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From joblesstojob ready:
understanding transfor mational outcomes at Northern Futures

Abstract:

Northern Futures delivers supported training and demand led employment programs to jobseekers
living in Geelong’s northern suburbs where unemployment rates are the highest in regional Victoria.
This place-based collective impact model is highly collaborative and outcome-driven involving
Jobactive agencies, education providers, the community sector, government and industry.

Embedded heavily in the Bridges out of Poverty framework, the programs connect the skills
and aspirations of jobseekers with the needs and requirements of employers with an unrelenting focus
on sustainable employment outcomes.

This paper will explorethe transformational nature of the Northern Futures model through the
recent study of Northern Futures programs: “The Heart of the Matter.” These findings pay particular
attention to the nature and quality of the experiential learning encountered by the trainees that leads
to transformational outcomes at the personal and organisational level.

Northern Futures participants will share their personal experience of Northern Futures
programs through video interviews, explaining how their lives changed as their focus shifted from the
‘here and now’ to the future, With all its hope and possibility. The video can be viewed at
http://northernfuturesgeelong.net/

Key words. unemployment programs; transformational learning; traineeships; inclusive workplaces

Introduction

Northern Futures was conceived in 2007 as a direct resporibe thanging nature of the
employment landscape of Geelong, Victoria. The then Nerideighbourhood House (now
the Norlane Community Centre [NCC]), as part of the Neightmod Renewal Program, and
the Committee for Geelong, were the lead agents in betbdhceptual development and its
realisation as Northern Futures, a significant commueispurce. The Agency is housed in
the Norlane Community Centre.

Corio and Norlane, northern suburbs of the regionaldfit@eelong, were once home
to the families of workers from the booming manufacturirggae in particular the wool and
automotive industries; part of the manufacturing sectaterrline since the late 1970s. This
impacted on these suburbs and transformed a strong blug-a@lt&ing class community into
one where, today, families may have experienced seyerarations of joblessness with its
associated social disadvantage, poverty and welfare demsn@@mnson, 2013Yhe rate of
unemployment in Corio-Norlane is currently 17.1% - thghbst in regional Victoria -
compared to Geelong overall at 5.6%. (ABS. 2017).

The persistence of unemployment, resulting in multgémerations of long term
unemployed people required a different solution to thatredf by the traditional labour market

programs (Bodsworth, 2015; Fowkes, 2011; Murphy, Murray, Chalmegjriyl& Marston,


http://northernfuturesgeelong.net/

2011). The growth in the health and service sectors, adyamarufacturing and construction
needed a different set of skills to those traditionally heldhgyworkers of Corio and Norlane.

An innovative program of supported training and demand led emelot placement
was developed and delivered through a network of collaborativeepships with Jobactive
agencies, education providers, the health and community sgaternment agencies and local
industry (Benjamin, 2017; Johnson, 2017)

The Northern Futures collaboration includes local busewesand government
instrumentalities. Not just as potential employers but agpating players;

e collaborating to identify skill shortages;

e provide matching skills training; and

e supportive pathways to sustainable jobs that match skilleedahrough training

designed to meet identified skill shortages.

The Northern Futures partnership includes its staff, traiftera The Gordon TAFE,
business, community organisations and government instrulitiestal hese partners support
the Northern Futures mission and function as a bareroéiehange in the employment and
training needs of Geelong, working as a conduit for new oppibigs in employment, training
and funding for disadvantaged job seekers (Northern Fuoad).

The underpinning philosophy of Northern Futures has drawn upon woRuby Payne
and associates who have published extensively on working withepexgériencing poverty
(Payne, 2012; DeVol, 2013; Payne, 2013; Payne 2013). Referencebmdynisf work referred
to as ‘the Bridges Out of Poverty pproach’ occurs throughout the interviews undertaken for
this study and within Northern Futufegublications. It collectively provides insights and
strategies for working with people experiencing social asmhemic disadvantage. It builds
an understanding of behaviours and mindsets and explains whie demm generational
poverty need to learn the ‘hidden rules’ of the workplace to optimise their chance for success.

In particular,Getting Ahead in a Just-Gettin’ By World (De Vol, 2013) is used directly with
the participants in the Northern Futures “Getting Ahead’ program.

The Bridges Out of Poverty approach has drawn from an éxtefiterature on the
transformative power of education in general and a spedmifity of literature addressing
‘transformational and emancipatory learning’. In particular, Paulo Freire’s Pedagogy of the
Oppressed (Freire, 1972) is referenced in the developmeint ofGetting Ahead’” program
(DeVol, 2013)



Objective

The objective of this study was to explore, understand and dumtuthe processes and
outcomes of Northern Futures from the perspectives ef ghrticipants, individuals
experiencing long term unemployment; and the perspectivit®®é involved with the partner
organisations. The Northern Futures’ objectives address place based (the postcode 3214)
economic and social disadvantage; factors that are peosbnally experienced by individual
jobseekers. The primary stated objective of Northern Estis to— Create supportive
pathways into jobs that match the skills and aspirations of those residents not currently
engaged in the workforce or who have been displaced from the workforce (Northern Futures,
2014). This objective reflects a significant economic amthtohange agenda; at its heart, lie
the aspirations and futures of individuals whose liveg Heeen impacted by economic and

social forces outside their control.

