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In response to The Road Home: A National Approach to Reducing Homelessness (2008) and as a part of 

the Tasmanian Homelessness National Partnership Implementation Plan for Tasmania July 2009-June 

2013, the Department of Health and Human Services (DHHS) has committed to the development and 

implementation of a Workforce Development Plan for the Specialist Homelessness Services (SHS).  

Tasmanian SHSs are currently in a period of transition, which is creating new challenges for 

organisations and staff. The homelessness environment is diverse, dynamic and complex, so 

homelessness workers are delivering a range of services that require a broad range of skills and 

knowledge.  In this new environment, workforce skills need to be updated and training needs to be 

more accessible. Added to these challenges is the fact that many homelessness organisations in 

Tasmania are small and have limited human and financial resources to dedicate to workforce 

development.  

It is vital that we ensure that we have a skilled and knowledgeable workforce not only to meet current 

sector challenges, but also to enable the growth of a robust and sustainable sector in the future. 

The key aims and performance indicators of the SHS Workforce Development Strategy are the: 

 Delivery of a quality written report outlining recommendations and strategies to address the 

sector’s current and future workforce development issues; 

 Delivery of a detailed workforce development plan for the sector for a 1 year period; 

 Implementation of the plan and reporting on the plan until May 2016. 

To achieve these, this Workforce Strategy consists of two stages. 

Stage 1 

Stage 1 is applicable to all SHS funded organisations (Types 1, 2 & 3) and includes: 

 Consultation with management of the SHS funded organisations to determine workforce 

development issues, and identify training and professional development needs 

 Development of a Workforce Development Strategy which will include all SHS funded organisations 

(Type 1, 2 & 3) 

 Identify training needs of the sector 

 Identify barriers faced by SHS organisations to training and other professional development  

 Identify workforce priorities to ensure SHS services to clients are enhanced. 

Stage 2 

 Coordinate and administer the Strategy actions 

 Under Stage 2, the actions will be applicable to all SHS funded organisations (Types 1, 2 & 3); 

however, allocation of training and professional development subsidised funding made available 

through Housing Tasmania (DHHS) will only apply to Shelters (Type 3 organisations). 

This Strategy identifies and outlines four priority areas for action: 

1. Increasing the skills and competencies of the workforce 

2. Increasing the accessibility of training and professional development options 

3. Develop a sector-wide information sharing network 

4. Build a sustainable future training and professional development funding model. 
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Organisation Type Organisations 

Housing Connect 
(Type 1) 

Organisations 

 Anglicare – Launceston and North West Coast 

 Colony 47 - Hobart 

 Wyndarra Housing Outreach - Smithton 

 West Coast Crisis Accommodation and Referral Service - Queenstown 

Housing Connect 
Support Services 

(Type 2) 
Organisations 

 Anglicare 

 Centacare 

 Colony 47 

 Hobart City Mission 

 The Salvation Army  

Shelters (Type 3) 
Organisations* 

 Jireh House 

 McCombe House 

 Hobart Women’s Shelter 

 Annie Kenney Young Women’s Refuge 

 Bethlehem House 

 Youthcare 

 Magnolia Place - Launceston Women’s Shelter 

 Launceston City Mission 

 Karinya Young Women’s Refuge 

 Warrawee Women’s Shelter 

 Oakleigh  Accommodation Services 

 Youth, Family and Community Connections - Crisis Accommodation 
Support Services (Burnie and Devonport) 

 Youth Futures 

 Mara House 

 Launch (Pathways Tasmania) 

 Wyndarra Housing Outreach 

 West Coast Crisis Accommodation and Referral Service 

 

*Funding subsidies will only be available to Type 3 organisations. 
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As part of the Homelessness White Paper – The Road Home (2008), the Council of Australian 

Governments established a National Partnership Agreement on Homelessness1.  Under the agreement 

the Australian Government provided additional funding to States and Territories to reduce 

homelessness.  Each State and Territory agreed to match Australian Government funding and to deliver 

services and capital projects that will contribute to the overall reduction in homelessness2. 

In response to The Road Home and as part of the National Partnership Agreement on Homelessness, 

Housing Tasmania has developed a Homelessness Implementation Plan setting out new initiatives and 

additional services which will make a substantial contribution toward reducing homelessness.  The six 

initiatives identified are3: 

 Tasmanian Homelessness Plan – ‘Coming in from the Cold’ 

 Same House Different Landlord Program 

 Supported Accommodation Facilities 

 Specialist Intervention Tenancy Services 

 Service Coordination and Improvement Program 

 Workforce Capacity Audit and Development Plan. 

The Workforce Capacity Audit and Development Plan initiative focuses on identifying the training and 

development needs of the homelessness sector and will aim to put in place strategies that foster 

continuous quality improvement in the context of the changing needs of clients and a more robust and 

integrated service system4.   

Historically, DHHS provided recurrent financial support to the community sector in Tasmania in funding 

training and development programs.  In the early 2000’s DHHS established the Community Sector 

Learning and Development Program (CSLDP) to support the learning and development needs of three 

target areas; the then Supported Accommodation Assistance Program (SAAP, now Specialist 

Homelessness Services), Home and Community Care Programs (HACC) and Community Support 

Programs (CSP).  

Initially Colony 47, through their RTO Productivity Plus, delivered training to the community sector 

under CSLDP. In 2007, DHHS offered via a public tender process, the delivery of the CSLDP that 

combined the training funding across the three groups. Housing Tasmania contributed recurrent funding 

for the homelessness sector. Esset Australia was awarded the contract for three years from January 

2008 to December 2010.  

The contract was to provide training needs analysis for each of the three target groups, training plans, 

and the delivery of training that focused on core competencies and specialist skills.  Feedback from 

Shelter’s members noted the lack of training plans, attention and delivery of specialist training. At 

completion of the Esset Australia contract in 2010 the program was reviewed, and DHHS discontinued 

the service. There has been no training program for specialist homeless services since then.  

                                                           
1 The Road Home, p42 
2 Homelessness Implementation Plan, Australian and Tasmanian Governments Working Together to Reduce Homelessness, pamphlet 
3 “Homelessness National Partnership Implementation Plan for Tasmania July 2009-June2013”, pp30-31 
4 Ibid, p31 
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For the purpose of this project, existing research and literature on the homelessness sector has been 

divided into two areas:  Government reports and academic literature. 

Government Reports 

The Homelessness White Paper—The Road Home: A National Approach to Reducing Homelessness 

(2008)—recognised that a workforce strategy needs to be a central component of improving specialist 

homelessness services and an important element of ensuring an effective response to homelessness.5 It 

acknowledged that “low wages, lack of career progression, high staff turnover, low skilled staff, an 

ageing workforce, casualisation of the workforce, and significant workload stress” are critical issues 

affecting the homelessness sector, all of which have negative impacts on retention and recruitment.6 To 

address these issues, the report stresses that finding ways to increase the skills of SHS workers is a key 

priority.7 

In response to The Road Home, and as part of the National Partnership Agreement on Homelessness 

(NPAH), The Homelessness National Partnership Implementation Plan for Tasmania July 2009-June 2013 

was developed. This plan details the State’s initiatives and services introduced under the NPAH.  

Included in the six key initiatives is a Workforce Capacity Audit and Development Plan (Initiative 6). The 

intent of this state-based plan is to ascertain the learning and development needs of the SHS workforce 

and to develop the most appropriate and effective ways of meeting those needs.8 The Tasmanian 

Implementation Plan also refers to concerns about the skill levels of workers, as well as local issues; 

including, the increasing complexity of SHS clients, recent system changes and the generic nature of the 

current training model offered in the State.9 These concerns mirror those found in the academic 

literature on the homelessness workforce in Australia and internationally. 

In 2011, the DHHS commissioned KPMG to undertake a review of the Support and Accommodation 

Assistance Service System (the SAAR Review) to determine, in part, the ways in which the system might 

be improved. The review acknowledged that it collected insufficient workforce data to enable it to make 

detailed findings related specifically to workforce issues. However, it did note that one of the strengths 

of the system was that workforce skill levels were generally high. The review noted that this skill level 

needs to be retained or enhanced as the system undergoes changes.10 

Academic Literature 

Australian academic research on workforce development in the homelessness sector is scarce. Much of 

the existing homelessness research focuses on policy development and shifts, measuring targets and 

outcomes, and understanding the causes of homelessness.11 There is, however, significant research 

                                                           
5 The Road Home, p42 
6 Ibid, p42 
7 Ibid, p42 
8 “Homelessness National Partnership Implementation Plan for Tasmania July 2009-June2013” pp30-31 
9 Ibid, p30 
10 KPMG (2012) “Tasmanian Support and Accommodation Assistance Review” p25 
11 Spinney, Angela (2013) “Workforce Training for the Homelessness Sector” Swinburne University of Technology,    National Homelessness 

Research Agenda 2009-2013, p35.  

