline Management (1)
Certificate IV in Sport and Recreation (1)
Certificate IV in Theology (1)
Diploma of Business Management (1)
Diploma of Government (1)
Diploma of Government Management (1)
Diploma of Management (2)
Diploma of Management, People and Strategy (1)
Diploma of Medical and Dental Hypnosis (1)
Diploma of Parapsychology (1)
Diploma of Project Management (1)
Advanced Certificate in Kinesiology (1)

Bachelor Degree (total 29)
•
•
•
•
•
•
•
•

Bachelor of Arts (11)
Bachelor of Business (2)
Bachelor of Law (3)
Bachelor of Nursing (1)
Bachelor of Physical Education (1)
Bachelor of Science (9)
Bachelor of Sport Science (1)
Bachelor of Theology (1)

Graduate Certificate (total 3)
•
•
•

Graduate Certificate in Hypnotherapy (1)
Graduate Certificate in Management (1)
Graduate Certificate in Sexual and Reproductive Health (1)
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Graduate Diploma (total 3)
•
•
•

Graduate Diploma in Physical Education (1)
Graduate Diploma in Arts (Biological Anthropology) (1)
Graduate Diploma in Applied Science (Fitness and Recreation) (1)

Masters (total 3)
•
•
•

Master of International Relations (1)
Master of Business Administration (1)
Master of Biological Anthropology (Research) (1)

Note:
•

A number of survey participants report qualifications in areas that are of
benefit to working in the youth sector; however may not be directly related to
youth work itself. Qualifications in management, project management, and
workplace training and assessment, are examples of those.

•

The Bachelor of Arts and Bachelor of Science degrees have been included as
a ‘related field qualification’ only when the person has specified their major
was in a relevant discipline. All other Bachelor of Art and Bachelor of Science
degrees have been included in ‘other qualifications’.
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‘If I didn’t have the support from my fellow staff. Our work
place is definitely something very special. We are like
family and we support one another. There is no conflict, or
back-stabbing. I have left previous work places because
of that. If you are content at a work place then you are
happy to continue doing the best you can. It doesn’t
matter how successful you are in helping young people if
you don’t have the support from your own workplace.’
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