Method

As stated, the broad aim of the study was to documenpritcesses deployed by the agency
to achieve its objective and to tease out the fact@tsdbntributed to its transformational
outcomes. A qualitative methodology, phenomenography, wasea to enable the
participant’s thoughts and opinions to be collected in a methodical and rigorous way.
Phenomenography is a research method designed to expdodkfferent ways individuals
experience a particular phenomenon and though analysibeokariations between the
participant’s own descriptions develop a picture of the phenomenon as a whole (Akerlind,
2005; Bowden, 1996).

Sampling

Participants of Northern Futures who had achieved ongoipdpgment were approached by
the Work and Learning Advisors (the agency’s case managers) to determine their willingness

to participate in the study; resulting in the recruitmafrtten people, previously unemployed
for more than twelve months, who had been in ongoing gmaat for more than 12 months.
In addition, the Executive Officer introduced the reskar to a number of partners in the
collaboration, resulting in the recruitment of sevaamers of employing organisations. Two
of the TAFE trainers agreed to participate and all Worklaadning Advisors (WLA) were

interviewed. All participants in the study received a planglish explanatory statement and



each signed ‘consent to participate agreements’, and agreed that their contribution, in a de-
identified form, could be used in future publications and prasent.

Table 1: Number and type of interviewee

Interviewee

Participants 10
Employers 7
Work & Learning Advisors 4
TAFE Trainers 2
Jobactive Manager 1
TOTAL 24

Data Collection

Data was collected using a semi-structured interview guid&térgiews were audio recorded
and subsequently transcribed producing a verbatim (checkeacdoracy) transcript. The
transcripts provided the data for the study. The interview guide explored the individual’s

descriptions of their understanding of and experience ahior Futures.

Data Analysis
In phenomenography, each account is a valid descriptiomegbltenomenon being studied.
When these accounts are considered collectively, i@rgin the accounts become clear as
some aspects are of more moment to the individual dlaers. Taken collectively, these
variations provide a multi-perspective view of the phenam@xorthern Futures). The
variations are sorted into groups of similar descrigtiand these groups become categories of
description, a term used to describe the outcomes of phaognaghic analysis. Four
‘categories of description’ emerged from the data:
Categories of Description

A. Transformational environment

B. Connectivity

C. Empowerment

D. Catalyst for change
Each of these categories of variation included particadgects of the program, structural

elementsthat contributed to the achievement of Northern Futures’ objective.



Table 2: Structural elements of the Categories of Description

Category of Description Structural elements

¢ Individual case management of jobseekers b
their Work & Learning Advisor
e Support by Work & Learning Advisors across
all parts of the journey
Group membership
‘Getting Ahead’ Program
Transformational learning
Recognised achievement

Transformational Environment

Work & Learning Advisors

TAFE Trainers

Industry partners

Workplace visits

Work experience

Traineeship programs

Relationships between Northern Futures &
Workplaces

Connectivity

Increase in self and social awareness
Recognition by self and others
Development of work readiness
Achievement of accredited vocational
qualification

Empowerment

e Achievement of sustainable employment for
jobseekers experiencing multiple barriers

¢ Northern Futures partners and their associat

Catalyst for Change recognition of the systemic nature of
unemployment and poverty

e Receptive and supportive workplaces

¢ Community and social change

These elements are described more fully below.

Results

Northern Futures:

It's a place where you can come, be retrained, learn aborgelfp what you can do
and give something a try. It is that you've got a support sysiema. tit's just that way
of building up yourself. You can make a difference in yourseifl give yourself the
confidence. (Northern Futures Participant)



Although the study participants interacted with Northerrufag in different ways and had
different roles in the organisation they all describexilar understandings of the Northern
Futures’ phenomenon and so were treated as one group. The variations between t
descriptions lay in the aspects of the experience thehasised. For instance, all participants
described transformational outcomes. The jobseekers edpplihe concept, of
transformation/change, in relation to themselves and #wgerience of the process of
participating in Northern Futures, the industry partners iegppthe concept to their
observations of the trainees and to their own workplabesTAFE Trainers and Work &
Learning Advisors applied the concept to both the jobseeker$o their own work with them.
Exposure to the Bridges Out of Poverty framework was gegedshtified as a powerful
influence to outcomes.

The transformational environment, described in differengswavas the overarching
element and present in all interview transcripts. Theigy@ants described their own
transformation and staff, trainers and workplace supes/escribed their observations of the
transformation. Each category of description contthasstructural elements contributing to

the transformation.

Transformational environment

“You can make a difference in yourself, and give yourself the confidence ... that you

can control your own destiny”. (Northern Futures Participant)
Northern Futures participants encountered learning activities encouraged them to
recognise and value their own personal resources whilsgtiegd the additional skills they
needed to secure sustainable employment. Jobseekersiadethtée continuity of their Work
ard Learning Advisor (case manager) and her appreciatitimeofindividual circumstances,
as important, membership of a group, and the attainmenseries of milestones were all seen
by the participants as key to their achievements at NortRetures. The holistic case
management provided by the Work and Learning Advisors, coohbiit® group activities
that enhanced self-discovery, learning and capacity hgildiere identified by the Work and
Learning Advisors and the trainers as significant.

An intake interview between a Work and Learning Advisor ajothseeker established
a person-centred relationship and ensured that resourcegppodunities were tailored to
matched the abilities and aspirations of each individliak initial conversation ensured the

participant as ready and capable of benefiting from theingaand employment focus of the



agency. The conversation lead to the development ohtljearning Plan that was revisited
regularly during the journey with Northern Futures. Therhmg Plan usually staet with
undertaking the€Getting Ahead’ program, incorporated in the Vocational Pathway Cedtiié

1 course; or commencement with one of the Certifidate lll vocational training courses. In
one or two cases a participant started in an apprenticesigpam.