See also for example, Parsell’s discussion of existing research in Parsell, Cameron, Andrew Jones and Brian Head “Policies and Programmes to 

end Homelessness in Australia: Learning form International Practice” International Journal of Social Welfare (2013): 22, pp186-194. 
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interest in workforce issues and development in the broader community sector, which has informed 

homelessness-specific research.12  

Internationally, a similar pattern of research interest is evident. In 2010 leading researchers in 

homelessness, Joan Mullen and Walter Leginski, called for increased attention to the composition of the 

homelessness workforce and to the support and skills they needed, in order to solve “one of the most 

complex expressions of poverty in America today.”13 In Australia, Cameron Parsell et al. highlighted the 

interest in homelessness policy matters in the UK, US, Canada and Europe.14 

Following the release of The Road Home in 2009 a number of short discussion articles were published, 

and generally these welcomed the Federal encouragement of workforce development. However, they 

also raised concerns about what a strategy should include, and the gamut of issues that would need to 

be considered were one to be constructed. For example, Wallis Westbrook argues that workforce 

development needs to incorporate issues for individuals (supply) and also organisations (demand) and 

to take into account the associated recruitment and retention problems in the sector;15 and Michael 

Perusco highlights the need to provide opportunities for staff to be constantly developing new skills and 

knowledge in order to keep pace with new and changing issues in the sector.16  

More recently, two robust Australian papers have been released that report on detailed research into 

the homelessness sector workforce. Angela Spinney’s ‘Workforce Training for the Homelessness Sector’ 

(Swinburne University, 2013) considers the changing nature of homelessness organisational and 

program reforms, explores the existing training and educational opportunities in Victoria, New South 

Wales and Queensland and identifies the requirements of the sector; and “Developing an Effective 

Homelessness Workforce” by Bill Martin, Rhonda Phillips and Ning Xiang (UQ, 2012), which heavily 

informs Spinney’s work. Martin (et al) documents the first detailed profile of the Australian 

homelessness workforce, from which they identify key workforce issues for the sector.  

There are three recurring issues that emerge from Spinney, Martin, and the earlier works responding to 

The Road Home, as well as the international research into the homelessness workforce. These key 

issues, consistent across the literature, are discussed below. 

1. Workforce training and professional development for the homeless sector needs to be specific and 

targeted, yet it must also address the diversity, dynamism and complexity of the sector. 

Across the literature there is consensus that the homelessness sector is not unskilled, rather, that their 

skills do not necessarily match the nature of the work.17 Contrary to The Road Home findings, but in 

keeping with the SAAR review findings, Bill Martin’s research found that the homelessness workforce is, 

generally qualified to suit position levels due mainly to half the workforce holding social work degrees 

and certificate IV TAFE qualifications.18 However, Martin also found current higher qualifications do not 

necessarily equip people with the specific skills needed for the workplace, and that a skills mismatch is 

                                                           
12 Martin, Bill, Rhonda Phillips, and Ning Xiang (2012) “Developing an Effective Homelessness Workforce” University of Queensland, Institute for 
Social Science Research p3 
13 Mullen, Joan and Walter Leginski, “Building the Capacity of the Homeless Service Workforce” The Open Health Services and Policy Journal 

(2010):3, pp 101-110. 
14  Parsell, Cameron, Andrew Jones and Brian Head. “Policies and Programmes” pp186-87. 
15 Westbrook, Wallis. “Developing a Workforce Strategy – Where do we Start?” Parity May 2009, pp14-15. 
16 Perusco, Michael. “Workforce Development in the Homelessness Sector” Parity May 2009, p22. 
17 See, Spinney p7 
18 Martin et al (2012) p35 
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often apparent.19 What is needed, Martin concludes, is a focus on “new skills… rather than simply 

‘higher’ skills” that are particular to the needs of the work environment.20 Spinney concurs, and argues 

that formal courses rarely contain information about homelessness21 and that there are ‘serious 

shortfalls’ in the current education and training on offer in NSW, Victoria and Queensland.22  

While the literature argues that training needs to be targeted to the homelessness sector, it also argues, 

somewhat paradoxically, that workers in the sector need to be equipped to deal with very complex 

clients and a dynamic environment. Indeed, there is no evidence of an argument to challenge the 

suggestion that the homelessness environment is becoming increasing complex. Not only are clients 

presenting with more complex needs (drug and alcohol, domestic violence, financial illiteracy)23 the 

causal effects of homelessness are also becoming more varied and multifaceted. That is, they are 

structural (housing supply issues, rental market barriers, population changes, employment levels) as 

well as behavioural, health-related and social.24 Homelessness services provide a wide range of services 

in order to manage this diversity: outreach, education, counselling, and financial assistance; and crisis, 

medium term and long-term accommodation.25 As a consequence, Angela Spinney argues that to be 

effective, workforce development needs to enable homelessness workers to have not only “welfare 

skills but also knowledge of the Australian housing market”.26 In Michael Perusco’s words, the workforce 

needs to have “access to research and information on the latest evidence-based interventions… that will 

effectively address the range of issues that impact on my ability to stay housed.”27  

The particular training gaps identified by Spinney are in case work and case management, and skills for 

cross-organisational collaboration - especially in areas of drug and alcohol, mental health, youth, and 

domestic and family violence.28 Other gaps include: 

trauma, private rental brokerage, children’s homelessness issues, data  

collection, cultural competency, client with complex needs, transgender  

issues hoarding and squalor.29 

2. An effective strategy needs to understand and be appropriate to the workers and organisations 

involved.  

The literature clearly states that workforce development in the homelessness sector needs to be 

mindful of both the nature of the organisations delivering the services, and of the profile of its 

workforce.30 For example, Martin found that the majority of the homelessness organisations which are 

delivering this diverse suite of services are small, not-for-profit organisations,31 and thus have limited 

                                                           
19 Ibid, p37 and 42. 
20 Martin, Bill, (2011) “Researching the Homelessness Workforce: What Sustains an Effective Workforce to Tackle Homelessness?” Parity (2011): 

24.9, p48 
21 Spinney, p26. 
22 Ibid p31. 
23 See Martin (2012) p7; Spinney p16; Mullen p101; Cripps, Sue (2013) “Beyond Overwhelmed: Supporting the Delivery of Services to People 

Affected by Hoarding and Squalor through Workforce Development” p40 
24 Spinney, p17 and p21. 
25 Spinney, pp20-21. 
26 Ibid, p17. 
27 Perusco, p22. 
28 Spinney, p33. 
29 Spinney, p36. 
30 See Spinney; Martin; Homeless Hub, “Who are we”; Mullen p101; and Vindis, p25; 
31 Martin (2012) p29. 
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human and financial resources to attend training.32 Spinney adds that a significant proportion of services 

are in regional areas, which brings additional challenges to how professional development is delivered.33  

Homelessness workers in Australia are more likely to be women, but are otherwise a diverse group: a 

spread of full-time, part-time and casual workers, and a diverse age range characterises Martin’s 

profile.34 Given the small size of organisations and the geographical spread, Spinney recommends that 

courses need to be of varying levels, for example, combinations of TAFE and university, and offered as 

both distance education and/or on-the-job training, and in flexible formats.35 Sue Cripps confirms this, 

as she documents the success of one-day workshop, phone app and toolkit combination packages as 

worker training for dealing with hoarding and squalor.36 Furthermore, training programs needs to be 

well resourced.37 

3. A workforce strategy involves more than just addressing training needs  

The third recurrent theme throughout the literature is that an effective workforce development strategy 

comprises of much more than a training strategy. This is recognised and acknowledged in The Road 

Home38 and Wallis Westbrook calls for a balanced definition of workforce development that considers 

not only individual skill development, but also the needs of organisations to develop, attract and retain a 

quality workforce.39 In order to develop a more robust sector, the Australian and international literature 

suggests wages need to be increased across the sector—to reflect the skills and demands of the 

workforce—attention paid to worker safety measures, and career pathways established.40  

In Tasmania over the past three to four years, a number of peak industry organisations have undertaken 

workforce development planning. These existing plans exemplify a range of possible workforce 

development models that the Homelessness sector can draw from. Whilst in each there is always a 

focus on individual training and professional development needs, there is also an attention to the 

broader sector issues. The plans (most of which are readily available on the Skills Tasmania website) 

encompass issues such as career pathways and leadership, recruitment and retention and poor pay 

conditions (e.g. The Tasmanian Community Services Sector; Tasmanian Disability Industry; and Aged and 

Community Services). 