The Getting Ahead Program, the starting point for mankgejdb seekers is a program
designed by the Bridges Out of Poverty group (DeVol, 2013) andpiocaied into the
Employment Pathways Certificate I. The integrated progia designed to assist the
jobseekers come to understand their personal circumstiecspmmunity in which they live
ard broader social issues such as unemployment and povémypibgram encouraged
participants to recognise their own personal resourceshdhtheir thinking (from a negative
to a positive mindset) before they undertook furthereatited TAFE courses delivered at the
Northern Futures site or moved into the workplace. The tibgeof all the courses was to

develop confidence, competeneeitonomy and awareness of social structures.

The Getting Ahead program aimed to transform jobseekers to ‘co-investigators” who, as
a group, explored their community, their lives and thedr dihances. The cohort developed a
shared understanding of their lives, the factors that inspagbon them and explored the
pathways available to them to create change in their [Mes.outcomes of thearticipants’
investigations are displayed on large sheets of paper atbaindneeting room. The process
was group focussed. Class sizes were small and each arheetifa small collaborative unit of
work. The participants become energetic contributors to diseussion and growth in
confidence, self-knowledge and understanding of their sln@dnstance was visible to staff
and trainers.
As one participant expressed it,

Getting Ahead was different. It's really hard to explain.

We were given this book callggetting Ahead. The book itself had a lot of stuff that talked
about the low socio economics and Bridges out Poverty and stuthkite Thinking about
various things, things that we need to help us get by.

And so there was a lot of thinking "How can we as being down s thinking about things
that these kinds of people would think about? Because theepéhat are in the middle and
further up, they have thesources to be comfortable enough to think about the ‘what if?’.
Whereas us, the people down in the low socioeconomic areas, tggranaoverty and stuff
like that, they're always thinking in survival. So, they donitehthe resources they need to
think about the ‘what if?” (Northern Futures Participant)



Connectivity

They work with young people or disadvantaged people aigdk to secure a placement for
them. They do that in partnership with businesses and organisafioetss a pipeline of
opportunities. This approach is embedded in Northern Futaceg;ahe local area. Northern
Futures uses its structure of industry partnership to provide realtopipies for sustainable
employment not just temporary work. (Employer Partner)

Local industries, the local TAFE, community organisatiand local employment agencies
were engaged in the formation of the agency and contmueontribute to the journey
participants take from joblessness to job ready to ongoing employment, ‘the pipe-line of
opportunities’.

These partnerships are a foot in the door (to employers) theyréie the clients, support the
clients, do that wrap around thing, so we’re supporting the clients, they’re supporting the clients

so the focus is employment. We’re measuring success of employment outcomes, and that’s
what is achieved. (Jobactive Manager)

Local businesses and government departments identifiedsskittages and shared their
insights into the changing nature of workforce requiremenite Gordon TAFE provided
courses that matched skill shortages and delivered theesoat Northern Futures; delivery at
the local level was important as the TAFE campus is sdis&nce from the Norlane
Community Centre; public transport in this area is very @oal jobseekers do not have cars.
Local employers provided work experience and took NorthetnrEs graduates into their
traineeship and apprenticeship programs with the possibilityngoing employment. The
employers also hosted industry visits. These visita aosheduled part of each of the vocational
courses.

The people we have, if they just applied for a job theyld/be highly unlikely to even get an
interview. So, Northern Futures is helping these peopleingetthe organisation and be
successful. We've got many examples of people who've been dytseroeessful. They just
do a fantastic job and the quality of candidates that wettthg now are fantastic. Northern
Futures really has an understanding of what we're lookingEanployer Partner)

Empower ment
They push you at the beginning, but in the end, you start takirigptb,and then you
realise that you can control your own destiny. The only personocahodo that is
yourself and they give you the tools, the knowledge and experienceudiado it.
(Northern Futures Participant)
Classroom experiences in the vocational Certifideaiad Il courses were augmented by work

place visits or job placements these provided opportumitidbe trainees to observe the kinds
of activities they may undertake in the future and wiatias like in an authentic workplace.
There was little didactic teaching within the accreditedational courses as the courses are

designed to be as ‘hands on’ as possible and discussion based. The site visits provided



opportunities for observing the use of the skills they wleaning enabling a clearer
understanding of the connection between theory and prattese workplace observations
grounded classroom discussion.

Collectively, the learning experiences gaining knowledge of self, learning a set of
vocational skills, contributing to the knowledge of theug, gaining an accredited certificate
of training each contributed to the development of workiness, an empowering process.

They encourage people to take a broader perspective of thiemaad on the job industry
and move their mindset away from the mindset of the northdsarbs (Northern Futures
Participant).

Catalyst for change

We need to make sure that if somebody completes our coursewtrayly have jobs to go to
but the workplace will be receptive and accommodating. féie the industry partners in the
Bridges Out of Poverty approach. Once they understand thagvirark they are happy to take
our graduates on board. Our partners agree that if someaessiudly completes a Northern
Futures training program there will be a job at the ende@®re make that connection, it is just
moving forward. (Work & Learning Advisor)

In addition to the Bridges Out of Poverty approach permgétim practice of Northern Futures
Staff and TAFE Trainers, industry partners were invitedhftome to time to attend Bridges
Out of Poverty Workshops. These two-day programs were delibbgradrainer accredited by
the Bridges Out of Poverty Consortium. These programs &iso open to staff from other
community organisations and intended to create a localteliafaawareness of the approach.

Through the agencies promotion of the Bridges Out of Poverty apptmalh systems and
organisations encountered by the unemployed there is a chatigevimy Northern Futures
participants are received. At the same time, NorthermirEsitprovides the resources the
jobseekers need to arrive at a point where they can changeghimgn Northern Futures a
catalyst for change. (Employer Partner)

The primary objective of these workshops was to create derstanding of the difficulties

encountered by this group of job seekers in obtaining sustairaiployment and to develop
partners prepared and willing to work in an encouraging and gewelatal manner with

Northern Futures job seekers. Regular meetings betweek ®al Learning Advisors and
participants and workplace supervisors take place. Some wakplalso provide an
opportunity for the participants to meet together for musugbort. The aim is to deal with
challenges as they arise before they become insuraiolant

Even now I’'m at work they've (Work and Learning Advisors) introduced us to other people
that are going through the same thing, even though we migtdibg different courses and
being at different stages in our traineeships. It's kind ofngaously brought together in
our own little support network (Northern Futures Participant).



The majority of Northern Futures jobseekers entered thé&plaxe via a traineeship after
completing training at Northern Futures. Government subsidiséneeships are designed to
provide a supported entry to the world of work. Employers whiicgeate in a traineeship
program are expected to provide training in their respectivikphamres. Whilst Northern
Futures employer partners provide ongoing training for thmaindges this is not always the

case.

Case Sudy
An example of Northern Futures as a catalyst for chavge demonstrated through the
relationship with a significant employer organisatiohhe Transport Accident Commission
(TAC) headquarters in Geelong has been working with NortRatures since 2009 and has
developed a successful traineeship program. The progratmebadunning for several years
prior to forming a partnership with Northern Futures. Ifiiss inception, the TAC Traineeship
program, like many others, saw the employment of traiage way of meeting staff shortages
at little or no cost to the organisation. Subsequentlyfdbhas was on assigning the trainee
routine tasks regardless of their training potential. ne@$ were dispersed throughout the
organisation, viewed as temporary entry level workers asgbresible to a specific area of
work and manager.

The establishment of the Northern Futures Partnership lethetocreation of a
centralised structure with a designated staff membeomnegge for coordinating the training
experiences of all trainees.

Key to the success of our program was a focus on preparétive staff that will work with
the trainees. It is important they understand the need foreés to feel welcomed and
supported and are able to provide genuine training to get sh@ssible outcome from each
rotation. (Employer Partner)

Since 2009, fifty-eight Northern Futures graduate have usikkarttraineeships with the TAC.

Thirty-three of these have gone on to continuing empénrwith the TAC, twenty have found
continuing employment in organisations outside the TAC amdHave gone on to further

study.

Table 3: Destination of TAC trainees upon completion of their traineeship
Employed by the TAC 33
Employed outside the TAC | 20
Gone on to further study 2

Unknown 3
Total trainees 58




The requirements on teams that included trainees was quiteueri®it was embraced across
the TAC because staff enjoyed the privilege of helping a distatyee person grow in
confidence and skills, then seeing them go on to build a c&téf have developed a strong
commitment and sense of ownership of the program.

Northern Futures looks out for people, young, middle aged, ttgimggt into the workforce.
They guide and support them into preparation for the workplace and they build the workplace’s
ability to deal with the person and their baggage. (Emplogenér)

Discussion

This study found the quality of the case management retethe type of education
experienced and the receptivity of the work place all rdmrted to the transformatioha
outcome experienced by the participants. The advocacy hédorFutures of the Bridges
Out of Poverty approach changed attitudes and practice®4 tuho interacted with the
participants.

Case management

Work and Learning Advisors and the TAFE Trainers embraced the “Bridges Out of Poverty
approach and its influence was apparent in the case mandgeméeraining practices adopted

by these staff.

Educational experience

Whilst adult learning and experiential learning are not spatlifiecnentioned by the trainers
during the interviews, the trainees are engaged in expetielearning through the
incorporation of their own experiences into class discaosam their work place visits.

The delivery of the courses within the community cerigetrainers from the Gordon TAFE;
and includingprogramed visits to local work sites are significant to the program’s success. The
trainees are engaged in active learning, given opportubiiesnstruct new and personal
understandings on their circumstances, of the soa#bra involved in unemployment and
poverty and the world of work. These are all the elemefrisconstructivist and emancipatory
approach to learning. Constructivism and emancipatory learnibgage a family of theories
that all have in common the centrality of the learner’s activity in creating meaning (Freire,
1972; Biggs, 1996; Crotty, 1998;). The centrality of group discussidrs@nse making is key

to the Northern Futures educational experience.

Workplace climate
Finding your place in the workplace can be daunting for amywerker but for those with

multiple barriers to employment it is especially difficulhe continuity of case management



across engagement, training and employment entry provideapported and successful
transition.