The 2012 Community Sector Salary Census (Equal Remuneration Project DHHS 2013 p14) captured data 

from 20 social housing and homelessness organisations. As training is often transferable between these 

two service types it is worth noting: 

                                                           
32 Spinney, p32. 
33 Spinney, p14 and 16. 
34 Martin (2011) p49 
35 Spinney, p38. 
36 Cripps, p40. 
37 Jukes, Janet “Towards a Homelessness Workforce Strategy” Parity Nov. 2008 p17;  Perusco, Michael. “Workforce Development” p22. 
38 The Road Home p42 
39 Westbrook, Wallis. “Developing a Workforce Strategy”, pp14-15. 
40 See Mullen, Joan and Walter Leginski, “Building the Capacity”; Martin, Bill, et al (2011) “Researching the Homelessness Workforce”;  Spinney, 

Angela “Workforce Training”; Jukes, Janet “Towards a Homelessness Workforce Strategy” p17; and Vindis, Nada “What Kind of Workforce do 

Homeless People Deserve?” Parity May 2009, p16. 
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 There are 397 people employed in social housing and homelessness service,  

 83.6% of this workforce is permanent, with 16.4% casual employees 

 The amount of permanent FTE positions throughout all services was 54.39, and causal FTE was 

3.27. This indicates that a large number of staff in this service area work part-time.41  

 The relevant government reports, academic literature and existing workforce plans reviewed 

above inform the methodology and actions of this homelessness sector Workforce Development 

Strategy. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                                           
41 DHHS (2013) p 14 
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A properly skilled workforce is recognised as central to effectively responding to homelessness and to 

the sector’s service-delivery reforms42.  The purpose of this Workforce Development Strategy is to 

support specialist homelessness services in developing their workforce to meet the current and future 

service delivery demands in a changing environment.  To develop effective strategies requires a good 

understanding and knowledge of the workforce within the homelessness sector.  While the literature 

research discussed above does provide valuable information on the homelessness sector workforce and 

its work patterns and issues, it does not provide a complete picture of the current workforce training 

and development requirements of the Tasmanian homelessness sector. 

The project therefore focuses on the training and development of the sector by: 

 identifying the main workforce issues faced by the sector in providing training and development 

 determining the training and development requirements of the sector 

 utilising this data to determine the most appropriate priorities to build the workforce capability 

of the homelessness sector in Tasmania. 

To achieve this, the project collected data on the homelessness workforce in Tasmania through surveys 

and interviews with SHS organisations and meetings with key stakeholders, including other relevant 

community sector organisations.  It is worth noting that the views of some participants may not reflect 

agencies HR policy and procedures. 

Survey 

The survey of homelessness providers aimed to collect data in order to build an accurate and current 

snapshot of the training development of the homelessness workforce in Tasmania.  The survey was 

carried out with local SHS and Housing Connect organisations. Each organisation was visited on site, and 

an extensive structured qualitative interview was held with the homeless worker. Each organisation was 

given the opportunity to freely discuss any aspect of workforce development that is an issue in their 

workplace, or for the homeless sector as a whole. 

Extensive workforce demographic data has been captured in previous projects, such as the SAAR review 

and the Equal Remuneration Project43, therefore only data specifically related to training and 

development was sought. 

Each SHS organisation was interviewed and questioned on the following (see Appendix 2 – Sample 

Survey Form): 

 Workforce demographics 

 Training and professional development 

 Workforce challenges. 

All SHS organisations funded by Housing Tasmania were initially contacted by email and/or telephone to 

set up appointment times for the survey interviews. Additionally, information on the project was 

discussed at SHS northern and southern regional forums and the State-wide forum.   

                                                           
42 Martin, Bill et al (2012) “Developing an Effective Homelessness Workforce” pxi 
43 DHHS (2012), DHHS (2013) 
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A listing of 24 funded specialist homelessness services was provided by Housing Tasmania.  Of these 

organisations, 20 organisations participated in the survey interviews face-to-face, and 1 organisation 

participated by telephone.  The 3 organisations that did not respond were followed up by email and 

telephone. Of the 21 organisations that did participate in the survey, 4 organisations provided responses 

that incorporated information that related to 2 or more of the homelessness services they deliver. 

Stakeholder Meetings 

Meetings with key stakeholders were conducted to gain underpinning information on workforce 

development planning in the community sector in Tasmania. 

A range of workforce development plans and strategies were considered in order to identify a model 

suitable for the Tasmanian homelessness sector. Over the past four years a number of peak industry 

organisations have undertaken workforce development planning44, these plans demonstrated a range of 

workforce development models that focused on individual training and professional development needs 

to more broad-based, whole-of-sector development needs. 

Meetings were conducted with peak organisations such as TasCOSS and the Mental Health Council of 

Tasmania, to investigate the types of training and development they undertake and the issues they face 

in building workforce capacity within their sector.  In 2009 TasCOSS identified that the community sector 

attracts $300 million in combined private, State and Commonwealth funding and employs over 11,000 

people in Tasmania.  The Community Services Peaks Network, TasCOSS and Skills Tasmania worked in 

partnership to develop and launch the Tasmanian Community Services Workforce Development Plan 

2012-15 (TCSWDP)45, which prioritised the specific skills and actions needed for the community sector 

workforce to grow and develop in the future. The establishment of a Workforce Roundtable was a 

recommendation from the WDP and is an opportunity for the sector to meet priority areas identified in 

the Plan.  The Roundtable also offers the opportunity for sector stakeholders to develop mutual 

supportive networks and partnerships that facility cross sector workforce development and planning 

initiatives. As a member of the Peaks Network Shelter Tasmania sits on the Roundtable and will promote 

the Homelessness Services Workforce Development Strategy once it is approved. 

Skills Tasmania manages a number of initiatives aimed at developing and retaining current and futures 

workforces in Tasmania. As a part of this project a meeting was held with Skills Tasmania to examine 

how they can provide support in the development and implementation of this Workforce Development 

Strategy. 

 

 

 

 

 

 

 

 

 

                                                           
44 Workforce Development Plans can be found on Skills Tasmania website www.skills.tas.gov.au  
45  Tasmanian Community Service Workforce Development Plan see www.skills.tas.gov.au/employersindustry/workforceplans 

http://www.skills/
http://www.skills.tas.gov.au/employersindustry/workforceplans


 

 
Shelter Tas Workforce Development Strategy   11 
 

 

 

 

The survey data provides a snapshot of training and development of the homelessness workforce in 

Tasmania.  The surveys questions and discussion falls into 3 topic areas: 

 Tasmanian homelessness sector profile - characteristics of the workforce 

 Training and professional development, the barriers faced by SHS organisations and areas of 

opportunity 

 Workforce challenges now and into the future. 

The survey findings outlined below form the basis for the Workforce Development Strategy’s 

recommendations and actions.   

 

The main characteristics of the workforce include: 

 All SHS services surveyed were either non-profit or charitable organisations. 

 Unlike other Tasmanian community services sectors44, there is little evidence that the homelessness 

sector in Tasmania has an aging workforce problem. The survey results show the majority of the 

workforce is over 30 years. The age profile ranges from early 20’s to mid 60’s, with the highest 

average age range between 30 to 45 years of age (as indicated in Table 2 below). Average age 

ranges were collected to determine if there may be a mass exodus or retirements from the 

homelessness workforce over the next 5 years. 

 

 

 Staff turnover was not a question posed in the survey, however it is interesting to note that during 

the survey interviews the majority of providers felt that staff turnover was not a major issue.  

Examples of employees with lengthy employment history within the organisations were provided, 

with several organisations providing examples of employees with 15 or more years of service. 

 There is an even mix between full time and permanent part-time employees within the sector.  As 

depicted in Table 3, nearly 50% of the SHS professional workforce is employed as part-time.  Non-

professional or ancillary employees are usually employed on a casual or permanent part-time basis.   

18% 

23% 

26% 

21% 

12% Over 20 years

Over 30 years

Over 40 years

Over 50 years

Over 60 years



 

 
Shelter Tas Workforce Development Strategy   12 
 

 The rate of full-time employees for Housing Connect organisations (Types 1 & 2) is significantly 

higher than shelters (Type 3) with approximately 75% of workers employed under full-time 

arrangements.  This is consistent with findings from the census of service undertaken for the Equal 

Remuneration Project in 2012. 46   

 The SHS providers that regularly employ casual workers (i.e. the shelters) indicated that casual 

employment can often be used as a mechanism to recruit staff into a permanent role when 

permanent vacancies become available. 

 

 
 Housing Connect generally employs people between 9am - 5pm whereas Shelters do not, which may 

help to explain the variation in employment arrangements. 

 Although no SHS organisations employed workers specifically for their cultural or ethnic 

background, several organisations could identify employees who were born overseas, especially 

from European or non-English speaking countries.  

 Three SHS providers dedicated positions for an aboriginal worker.  

 Sourcing appropriate workers does not appear to be a major issue.  Survey results indicate workers 

entered the homelessness sector from a variety of sectors. In the survey interviews most SHS 

providers indicated that new workers, both permanent and casual, are often sourced via informal 

methods such as “word of mouth”, work experience participants of tertiary and other training 

organisations, and by individuals that have approached the provider looking to work in the sector. 

 Of the organisations surveyed, the minority indicated they have experienced difficulties in attracting 

potential employees. 

 Of the 14 shelter respondents, half indicated that the key to a sustainable workforce is having the 

‘right’ person in a work role.  This person was described as having a mix of qualifications, 

experience, attitude and passion for the homeless sector.   

 Four organisations indicated that they have a recruitment policy in place that requires all new 

homelessness workers to have a relevant qualification at a Certificate IV level or higher.  However, 

all providers had a preference for employees with previous experience and relevant qualifications, 

or that the applicant would be willing to study to obtain one. 

 

 

 

                                                           
46 DHHS (2013) 
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8% 

35% 

46% 

11% No Qualiification

Certificate IV

Diploma

Degree

This section of the survey findings explores the homelessness workforce qualifications, skill levels, and 

barriers faced by SHS organisations in providing training to workers as well as areas of opportunity to 

build the workforce capacity. It examines the current Tasmanian training environment and the public 

funding programs available to industry in general. 

 Over 80% of the sector set a minimum qualification to work in particular parts or specific roles 

within the homelessness organisation. The majority of SHS providers prefer workers to hold or to be 

working towards a qualification at Certificate IV level or above, and only one organisation indicated 

that they did not necessarily prefer workers with an appropriate qualification. As Table 4 indicates, 

over 90% of homelessness workers hold a qualification at Certificate IV or higher.   

 

 

 

 

 

 

 

 It is not uncommon for workers to hold two or more qualifications with ongoing formal training 

accepted by workers as a means to developing a career path within the sector. Examples were 

provided of employees coming into the sector with a qualification, then subsequently undertaking 

another qualification that is more relevant to their role and the homelessness sector. This is 

supported by Martin46, who found there can be a mismatch between a worker’s qualification and 

the skills required in their job. 

 The survey results show qualifications held by most workers are in homelessness related areas such 

as: social housing, community services, youth work, social work and psychology.  The introduction of 

the Certificate IV and Diploma in Social Housing has been positively accepted by the sector.  

Providers who have participated in the program recommend it to other providers, and continue to 

sponsor their workers who wish to participate in the program. This is supported by another round of 

social housing qualifications to be delivered in 2014. 

 Survey results indicate all SHS organisations provide some training and professional development to 

staff.  All organisations provided mandatory training in areas such as workplace health and safety, 

first aid, manual handling and fire and emergency procedures. 

 All survey respondents provided additional training in areas directly related to homelessness, as it 

became available and if it was within budget.   

 Unlike some other areas of the community services sector47, the homelessness workforce does not 

typically have a high rate of language, literacy or numeracy problems in the workplace.  There were 

no SHS providers that felt language, literacy and numeracy was an issue in their workplace. 
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 All providers recognised there are opportunities to continue skilling workers due to the changing 

requirements of their client groups. 

The interviews with the SHS and Housing Connect providers have highlighted the following barriers to 

training: 

 All SHS organisations recognised that further training and/or professional development would be 

beneficial to their workers, but were often restricted to the number of workers that could attend 

due to client needs, budget restraints, location of the training and duration of training sessions. 

 Survey results show the major barriers faced by SHS organisations to training and professional 

development are: the cost of the training, the cost of bringing in additional workers to back-fill for 

those attending the training, the cost of travel and the loss of time. 

 Location of the training was seen as a barrier, particularly for services based in the North and North 

West of the State.  When training is delivered only in Hobart, the Northern providers are faced with 

additional travel and often accommodation costs that are not borne by their Southern counterparts. 

Two major areas of opportunity have been identified by providers that would build the workforce 

capacity of the homelessness sector.  

Increasing and Updating Skills in the Workforce 

As part of the survey interviews, all SHS providers were asked to identify areas of training and 

professional development that would benefit their own organisation and the sector as a whole. All 

providers recognised that their workforce must acquire new skills and practices that reflect the 

emerging changes in service delivery and the increasing support and assistance required by clients.   

Providers identified an extensive range of training and professional development needs as shown in 

Table 5 below.  These can be divided into two broad categories:   

 Client focused, and  

 Organisational focused. 

The client focused training centres on building skills that relate directly to supporting homelessness 

clients and addressing their individual needs.  The organisational focused training centres on service 

delivery and organisational practices.     
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Clients Focused  Organisational Focused  

 Trauma 

 Working with young people 

 Understanding generations 

 Dealing with difficult teenagers and 
behaviours  

 Recognising and dealing with suicide and 
self-harm 

 Motivating clients – role modelling, 
building self-esteem, being inspirational 

 Health & life  skills 

 Dealing with drug and alcohol issues 

 Mental health and co-morbidity  

 Leadership skills 

 People management 

 Consumer participation 

 Writing principles – file notes 

 Recruitment processes / interviews 

 Future of services, community services and 
changing demographics 

 Understanding of cultural diversity 

 Case management 

 Conflict resolution 

 Rent and Tenancy Management 

 Social media – internet security 

 

Networking Opportunities 

The second major opportunity area identified by providers is to increase the communication and 

networking opportunities between SHS providers. Although Shelter and Housing Tasmania organise 

several regional and State-wide forums per year, some providers felt there is an opportunity to develop 

a Tasmanian Homelessness Network that could provide an avenue to share information, experiences 

and best practice.   

Another opportunity identified by a provider is to hold a series of ‘mini expos’ or conferences based on 

themes (e.g. mental health), and could include specialist guest speakers and local providers.  These 

expos could be conducted around the State and be open to attendees from all areas of the community 

services sector. 

 

During the survey interviews, SHS organisations were given the opportunity to freely discuss the future 

challenges faced by the sector. The following is a summary of the major discussion points. 

 The future of the homelessness sector has been identified as a major challenge for all SHS providers.  

At the time of the face-to-face interviews and writing of this report, the Australia and Tasmanian 

Governments had recently changed, causing further uncertainty.   

 The insecurity around future NPAH funding arrangements and the proposed outcome-based funding 

models has also led to uncertainty within the sector.  Organisations felt they would find it difficult to 

plan for the future of their workforce when the future of their funding and services was unknown. 

 Although providers are not currently experiencing major problems in recruiting professional 

homelessness workers,  several providers believe that in the future they will be competing with 

other community service sectors in attracting highly skilled workers (e.g. Better Housing Futures, 

Partners in Recovery).  Potential workers will compare pay rates, the requirement for shift work 



 

 
Shelter Tas Workforce Development Strategy   16 
 

(including overnight stand up shifts), and the part-time and casualisation of employment 

arrangements between the homelessness and other community services sectors. 

 The requirement for small providers to meet and maintain quality assurance, compliance to 

regulations and other standards has been identified as a future challenge (see Priority 1).  Although 

these providers want to meet all the requirements of their contracts and other standards and 

regulations, they find it increasingly difficult because they do not have the additional internal 

support services, administration and/or specialist positions.  Smaller organisations require their 

workers to have a wider range of skills and expertise in non-homelessness areas, as they lack the 

budgetary scale to employ specialist business staff. Larger organisations discussed the increase in 

administrative requirements due to quality assurance and compliance to standards and regulations, 

and moving resources away from client-based staff to specialist business staff. 

 Providers felt that the changing and increasing workloads of employees would become a challenge 

in the near future. The client base has increasingly complex needs, which is exacerbated by co-

morbidity that compounds barriers to sustainable accommodation. Working with these clients 

places increased emotional, physical and psychological pressures on workers.  SHS providers also 

felt the long hours of work and part-time employment arrangements could also add to these 

pressures. 