The shock of actually starting work and being surrounded by péogjeperceived to be
smarter than them was, in some cases, overwhelming. The simgléiacluding them in
informal conversations and team banter went a long way tdihgithe rapport necessary for
trainees to relax enough to embrace their new tasks without d®e2nghelmed by anxiety and
self-doubt. (Employer Partner)

The experience of Northern Futures in placing clients traineeships has demonstrated that
this is a valuable pathway into sustainable employmenth®iong term unemployed. The
success that Northern Future’s jobseekers experience is dependent on the quality of the

traineeship program in any given workplace.

Conclusion

In summary, this study found continuity of effective camamagement across training and work
experience; training targeted to meet the needs of lochistries achieved sustainable
employment outcomes. Educational provision that embracednatructivist approach to
program development enabled jobseekers to become capatidlysaware and productive
workers and citizens. Preparation of the work place amdutaelection of staff to mentor and
support trainees are essential to successfully integragingvorkers into the business, making

a transition from trainee to productive worker possible.
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Breaking Through Barriersto Assist Young Peoplewho are Blind or have Low vision
to Transition to Adulthood and Prepare for Work

Abstract

Job seekers who are blind or have low vision are foggimore likely to be unemployed
compared to the general population (Vision Australia, 2012xupport young people who
are blind or who have low vision and are transitioning frooosdary education into
employment, Vision Australia implemented a Pre-Employinkeagram (PEP) in February
2017. This offering of PEP was designed to accelerate pexd®relbpment from
adolescence to young adulthood and improve employment ptesgeecent high school
graduates in Queensland and Northern New South Wales, Aaslita¢ original program
was developed by Dr. Karen Wolffe (2011) to address barriers tloymgnt, improve
emotional resilience, build job skills and develop soft skill
This paper discussas evaluation of the program using Kirkpatrick’s model (Kirkpatrick &
Kirkpatrick, 2007). The evaluation covers how PEP was caméged for this demographic
as well as the participant and organisational outcomes adhi€kies includes a brief outline
of the technology used to connect with participants locateggional and remote areas of
Australia Feedback from presenters, participants and stakeholderseruded PEP for
improving participants’ hard skills, such as job search, job retention and career planning
skills, as well as soft skills, including their communicatéon interpersonal skills. All
participants achieved goals they set during the program. Mase studies and examples of
these outcomes are presented.
Key Words: blind, low vision, job seekers, employment, ttansi
Introduction

Vision Australia’s series of Pre-Employment Programs (PEP) aims to improve
employment prospects of people who are blind or who haveikien by addressing barriers
to employment, improving emotional resilience, building emplestskills and developing
soft skills. The Pre-Employment Program is a structilegarching package designed by Dr
Karen Wolfe (2011) to address the employability needs of people withrvimpairments.
Training modules focus asdf-awareness, self-assessment of assistive technology

communication skills, career resources, disability d®aie and labour market realities.



In early 2017, Vision Australia tailored the program tcec& young adults aged 17
to 25 years across Queensland and Northern New South WakRemddktled more than 15
modules and was run full-time across four weék$ween 20 February and 17 March 2017.

This offering of PEP was evaluated using Kirkpatickraining Evaluation Model
(Kirkpatrick & Kirkpatrick, 2007) Kirkpatrick’s model identifies four principles for training
effectiveness. The three addressed by this paper aragaarti®eaction to training
participant learning and organisational results. Thegiisciple, reaction, measures the
degree to which the training is seen by participants as faveueigaging and relevant to
their jobs, in this case, job seekifidhe second principle, learning, measures the extent to
which participants have acquired intended knowledge, siitisiide, confidence and
commitment based on their participation in the trainirastly, the results principle
traditionally assumes training participants are employedstaus focuses on outcomes like
improved quality and efficiency, and higher morale (Kirkpat&cKirkpatrick, 2007). For
this training offering, however, participants were clients thiedefore outcomes across the
other three principles were not folded back into the orgamisaAs such, the authors have
interpreted results for the organisation in terms adwese and technology learnings, which
can be applied to future projects, and approaches, which hasitiggponpact on
organisational culture.

Data Collection M ethods

Survey of and Interviewswith Key Stakeholders. Throughout the four weeks of the
Pre-Employment Program (PEP), email feedback was @otdiom 16 guest speakers
within one week of their presentation. They were askethtar reflections on the most
personally rewarding aspects of their participation andaaegs of discomfort they
encountered. Further to this, at conclusion of the progitaerfour staff members who
delivered PEP provided feedback, via face to face repotheir experiences. Due to their
ongoing involvement, these staff members were able wfdhe program closely,
monitoring participants’ development from inception to completion.

Online Participant Survey. An online post-participation survey was stmt
participants one week after conclusion of PEP. Of thed¥iduals who completed PEP,
five participants completed the surv@)e survey asked participants to provide a rating on a
three-point scale; excellent, average or needs impraveMéen asked to rate PEP overall,
including content, activities and presenters, 100% of respitsidelected excellent.
Respondents also provided ratings for content (excell80es, average = 20%), activities

(excellent = 100%)ead trainers (excellent = 100%), individual guest speaketpanellists



(excellent = 80%, average = 20%), schedule (excellent = 828tage = 20%), accessibility
of materials (excellent = 100%), availability of adaptivehtelogy (excellent = 100%), and
relevance (excellent = 100%). It also considered the amakteast important components of
the course for participants, what they learnt, what theyld change, and if they would
recommend the course to other Vision Australia clients £y&30%).