 

The survey data indicates that training for the homelessness sector in Tasmania is delivered in a variety 

of ways and from a variety of sources. This ranges from in-house training that is organised by the 

organisation, to accredited training that is organised on behalf of the sector by Shelter Tasmania or 

training organisations. Training tends to be undertaken on an ad hoc basis depending on what becomes 

available, the cost and what is needed by staff.   

Typical in-house training includes short courses on generic topics such as workplace health and safety, 

manual handling and mandatory reporting. The accredited training that has been organised for the 

homelessness sector in the past is a Certificate IV and a Diploma of Social Housing, which has been taken 

up actively over the past three years.  

However, both qualifications have a focus on social housing with only limited content on homelessness 

or working with clients who have complex needs such as mental health, drug and alcohol related issues 

and trauma.  Likewise, workers with a Certificate IV or Diploma in Community Services have not covered 

homelessness in any depth as part of their qualification. 

In Tasmania, qualification opportunities at Certificate IV and Diploma levels are provided through 

TasTAFE and Registered Training Providers (RTOs).  The Certificate IV and Diploma of Community 

Services can be delivered by either TasTAFE or by a number of private RTOs.  However, the Certificate IV 

and Diploma in Social Housing can only be delivered by a RTO from interstate, as TasTAFE does not have 

the qualifications or specialist trainers on its scope of registration. The Department of Education in each 

state is responsible for public funding of accredited training within that state.  The funding and types of 

programs can differ from state to state depending on issues such as training priority areas and skills 

shortages. For instance, in Tasmania, funding for qualifications and skill sets (groups of accredited units 
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of study) is the responsibility of Skills Tasmania, a division of the Tasmanian Education Department.   

Funding is primarily available via two programs47: 

 User Choice program - an annual program specifically aimed at providing funding to RTOs for the 

training and assessment of trainees and apprentices.  This program is ideal for new workers who do 

not have a previous qualification. 

 The Skills Fund – provides subsidised training via a range of options to suit the various needs of the 

industry and the individual. The program is designed to build the capabilities of existing workers 

through formal achievement of a qualification or skill set.  Tenders are usually called for this 

program twice yearly. 

For the past four years, the subsidy for the Certificate IV and Diploma of Social Housing delivered to the 

Tasmanian housing and homelessness sector has been made possible by a  partnership with Shelter 

Tasmania,  Housing Tasmania and the Centre for Training in Social Housing  via the Skills Fund Program. 

Research for this project shows that in other states the peak bodies have taken a lead role in providing 

and/or organising much of the specialist homelessness services training.  In New South Wales, the 

Centre for Training in Social Housing (part of the NSW Federation of Housing Associations) has RTO 

status and delivers qualifications in social housing and non-accredited short course training.  In Victoria, 

the Community Housing Federation of Victoria (CHFV) provides an extensive non-assessable training 

calendar.  Although the calendar is valued by the CHFV membership, there are only limited programs in 

homelessness services. The Wodonga Institute of TAFE, in conjunction with the Victorian Department of 

Human Services, runs a specialist homelessness training calendar with a focus on short courses.48 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                                           
47 Refer www.skills.tas.gov.au  
48 Spinney p29 

http://www.skills.tas.gov.au/
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An analysis of the project survey, on-site consultations and the literature has demonstrated that the 

Tasmanian homelessness sector is committed to providing workplaces that embrace continual 

improvement and support the ongoing training and development of staff.  The training needs to be 

accessible, appropriate and able to meet the needs of staff, homelessness organisations and 

departmental priorities.    

This project identifies and recommends four main priority areas aimed at supporting ongoing skills and 

knowledge development for the homelessness sector. The actions of each priority include the activities 

to be undertaken, and outline the stakeholders who will be involved. 

Specific stakeholders have been named up in each priority area, however, not all training providers have 

been sourced to-date.  Where training is delivered to the sector under this strategy, all training 

providers will be sourced according to the training needs of the sector.  The project co-ordinator will not 

be delivering any of the training activities outlined in Priority 1. 

Indicative timeframes have been included in each priority and indicate when each priority action is 

expected to commence and be completed.  Some actions will span the whole three years of the strategy 

and will be deemed as long-term and will be identified as on-going. 

Training and professional development opportunities are an essential step in increasing the skills and 

competencies of the current workforce, and attracting and retaining the right workers into the 

homelessness sector. 

Organisations within the homelessness sector are strongly committed to the training and development 

of their staff and some have relationships in place with RTOs and other training providers.  However, 

training opportunities are often driven by what the RTO can offer in line with their scope of registration, 

rather than industry driven or the specific training needs of an organisation.  This Strategy recognises 

that there needs to be a match between the skills of the employee and the skills required in the 

workplace. 

This priority area encompasses the co-ordination and delivery of training that incorporates the training 

and professional development needs identified through the face-to-face interviews of homelessness 

providers, as discussed in the above project findings in Table 5 on page 16. 

All training activities under this priority are targeted at organisations and their employees.  The 

intention of these training activities is to build the workforce skills and capacity of the homelessness 

sector.  Unlike previous programs such as CSLDP, where training has mainly focused on generic training 

in areas such as first aid and WHS, the training activities offered under this priority will be directly 

related to working with clients who have complex needs, or working within the homelessness sector. 

The key actions under this priority include: 
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 co-ordination of training and professional development activities 

 creating opportunities to source additional funding for training and development programs. 

Note:  The implementation of training under Priority 1 Activity 1 was dependent on the success of the 

Skills Fund tender application submitted to Skills Tasmania, which was successful. 

 
Priority 1: Increasing the Skills and Competencies of the SHS Workforce 
 

Activity 1: Initial training organised for the first six months of 2014 is attached as Appendix 3. 
15 accredited units (modules) to be delivered covering the following  5 Topic 
areas: 

 Tenancy 

 Client services 

 Case management 

 Human Resource management 

 Workplace effectiveness 

 Quality assurance & compliance. 

 Units will be delivered in one or two day workshops.  Flexible learning options will 
be offered for some workshops including on-line and distance learning. 

Location of training to be determined, but will include workshops in the north and 
south of the State. 

Stakeholders: Project Coordinator 
Training Providers: Centre for Training in Social Housing 
   Singleton Consulting & Training 

Timeframe: Commencing   Application successful  
Completed by:   

Budget: $50,000 (refer to  note on page 19) 

Activity 2: Investigate and coordinate non-accredited training and development workshops, 
for example, in the following areas: 

 Substance abuse issues (ice) 

 Understanding different types of trauma 

 Recognise and respond to domestic and family violence 

 Recognise and dealing with suicide and self-harm 

 Mental health and co-morbidity 

 Motivate clients – role modelling, building self-esteem, being inspirational 

 Writing principles – file notes 

 Conflict resolution 

 Dealing with difficult teenagers and behaviours. 

Stakeholders: Project Coordinator 
Potential    Donna Zander and Associates 
Training Providers:  University of Tasmania 
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    National Centre for Suicide Prevention & Training 

Timeframe: Commencing   May 2015  

 Completed by:  May 2016 

Budget: See note above p 19 and Appendix 4 Budget – Option 1 

Activity 3: Work with Skills Tasmania and other government agencies to identify and access  

 funding sources for training and professional development including the Skills 
Funds and other grant opportunities 

Stakeholders: Project Coordinator 
Skills Tasmania 

Timeframe: Commencing   May 2015  
Completed by:  Ongoing 

Budget:  See Appendix 4 Budget 

 

The survey data shows that SHS organisations and staff can experience difficulty in providing or 

accessing training due to time and cost restraints (see Table 5).  This is particularly true for service 

providers in the North and North West of Tasmania who have to cover travel and accommodation costs.  

Most organisations also found it difficult to cover staff back-fill costs for training that is delivered over 

two or more days.   

This Workforce Development Strategy recognises, where possible, there should be equity in accessing 

training and professional development.   

The key actions under this priority include: 

 ensure equity of training and development opportunities 

 create training opportunities that embrace flexible learning options 

 negotiate with training providers to include face-to-face, online and videoconferencing options. 
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Priority 2: Increasing the accessibility of training and professional development to  
  the whole of the sector  
 

Activity 1: Work with training organisations to deliver training across the State. 

 Consultation with training providers to deliver training outlined in training 
activities list in Priority 1 Action 1, to deliver a number of the workshops 
outside Hobart has commenced 

 Where possible duplicate workshops will be delivered in the north and 
south of the State for both accredited and non-accredit training. 

 

Stakeholders: Project Coordinator  
Training Providers: Centre for Training in Social Housing 
   Singleton Consulting & Training 
   Other providers as sourced 

Timeframe: Commencing   December  2014  
Completed by:  Ongoing 

Budget: Part of Project Coordinators fee 

Activity 2: Work with RTOs to deliver accredited training via flexible learning options. 

 Consultation with training providers to deliver flexible training options for 

training activities outlined in training activities list in Priority 1 Action 1 has 

commenced 

 Flexible training options will be negotiated with training providers and may 
include face-to-face, online and videoconferencing options.  

Stakeholders: Project Coordinator 
Training Providers: Centre for Training in Social Housing 
   Singleton Consulting & Training 
   Other providers as sourced 

Timeframe: Commencing   December 2014  
Completed by:  Ongoing 

Budget:  See Appendix 4 Budget 
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The survey consultations indicate that the homelessness sector is made up of committed, 

knowledgeable and experienced people who are dedicated to their organisations and their clients who 

often have complex support needs.   

Survey data indicates that most organisations within the sector are willing and happy to work together, 

however there are only limited opportunities to do so, such as SHS forums or events organised by 

Shelter Tasmania and Housing Connect. Work experience and best practice expertise are often kept 

within an organisation, not because they don’t want to share experience or information, but rather 

because there is no avenue to do so.   

An information sharing network provides one avenue to share learning, expertise and resources that will 

lead to improved client outcomes, cost and time efficiencies particularly for smaller organisations that 

have limited capacity. 

There are a number of key actions under this priority, including: 

 Co-ordination of an SHS network and communication channel to promote best practice 

 create opportunities show case best practice. 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 
Shelter Tas Workforce Development Strategy   23 
 

 
Priority 3: Developing an Information Sharing Network 
 

Activity 1: Revising the SHS forums: 

 to include agenda items for a structured networking session 

 Formalise sharing of best practice in homelessness service delivery, 
including consumer participation 

 Half-day theme or topic sessions to be added to SHS forums 

 Guest speakers on client related topics to be included in SHS forums. 

Stakeholders: Shelter Tasmania, SHS Providers 
Housing Tasmania 

Timeframe: Commencing   April 2015 
Completed by:  Ongoing 

Budget: See Appendix 4 Budget 

Activity 2: Work and liaise with relevant stakeholders with the aim of identifying and sharing 
training opportunities, information and expertise.  These stakeholders could 
include: 

 Community Sector Workforce Development Roundtable (Roundtable is 
made up of all DHHS funded Peaks) 

 University of Tasmania: HACRU; Social Sciences; Rural Health 

 TASCOSS 

  Mental Health Council of Tasmania 

 Centre for Training in Social Housing 

 Alcohol, Tobacco and Other Drugs Council Tas Inc. 

Stakeholders: Peak industry bodies 
Project Coordinator/Policy Officer 

Timeframe: Ongoing 

Budget: Part of Project Coordinator’s fee 

Activity 3:  Utilise web-based and existing social media communication channels 

 Investigate online communications systems used by other community 
service peak bodies, e.g. Aged Care, InfoXchange. 

Stakeholders: Shelter Tasmania, SHS Reference Group 
Project Coordinator 
ISP Provider 
InfoXchange (consult) 

Timeframe: Commencing   May 2015 
Completed by:  May 2016 

Budget:  



 

 
Shelter Tas Workforce Development Strategy   24 
 

As part of the SHS Workforce Development Strategy, the allocation of training and professional 

development subsidised funding has been made available through a grant from Housing Tasmania 

(DHHS).  This funding will only apply to shelters (Type 3 organisations).  This grant is limited and is not 

recurrent funding. 

To ensure training and professional development continues beyond 2016, it is recommended that 

recurrent funding of training and development be implemented. 

 Recurrent funding – A recurrent funding model similar to the financial contribution made by 

Housing Tasmania to the CSLDP (100,000 pa indexed) would provide stability to the sector in 

building their workforce skills and capacity.  

In a recurrent funding model, a dedicated pool of funds would be made available through the NPAH 

(or similar mechanism) between the Commonwealth and Tasmania.  There are considerable 

advantages a dedicated pool of funds, including: 

 It becomes more cost effective to buy training for a greater number of people 

 Takes away the burden for each organisation to source training and other professional 

development 

 Ensures training occurs and training funds are not allocated to other areas 

 Provides the sector with a consistent approach to training and qualifications 

 Enables a more systematic evaluation across the sector. 

It is also recognised that the sector should be responsible for contributing financially to the training 

and development of their workforce.  Yet, this is often difficult for all organisations no matter what 

their size, as all of them have limited line items for training in their resources to do so.  

 The following recommendations would contribute to building the capacity of the sector by 

providing a source of funding to sustain ongoing training without making a major financial impost 

on SHS organisations. 

 Co-contribution – As noted by the reference group and backed up by experience, when training 

and professional development is perceived to be free it often lacks the commitment by participants 

to attend or to view it as high value.  Co-contribution paid in advance would require commitment 

from both the participant and the organisation. 

Co-contribution also demonstrates that organisations are willing to share the financial costs of 

training and professional development and therefore they do not solely rely on funding for training 

and professional development.  It is recommended that organisations within their funding provided 

by DHHS have a line item in their budget for training. This would provide consistency across the 

service and collectively provide ongoing funding for workforce development.    

It is proposed that training and professional development approved by the sub-committee (or other 

governance mechanism) requires a co-contribution of an average of 20% of the cost (in line with 

other government subsidised training).  The percentage amount to be paid would be determined by 

the sub-committee and would depend on the total cost of the event and on the number of 
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employees an organisation enrols to attend the event.  The co-contribution amounts collected will 

go back to the pool of funding. 

 Apply for other sources of funding – To leverage the grant funding provided by Housing Tasmania, 

it is proposed to tender for other sources of funding for training and development as it becomes 

available.  One source is the Skills Fund, which is made available through Skills Tasmania.  This 

funding has been used to deliver the Certificate IV and Diploma in Social Housing.  A co-

contribution also a requirement of the Skills Fund. 

 Brokerage – As previously discussed, it is important that workforce development and skills 

enhancement is driven by industry to ensure that their current and future training needs are being 

met.  As part of this strategy, Shelter Tasmania plans to explore the possibility of funding under its 

Workforce Development Program with Skills Tasmania. 

 Budget – Appendix 4 outlines the details of two indicative budgets to implement the WDS over one 

or three years. 
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Priority 4: 

  
Building a Future Training and Professional Development Funding Model 
 

Activity 1: Introduce a co-contribution for funded training and professional development 
activities delivered under Priority 1: 

 To be administered by Shelter Tasmania 

 Collected funds to go back into to further training for the sector. 

Stakeholders: SHS Providers 
Shelter Tasmania 
Project Coordinator 

Timeframe: Commencing   May 2015 
Completed by:  Ongoing 

Budget:  See Appendix 4 Budget 

Activity 2: Develop partnerships with key stakeholders to tender for external funding as it 
becomes available: 

 Source funding opportunities as they become available 

 Tender for funding as it becomes available. 

Two tenders have been submitted to Skills Tasmania for the delivery of training 
outlines in Priority 1 Action 1. 

Stakeholders: Funding organisations – Skills Tasmania 
Shelter Tasmania, SHS Reference Group 
Project Coordinator 

Timeframe: Ongoing 

Budget:  See Appendix 4 Budget 

Activity 3: Investigate funding to supplement the activities of this strategy to address 
emerging sector needs. 

 If feasible, apply for Skills Tasmania funding under the Workforce 
Development Program  

 Funding to be used to coordinate this strategy. 

Stakeholders: Skills Tasmania 
Shelter Tasmania 
Project Coordinator 
Reference Group 

Timeframe: Commencing:  Subject to Skills Tas funding rounds and availability of funds.  
Completed by:   

Budget:  See Appendix 4 Budget. 
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It is proposed that a sub-committee of Shelter Tasmania be established to monitor and oversee the 

implementation of the SHS Workforce Development Strategy. The makeup of the sub-committee to be: 

 6 SHS funded Service Providers - 2 from each region (South, North and North West) 

 Shelter Tasmania 

 Housing Tasmania.  

Terms of Reference would include: 

 Approval process of training and professional development events 

 Minimum threshold of spending without going to the sub-committee 

 Financials 

 Equity of training and professional development subsidised funding across organisations and regions 

 Oversight of reporting and evaluation. 