Participant Outcome Statementsand I ndividualised Goal Attainment. Upon
completion of PEP, all participants provided a verbatesnent of the outcomes they had
gained from participating. They were also engaged in adgalopment process throughout
PEP, and at its conclusion, finalisén# goals they had attained as a result of their program
participation.

Participant Post-Program Follow Up. One month post-PEP, emails were sent to all
participants providing connections to other supports and resoaincechecking on their
progress towards their employment goals. Participants also contacted by phone, where
possible.

Stakeholder Reactions

A review of stakeholder and participant reactions acrassahous data collection
methods, revealed that PEP improved skills for job seayamd realistic career plannirig
post-participation survesyparticipants stated that PEP allowed them to learn nimmet a
their work and career options, and to pick up strategiesefcuring jobs that interested them.
Activities participants found most beneficial included nollgys mock interviews and
feedback on their interview techniqwes well as learning about SMARTA goals. Learning
how to search for their desired jobs, write cover Isttbuild a resume, and assemble a
portfolio of other helpful resources, were further styete frequently mentioned as valuable.
Participant Learnings

The activities of PEP were related to gains for particgpanterms of knowledge,
skills, attitude, confidence and commitment, both within ah@dcent to the employment
space. While PEP was associated with embracing stepping starmeployment and
participating in job activities, it also correlated witfider skills such as assisting adolescents
to transition to adulthood, and enabling young people to buildlsominections.

Embracing Stepping Stonesto Employment. At commencement of PEP, a small
number of participants had limited experience of paid anadnveér employment but the
majority of participants had no exposure to the workplasehey were at the beginning of
their job preparation, job seeking and work experience jgsrmarticipants required

familiarisation with the range of employment steppitanss available to them. Employment



stepping stones covered during PEP included compensatory iskilisg, tertiary education
and volunteering.

Volunteering. PEP increased access to work experience and volunteatwppes.

By the conclusion of the program, five participants westiger already involved or had a
clear plan to become involved in volunteering. Volunteg&ctivities undertaken included
sitting on a panel as a client representative to reftua paediatric therapist position at a not
for profit organisationapplying for volunteer positions in the helping professions
negotiating opportunities with providers to trial volunteses in the child care sector; and
providing event support at local churches. These and ensuingie®ring activities are

likely to generate and foster employability skills, and iaseeappeal and access to potential
employers (Walsh and Black, 2015).

Studying. As a result of their PEP participatidiour participants had new or renewed
commitments to tertiary education. One participant, commgrter second year of a four-
year university degree, explained that her PEP participegioaamed the purpose of her
studies in a way she found revitalizing. Another participapaieded the scope of his study
plans to embrace a dual interest in the professionalgiesrand business. A third participant
acknowledged that his intention to enter the field of digitedia would only be realised if he
attained a tertiary qualification, and signed up for aaritourse in this fieldA fourth
participant’s hitherto vague and varied interests resolved into a atghactionable plan to
enrol in a course at a specific university and becometician. These participantwho PEP
encouraged to begin or continue post-school study, are tikedgjoy improved job prospects
with a probability of higher pay (Graduate Careers AustralD15; NCVER, 2014).

Working. A participant who actively sought volunteer and ad hoc pail goibing
high school used his PEP journey to clarify that he wady to seek a full-time paid
position. He achieved this goal in his career of choichiw@ month of completing PEP. In
this way, exploring stepping stones to employment proved icptoid participants at all
stages of employability, assisting them to consider #éhimwus options available to them and
giving them dedicated space and supports to make new choices.

Transitioning From Adolescence to Young Adulthood. In addition to promoting
employability and employment outcomes, PEP was concevitkdostering other
affirmative outcomes associated with the target group’s life stage. People who are blind or
who have low vision and aged between 18 and 25 have histotiegtya challenging
segment to engage in rehabilitation services. This mayrhallyadue to this demographic

occupying the gap between programs and policies designed tohmeeteds of children



with vision impairments and those tailored towards adutfs vision impairments (Groce,
2004). Targeting communication and engagement efforts caealan uncertain business,
as agency shifts from the parent to the young adult. Viigtralia trialled PEP as a
transition program to accelerate the maturation of gqaeople in assuming responsibility
for self-advocacy and leveraging resources to achievegbels.

The PEP model was ideal for this purpose primarily due todheentrated group
experience it provides. Group-based programs can asssgt With vision impairments to
develop skills and strategies to achieve independence (SuSilka, 2003), and foster
self-efficacy (Brody et al., 1999). In addition to valig@ticurrent coping methods (Rees,
Saw, Lamoureux & Keeffe, 2007), group progsgpromote learning, reinforce activity levels
and assist individuals to maintain a positive life okldan Zandt, Van Zandt & Wang,
1994).

Prior to PEP, three patrticipants were already engagé&dvigton Australia services
as adults. These participants interacted with the P&Ritn@ent process directly. In all other
cases, participants’ involvement in PEP was brokered by their parent, who had been the
primary contact during their receipt of paediatric se&asidBy the conclusion of PEP all
participants were communicating directly and negotiatingices independently. This was
evident in the changeover of contact details on ctigmnirds from the parent’s details to the
young adult’s details.

Participants’ outcome statements also reflected the shift. One participant described
her journey towards autononff¥hen my mum enrolled me I was doubtful I’d learn
anything, but it’s been one of the best decisions I’ve made. On the first day, the meet and
greet changed my perception to wanting to learn. | was gratefuéet other vision impaired
people. My accident has in the past been a barrier t@laténg to others, but here | have a
sense of connection. I didn’t have any prior knowledge about mock interviews and feedback.
I didn’t know how best to get an interview or much about goal setting. PEP has been
characer building. I want to be a writer and I’ve decided I’m going to research ideas and
write a blog.” This statement also demonstrates the wide-ranginditseoePEP additional
to promoting employment-related outcomes.