 

Monitoring and reporting for the SHS Workforce Development Strategy will involve the following 

approaches: 

 Monthly progress reports provided at Shelter Tasmania sub-committee meetings; 

 Monthly financial reports to be provided at Shelter Tasmania sub-committee meetings; 

 Six-monthly reporting against priorities and the actions to be provided to Housing Tasmania; 

 Evaluation of the project will be provided to Housing Tasmania as at June 2016, reporting on the 

outcomes of each strategy and its actions. The funding and type of evaluation would need to be 

agreed between Housing Tasmania and Shelter Tasmania. For example, in order to demonstrate the 

value of this approach in attracting future funding & the continuation of existing funding.   

 Project evaluation reporting would include: 
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 Project overview 

 Project outcomes 

 Milestones 

 Agreed performance indicators. 

 Evaluation data will be collected throughout the 1 year period in order to determine effectiveness, 

for example: 

 At the completion of each training event a training evaluation form will be sourced from 

each participant.  Evaluation responses will be used to gauge satisfaction levels ensure to 

continual improvement;   

 Responses will be sent to the RTO, how the evaluation forms will be passed back to Shelter 

Tas for review needs to be investigated. 

a. To what extent does the subject content meet the needs of those attending? 

b. Is the provider the best qualified to deliver the training? 

c. Does the provider use the most effective methods for maintaining Interest and teaching the 

desired attitudes, knowledge, and skills? 

d. Are the facilities satisfactory? 

e. Is the schedule appropriate for the participants? 

f. Are the teaching aids effective in improving communication and maintaining interest? 

g. Was the coordination of the program satisfactory? 

h. What else can be done to improve the training program? (see Review and Evaluation 

Template – Appendix 5). 

 

It is proposed that the co-ordination of this strategy and its actions be outsourced to a Project 

Coordinator.   

The Coordinator would be responsible for: 

 Coordinating and implementing the actions of this strategy 

 Coordinating the training and development activities outlined in Priority 1 

 Coordinating other training opportunities on behalf of the sector or individual organisations 

 Tender for funding opportunities on behalf of  the sector, for example the Skills Fund 

 Provide relevant training and professional development support and assistance to individual 

organisations within the homelessness sector. 

The Project Coordinator will be employed through some of these funds to coordinate and implement 

this strategy.   

As outlined in Priority 4, a funding application to Skills Tasmania for the coordination and 

implementation of this strategy will be submitted. Should this application be successful, the funds will 

be added to the allocated grant funds received from Housing Tasmania and increase the training 

available in Priority 1. 

Financial administration of this strategy will be the responsibility of Shelter Tasmania, who will ensure all 

funds are accounted for and managed separately to Shelter Tasmania’s operational funds in accordance 

with financial best practice.  
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To provide the financial administration, Shelter Tasmania will charge an administration fee up to 10% of 

the allocated funding. To provide: 

 Oversight of budget 

 Annual audit and the Annual Grant Financial Accountability Report (AGFAR) 

 Financial reporting to Reference Group and Shelter Executive 

 All bookings and processing of co-contribution payments 

 Payment to coordinator 

 Communication and promotion costs, including printing and digital 

 Oversight of Project Co-ordinator. 
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Shelter Tasmania acknowledges the many organisations and individuals for their valuable and insightful 

contribution, and for making their time readily available.  Their important contribution will ensure the 

strategies outlined below will benefit and support the Tasmanian homelessness sector now and into the 

future. 

Shelter Tasmania particularly wishes to thank the Reference Group for their contribution and the 

extensive time they have provided on the project.  The Reference Group includes: 

 Anglicare Housing Connect  Centacare Tas-Annie Kenney Young Women’s Refuge  

 Bethlehem House  Colony 47 

 Hobart Women’s Shelter  Jireh House 

 Karinya Young Women’s Service  Launceston City Mission  

 Salvation Army  Warrawee 

 Youth Futures  

 

Finally, the Shelter Executive for their ongoing advice and final editing of the Strategy.  
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This project addresses Initiative Six of the Homelessness National Partnership Implementation Plan for Tasmania July 2009 – June 2013. 

Project Outcomes 

1. Identify the key current and future challenges this workforce faces in meeting needs in the homelessness area. 

2. Identify the main approaches to developing an effective workforce strategy for this workforce. 

3. Develop a Workforce Development Strategy which will include all SHS funded organisations (Type 1, 2 & 3). 

a. Identification of training needs of the sector 

b. Identify barriers faced by SHS organisations to training and other professional development  

c. Development of an Action Plan outlining the workforce priorities / strategies to ensure SHS services to clients are enhanced 

4. Develop, coordinate and administer a training calendar and other professional development activities (as identified in the Workforce Development 
Strategy) for Type 3 services only. 

 

Participation in this project is entirely voluntary.  You will be asked to answer project survey questions as a senior representative of your organisation who has 

knowledge and expertise of its workforce.   
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Organisation:  Date:  

Name:  Position:  

 

Workforce Demographics 

No Question Response 

1 No of employees: 

 Full time 

 Part time 

 Casual 

 Volunteers 

 

2 Workplace Roles 
 

3 Type of organisation: 

 NFP 

 Government 

 Other 

 

4 Age range of workforce 
 

Cultural diversity of 

workforce 
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Training and Professional Development 

 Question Response 

 
Are there specialist 
qualifications, training or 
competencies required 
for particular parts or 
specific roles within the 
organisation? 

 

 
What are the current 
training and professional 
development activities 
that your organisation 
undertakes on a regular 
basis? 

 

 
How successful have the 
existing or past training 
and professional 
development programs 
been in building better 
knowledge and skills in 
the workplace? 

 

 
What do you see as the 

gaps in training and 

professional development 

within your organisation 

and the sector as a 

whole? 
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 Question Response 

 
Stage 2 of this project is 

the funding of training 

and other professional 

development activities 

for Type 3 organisations. 

Do you have any 

suggestions on how the 

funds would benefit your 

organisation and the 

sector as a whole? 

 

 

Workforce Challenges 

 Question Response 

 
In your opinion, what 

workforce challenges 

does your organisation 

face moving forward? 

E.g. Retaining staff, 

skilling employees, 

attracting employees. 

 



 

    
 

The following workshops are planned to be delivered across Tasmania under the SHS Training 

Calendar. 

The workshops align with the training needs identified by the SHS sector during the Workforce 

Development Strategy project interviews. Each workshop is an accredited unit (module) from a 

nationally recognised qualification. 

Tenancy 

Working in a legal and ethical framework 

Training Provider: Centre for Training in Social Housing 

This workshop describes the knowledge and skills required to work within a legal and ethical 

framework that supports duty of care requirements. 

Manage tenancy rent, charges and rental arrears 

Training Provider: Centre for Training in Social Housing 

This workshop explores the knowledge and skills required to manage all aspects of tenancy rent and 

other tenancy related charges.  This workshop may be applied in the social housing context of 

community services work. 

Client Services 

Assess and provide services for clients with complex needs 

Training Provider: Centre for Training in Social Housing 

This workshop describes the knowledge and skills required to undertake assessments of more 

complex client needs and match to services available. 

Work effectively with clients with complex alcohol and/or other drugs issues 

Training Provider: Centre for Training in Social Housing 

This workshop describes the knowledge and skills required to provide a range of community services 

to meet the needs of clients who may have alcohol and other drug (AOD) issues, which may be 

combined with other issues.  It also covers the review of client progress and evaluation of all work 

undertaken with clients. 

Access needs of clients with alcohol and/or other drug issues 

Training Provider: Centre for Training in Social Housing 

This workshop describes the knowledge and skills required to assess client needs in the context of 

identifying options for delivery of community services to support their needs.  The workshop 

includes applying standard processes and procedures to providing a comprehensive assessment of 

clients’ alcohol and/or other drugs (AOD) and other needs, including referring clients to other 

services, as required. 

Work effectively in mental health settings 

Training Provider: Centre for Training in Social Housing 
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This workshop applies to working with clients affected by a mental illness in a range of community 

services work contexts.  This workshop describes the knowledge and skills required in the context 

and across the range of settings where mental health work occurs.  The workshop provides a person-

centred approach to care, involving a variety of health and community service professionals working 

collaboratively with the client, their carer/s and family. 

Case Management 

Undertake case management 

Training Provider: Centre for Training in Social Housing 

This workshop describes the knowledge and skills required to participate in carrying out specific 

activities in a case/care plan that may apply to work in a range of community service contexts. 

Establish and monitor a case plan 

Training Provider: Centre for Training in Social Housing 

This workshop describes the knowledge and skills required to develop a case management plan to 

address specific client needs that may apply to work in a range of community service contexts. 

Operate under a casework framework 

Training Provider: Centre for Training in Social Housing 

This workshop describes the knowledge and skills required to optimise the effectiveness of 

interaction with client by using appropriate skills to implement a case plan. 

Human Resource Management 

Support the recruitment, selection and induction of staff 

Training Provider: Singleton Consulting & Training 

This workshop describes the performance outcomes, skills and knowledge required to execute tasks 

associated with the recruitment cycle. Performance of the work described in this workshop will be 

underpinned by in-depth knowledge of the work of the organisation, and how recruitment and 

selection practices fit with other human resources functions. 

Develop and manage performance-management processes 

Training Provider: Singleton Consulting & Training 

This workshop describes the performance outcomes, skills and knowledge required to design, 

implement and oversee performance-management processes. The workshop also includes specific 

intervention associated with under-performance or misconduct and developing approaches to 

address skill and performance gaps. 

Manage workforce planning 

Training Provider: Singleton Consulting & Training 

This workshop describes the performance outcomes, skills and knowledge required to plan 

workforce strategies to achieve organisational goals and objectives.  It includes aligning workforce 

objectives with business plans, analysing labour market trends and predictions, and designing 

strategies and succession plans to ensure a competent and appropriately diverse workforce is 

available to meet anticipated changes. 
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Manage people performance 

Training Provider: Singleton Consulting & Training 

This workshop describes the performance outcomes, skills and knowledge required to manage the 

performance of staff with direct reporting.  Development of key result areas and key performance 

indicators and standards, coupled with regular and timely coaching and feedback provide the basis 

for performance management.  This workshop applies to all managers and team leaders who 

manage people. It covers work allocation and the methods to review performance, reward 

excellence and provide feedback where there is a need for improvement.  The workshop makes the 

link between performance management and performance development, and reinforces both 

functions as a key requirement for effective managers. 

Workplace Effectiveness 

Show leadership in the workplace 

Training Provider: Singleton Consulting & Training 

This workshop describes the performance outcomes, skills and knowledge required to work with 

teams and individuals, their standard of conduct and the initiative they take in influencing others. At 

this level, work will normally be carried out within routine and non-routine methods and procedures 

which require the exercise of some discretion and judgement. 

Ensure workplace effectiveness 

Training Provider: Singleton Consulting & Training 

This workshop describes the performance outcomes, skills and knowledge required to facilitate all 

aspects of teamwork within the organisation. It involves taking a leadership role in the development 

of team plans, leading and facilitating teamwork and actively engaging with the management of the 

organisation. 

  



 

 
Shelter Tas Workforce Development Strategy   38 
 



 

 
Shelter Tas Workforce Development Strategy   39 
 



 

 
Shelter Tas Workforce Development Strategy   40 
 



 

 
Shelter Tas Workforce Development Strategy   41 
 

 

 

 

 

 

 

 

 

 

Reporting Period: 

 

Prepared By:   (Name, Title) 

 

Accepted By:   (Name, Title) 
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Executive Summary 

Background 
Describe the background to the review and evaluation 

 

Terms of Reference 
Describe the terms of reference for the review and evaluation, particularly what was included 

and what was not included. 

 

Status of Strategy Activity 

Activity Summary 
Provide a few paragraphs summarising the Strategy’s progress and achievements during the 

reporting period (six monthly). 

 

Training and Professional Development Delivered 
Summarise the training activities that occurred during the reporting period in the table below. 

 

Date Training / Professional 

Development Title 
Provider Location No. of 

Participants 

     

     

     

     

     

 

Summary of Issues 
Provide a summary of any issues or difficulties experienced during the reporting period, 

including any issues raised in the training evaluations forms completed by training 

participants. 
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Strategy Performance 

Performance against priorities 
Describe the actual performance of each priority area against the planned strategy activities 

outlined in the SHS Workforce Development Strategy. 

 

Performance against budget 
Describe the actual budget performance against the planned strategy budget outlined in the 

SHS Workforce Development Strategy. 

 

Performance against timeframes 
Describe the actual timeframe performance against the planned strategy timeframes outlined 

in the SHS Workforce Development Strategy. 

 

Continuous Improvement 

What worked well? 
Describe training and professional development activities and strategy processes that worked 

well. 

 

What could be improved? 
Describe any training and professional development activities and strategy processes or other 

issues where improvement needs to occur. 

 

Recommendations 
List any recommendations.  
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(It is proposed that the co-ordination of this strategy and its actions be outsourced to a Project 

Coordinator).   

Status   

Hours Average Option 1 - 32  hours,  Option 2 - 20 hours per month   

Classification NA – Contractor Position  

Location Consultant Shelter Office Hobart  

The Coordinator 

would be responsible 

for  

 

 

 Coordinating and implementing the actions of WDS strategy 

 Coordinating the training and development activities 

outlined in the WDS 

 Coordinating other training opportunities on behalf of the 

sector or individual organisations 

 Tenders for funding opportunities on behalf of the sector, 

for example the Skills Fund 

 Providing relevant training and professional development 

support and assistance to individual organisations within the 

homelessness sector. 

Liaises with 

 

Executive Officer 

WDS Reference Advisory Group 

Administration and Communication Staff 

Shelter Executive and Management Board 

Consumers, Housing and Homelessness Service providers and 

other key stakeholders 

Probation Period As per Contract of Service 

Salary and Conditions 

Salary commensurate with previous relevant experience and will be negotiated with the incumbent 
and be stipulated in the contract (see WDS budget and rate). 

Project Coordinator will submit a monthly invoice to Shelter Tas, together with a timesheet outlining 
details of activities worked on and hours worked. 
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Statement of Responsibilities 

This position has been funded through the DHHS Workforce Development Strategy Project.  An aim 
of the strategy is to foster the growth of a competent and capable workforce across the Specialist 
Homelessness Services sector through a range of initiatives, as identified in the WDS and related 
projects at both an individual and organisation level. 

The Project Coordinator will take a lead role working with SHSs and Shelter Tasmania to implement 
the Strategy and aims to build and further develop:  

 A comprehensive network of community sector organisations able to provide high quality 
homelessness related services to the Tasmanian community.  

 SHSs that regularly and skilfully reflect on their core roles, service models, practice standards 
and relationships to their consumers and their identified communities.  

 SHSs that individually and collectively promote the concept of professionalism in their service 
delivery, with particular emphasis on the importance of appropriate pre-service qualifications, 
on in-service renewal and development of skills and understandings, and on compliance with 
codes of ethical practice.  

 Liaising with relevant State and National stakeholders, as required, to ensure the 
implementation of the homelessness workforce planning and development strategies.  

 Raising awareness of issues through representing the shelter in a range of forums including high 
level working parties. Attendance at all scheduled workforce development meetings and other 
relevant meetings.  

Position Duties 

The following duties represent the key responsibilities of the role, which will require collaborative 
effort with the Executive Officer, other staff and SHS services:  

 Conduct research to identify best practice workforce development practices applicable to SHS  

 Investigate and develop sustainable value added funding opportunities to support the SHS 
training and professional development into the future 

 Coordinate training opportunities as outlined in the WDS Priority 1 

 Coordinate other training and professional opportunities as required 

 Identify and analyse key issues and trends that impact the SHS workforce  

 Build on the profile identified in the WDS of SHS sector in Tasmania  

 Research and map the education and training needs of SHS services providers in the provision of 
care for clients as the service environment develops and changes 

 Support organisations to apply the WDS to build the capacity of their services 

 Provide SHS providers with support and guidance on training and professional development 
issues 

 Develop and maintain relationships to support and inform Shelter Tasmania of wider workforce 
development work 

 Identify and support access to potential sources of funding for SHS services to access relevant 
training and education, including brokerage of training subsidies through existing and future 
Tasmanian and Commonwealth programs 

 Evaluation of the WDS activity and recommendations for improvement  

 Take a lead role in the completion of reporting requirements.  
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Selection Criteria 

Essential 
The successful applicant will be able to demonstrate: 

 An understanding of workforce development and workforce planning 

 Experience in project management, including development, implementation and evaluation of 
projects 

 High level written and verbal communications skills 

 Demonstrated capacity to manage competing priorities whilst meeting organisational deadlines  

 A well-developed capacity to identify, establish and maintain effective partnerships with a 
diverse range of stakeholders.  

 

Desirable 

 Previous experience working in a community sector organisation 

 An understanding of current issues influencing the Housing and Homelessness sector 

 Demonstrated understanding of Vocational Education and Training systems relevant to 
community sector organisations 

 Capacity for occasional intra-state travel.   
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