Developing Compensatory Skills. PEP increased engagement in Vision Australia
services, leading to further opportunities to develop compeawysskitls and confidence
Similarly to other group programs, PEP fostered an atmosglo@ducive to trying new
things (Green & Miyahara, 2007), encouraged patrticipants to igemghas for personal and

professional development, and motivated participants to pueant rehabilitation



services (Horowitz, Leonard & Reinhardt, 2000). By the erfdER the majority of
participants had used the program to move from passive engagemmere they deferred to
their parents to access services on their behalf, teeastigagement where they directly
identified and committed to services that met their needs.

Participants articulated from PEP to a variety of &fishustralia services designed to
support their goals across education, employment, independahseaal inclusion.
Examples of this include participants formiagelf-organising teleconference group
meeting monthly on the weekend, and joining an e-mailing listdeive information about
future events serving this dual O&M and social focus. Twagyaaints signed up with
Vision Australia’s Employment Services, commencing fortnightly job seeking and job
preparation sessions with an Employment Consulfdnee participants started with self-
paced training in the use of access technology softwareasustreen readers and screen
magnification. All of these areas of training are capdumitiiding in ways that enhance
employability.

Building Social Connections. During the recruitment phase of PEP, several
participants or their parental representatives identifiedting friends as a major goal for
participation While socialising may appear a less weighty goal than prep#ot work or
gaining employment, studies show a strong relationship betweerived social support and
well-being for people with vision impairments. Perceiveda@tpport is associated with
increased satisfaction with life, and increased phygisgt;hological, economic and social
well-being (Guerette & Smedema, 2011). PEP functioned as a peer supportegrabing
participants to share experiences and build friendships (Hardvwebnard & Reinhardt,
2000), and participants opted to stay in touch via various congation modalities.
Therefore cumulative social and related benefits were achieved.

Absorbing Advice from Mentors and Potential Employers. Alongside their personal
network, participants developed their professional netwaskfiey met and shared
conversations with a range of guest speakers. Guest speaiteded professionals, from
various fields, who have lived experience of vision impamtrand were able to both
normalise the challenges of working with vision impairrmeamd model strategies to
overcome these challenges (Cimarolli, Sussman-Skalka & Gand2004). Exemplary
employers also provided insights into how to navigate recemtimrocesses and impress as a
candidate. Mentors and prospective employers invited pantits to connect via professional

networks, such as LinkedIn.



One PEP participant articulated the value she gaineddp@mding time with peers
and mentors“l was hesitant about doing PEP. I had a heavy start to the year. But I’'m so glad
to have done it. For me it’s been about making new friends and new contacts. Having new
opportunities to socialise with other people who areréla age and have similar goals has
helped me to focus on how I move forward with my psychokigglies into a career in
paediatric counselling. One of my PEP highlights was hearing fluest speakers, other
people who havavision impairment, about their experiences studying andkiwg as
psychologist$
Organisational Results

In addition to positive individual client outcomes, PERtdbuted to organisational
outcomes in the form of insights and resources. Thssagaieved by piloting approaches
novel to the organisation, documenting process and yieldingjqgada&nd cultural learnings
While there are pros and cons associated with all pessggroaches, some clear
recommendations have emerged.

PEP in its original form is designed for delivery acribsse weeks facts-face. This
offering of PEP was extended to four weeks and delivered imddalevideo conference and
faceto-face mode. These adjustments allowed regional andtegparticipants to attend and
provided a buffer of time to meet the needs of the laugeber of participants recruited
across the different modes. The use of video confergmesulted in greater diversity within
the group, and allowed those participating via distance adadat collaborate and network
with others throughout training.

There is limited research on delivering fdoeface training concurrently with video
conferencing. One study that has attempted a similar modeiadrgadid not run the faces-
face and video conferencing groups simultaneously, and caetbdattance participants
(Locatis et al., 2006). However, the study’s outcomes in relation to the use of video
conferencing technology were similar to those achieved through $ecifically,
participants via distance found the technology non-olstaj@nd the style and interactivity
of the facilitator more important than the delivery haet. The benefits discussed in the
previous section regarding pipants’ learnings demonstrates that the blended mode was
well-received by participants from both the faodace and video conference groups. It is
recommended that pure video conference programs and thp&eyma a blended mode are
implemented widely across services but particularly with deimographic to attain similar

participation levels and participant outcomes.



PEP involved partnerships with both internal and ezlestakeholders ensure the
program ran smoothly and delivered quality outcomes to partisipbatérnal collaborations
included staff from Vision Australia’s people and Culture department delivering sessions on
the DISC behavioural profiléhe communications Advisor interviewing PEP staff and
participants for short internal podcaatgorkplace Health and Safety staff delivering a
session on safe work practices on-site and when worfang fiome, Orientation and
Mobility Specialists providing individual and group training, Infotima systems Group
(ISG) providing ad hoc video conferencing support, and the chieduiixe Officer (CEO)
and Board Members supporting mock interviews with expedbieek. Outcomes of these
collaborations included increasing knowledge of and direticgation in VisionAustralia’s
service to clients across back office departments, enahippg function expertise to
directly benefit clients, increasing cooperation veitid respect for colleagues and therefore
minimising silo-effects, and adding to a rich and varied progngmerience for all
stakeholders.

External stakeholders included potential employers dsaselients and other
members of the blindness community. These stakeholdersewgaged for individual
presentations, interviews and panel discussions. Benss$ibgiated with involving these
stakeholders included insights harvested for participamh,lévels of satisfaction for
presenters, and relationship building between Vision Austaald the organisations
represented by presenters. As such, it is recommendeti¢hat/blvement of back office
teams, leadership and external stakeholders be a kegemigin when designing similar
programs.

Conclusion

Overall, feedback from presenters, participants and stédexs commened PEP for
improving participants’ hard and soft skills, and participants achieved the goals thefoset
their participation in the progranihe organisation effectively trialled blended delivery and
built internal and external partnerships to continue toveletjuality service outcomes

towards a wider social impact.
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Newtown Cooperative Workspace

ABSTRACT: The Newtown Precinct Business Association deliversservicesfor the Inner West
Council under its Urban Centres Program. Aim of the NPBA isto assist business start-ups and
home based businesses moving to the next level of commercialisation. In the Inner West of
Sydney many young people are seeking to work for themselves and progress their skills
acquired through tertiary education. The NPBA, facilitated by Council, has taken the bold step
of leasing a property in King Street Newtown for ten years at a cost of $225K per annum. The
Cooperative work space is being set up on solid best practice business principles which will
enable it to be self-sufficient. Affordable work space will be provided for under $100 per week
along with free mentoring and development workshops. Local employers (over 800) will be
available to discuss employment opportunities for those who decide they would rather work
with an organisation than start their own business or progress their existing home based
business. The initiative targets creative industries but is not limited to just those industries. An
in house studio will provide opportunities to develop marketing content for social media and
web pages. The facility promises to provide a constant flow of employment opportunities for
people seeking employment in the creative industries. There is also the opportunity to trial
working together to see if it works as good rapport is essential for the success of small
businesses. The centre will also increase the capacity of existing businesses which in turn will
provide further employment opportunities.

Keywords. Newtown, Cooperative, Inner West, small business, Urban €eRtogram

Introduction
This paper looks at employment generation from the perspeztia local government basg
economic development practitioner. Economic develaopnie a relatively new disciplin
which first emerged in the §9’s. The number one target at this time was business attraction;
bringing employment opportunities to an area in the fofmame corporations. It wa
colloquially referred tas “chasing smokestacks”. By the 1980’s closer examination of the data
around employment generation evidenced that more jobs weatedrby small business th
the top Fortune 500 companies. In fact, 85% of new jobs creaesl attributed to sma

business either through expansion or new start-ups. Snsitlidss development took over




from business attraction as the new economic developdnet and in recent times this has
been refined even further to a concentration on the eeeahd knowledge industries. The
business incubator or accelerator is not a new concetaanioeen supported by industry and
all levels of government as an effective small busirsglopment tool. The Newtown
Cooperative Workspace provides a very interesting variatioan old theme.

The Environment

The Inner West Council is a recent amalgamation (May 206fle former local government
areas of Ashfield, Leichhardt and Marrickville. It covers 35 sgjudometres, has a population
of just over 192,000 and sits right on the doorstep of thea€Bydney local government area.
The former Marrickville Council set up a special rate muanber of its commercial business
districts, one of which was Newtown/Enmore, with the aim ofgithe funds raised to market
and promote the businesses in the respective areas. Kasotlve Urban Centres Program, the
initiative utilised the services of a service provider taveelagainst an agreed strategy from
which devolved an agreed set of activities with measurali®mes. The service provide for
Newtown/Enmore is the Newtown Precinct Business AssociahiBtBA), an entity which
formed over ten years ago to fill the void left by the deflNewtown Chamber of Commerce.
Complicating the program slightly for Newtown is the faas$ split down the middle by King
Street with half being in the Inner West LGA and half bein@ity of Sydney LGA. Until
recently City of Sydney matched the UCP funding under endtandum of Understanding
between the two councils. Interestingly the employmeneggion project being discussed in
this paper physically sits in City of Sydney but is an infdest Council initiative.

Newtown is considered by most Sydneyites to be the epicentre for everything “hip and trendy”.

It has in abundance all of the necessary ingredientsréative industries to flourish; talented
people, excellent public transport, latest technology ancgeeatdland inclusive community.
The Project

The concept of the Newtown Cooperative Workspace was fisgtdrat an NPBA strategic
planning day in 2016. The committee members identified a neaaffetbdable office space
with support services to cater for the growing demand by lonatgng businesses

and home based businesses seeking to move to the néxitf lememercialisation. The NPBA
is fortunate in that it has a very capable and forwartkiig coordinator who facilitated the
strategic planning sessions along with council’s economic development unit. The sessions
indicated that the start-up businesses and other emergingessss had the capability to
develop business ideas but not the resources to progress by astisng up a commercial

enterprise.



Having canvassed very thoroughly the needs of the businessestexls were then matched
to the ability to pay to develop a model for a cooperative wpéce.

The final result is the Newtown Cooperative Workspace whitien fully occupied, will not
only be self-sustaining but will generate a small surplussiorestment into ancillary projects.
The facility will provide office accommodation from attlé as $95 per week, free workshops,
Internet/Wi-Fi, access